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ABSTRACT

This research examines the employment characteristics of the Brunei workforce as a whole 
and in selected industries. It focuses on the segmentation processes that create differences in 
the employment characteristics between different groups of workers in Brunei.

The underlying hypothesis is that the incompatibility between job demands and skills supplies 
in Brunei exacerbates domestic labour shortages, leading to heavy dependence on foreign 
workers. Consequently, the employment structure has become segmented by types of 
occupation and economic sectors between different groups of workers. These differences are 
consequent upon the segmentation processes, created by the principal actors in the labour 
market: the government, employers and local workers. The study uses the inter-relationship 
framework model, i.e. the inter-play of the factors and mechanisms through the roles of the 
govemment-employers-workers team for analyzing the segmentation processes.

The broader theoretical context of the study is the development process in Brunei, which 
largely depends on labour migrants. The relationship between development and labour 
migration, and the resultant workforce employment characteristics are examined. To provide 
empirical examples, the study examined the development processes of the NICs (Singapore), 
other ASEAN (Malaysia, Thailand) and the Arab Gulf countries. The objective is to identify 
and examine the factors and mechanisms that have created and sustained segmentation in their 
employment structure and how these factors and mechanisms compare with those identified 
for Brunei. The research findings suggest that generally the experiences of these countries and 
Brunei were quite similar, particularly the role played by foreign labour during the 
development process. But for Brunei, the development dilemma is that despite its small 
population, it is also attempting to reduce dependence on foreign labour through localisation 
policy. The outcome is increased dependence on foreign labour, a segmented employment 
structure and segmentation seems to have become a permanent feature of its employment 
characteristics.
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CHAPTER ONE: INTRODUCTION

The disparities between the structure of labour demand and the structure of labour supply 

have exacerbated shortages in the Brunei Darussalam’ŝ  labour market and created 

segmentation in its employment structure. These disparities and the resulting segmentation 

are reinforced and maintained by the existence of segmentation processes brought about by 

the articulation of the nature of labour demand and supply in the Brunei labour market 

acting through three main agencies; government, employers and workers.

The structure of labour demand here is defined in terms of a set of job hierarchies, required to 

satisfy the operational needs of companies in different economic sectors. Higher job hierarchies 

are managerial, administrative, technical; while lower ones are carpentering, bricklaying, 

garbage-collecting and so forth. The different job hierarchies are closely related to the 

economic stages of a country. At early stages of economic evolution, jobs are mainly in the 

production of primary sector goods, such as unprocessed agricultural and mining products. As 

a country advances economically, more jobs are involved in processing primary sector products 

into manufactured and high value-added consumer goods, until finally service sector jobs 

become significant.

The structure of labour supply is interpreted as a set of skill hierarchies of labour which 

provides the expertise and manual abilities to perform tasks for the production of goods and/or 

services. This structure is also related to economic evolution. Thus, as a country's economy 

develops, it will increasingly train its human resources in highly technical and professional 

specialist skills to meet the requirement of its labour market, thereby satisfying demand fi’om 

the expanding economy. Foreign labour has fi*equently been seen as a short-term measure to 

satisfy the demand for skills to sustain the operational needs of companies (Bohning, 1984; 

Castles and Kosack 1985; Seccombe, 1988).

’Hereafter, will be referred to as Brunei.
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Disparities between the structure of labour demand and labour supply arise from 

incompatibilities between the différent types of jobs which need to be done and the different 

types of skill available, creating a mismatch whereby the types of skill available cannot satisfy 

the requirements of jobs that need to be performed. Such a situation exists in labour-short 

countries, such as Brunei and its other ASEAN counterparts, the Asia NICs and the small Arab 

Gulf States, which consequently leads to the recruitment of foreign workers to fill job vacancies 

that cannot be filled by the locals ,̂ and ultimately creates segmentation of the labour market and 

employment structure.

1.1 Aims and objectives

Theoretically, Brunei should not experience any labour shortages to hinder its economic 

development goals. This is simply because the neighbouring countries in the region have an 

abundant supply of cheap labour. However, the prevailing local labour market mismatch, which 

is apparent in the parallel existence of rising unemployment amongst Bruneians amid increasing 

labour shortages, as well as the government’s emphasis on Bruneianisation of employment 

policy, have led to an overall policy to reduce the country’s dependence on foreign labour. 

This amplifies the underlying dilemma of Brunei because with a limited domestic labour 

supply ,̂ its pursuit of economic diversification, which requires increased demand for labour in 

the public and private sectors, will become even more difficult.

There are, therefore, several delimitation factors to Brunei's economic diversification. One is 

the physical and relative shortages of domestic labour as evidenced in the increased reliance on 

foreign labour. A second is the lack of qualified local manpower, on the one hand, and of 

skilled and unskilled manual workers on the other. A third is the Bruneians’ partiality for white

^Citizens and permanent residents of Brunei. Also referred in the thesis as “Bruneians”. Brunei citizens 
are holders of yellow identity cards while Permanent Residents (PR) are holders of purple identity cards. 
PR are stateless persons who have been residing in Brunei for many years either following parents who 
migrated into Brunei and have not acquired citizenship, or non-citizen spouses of some locals. The PR are 
provided with almost all services that are given free to Brunei citizens. One of the important exceptions, 
however, is that they cannot own land in the country.

^This refers to workers who are citizens and permanent residents (PR) of Brunei.
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collar occupations in public sector employment. A fourth is the government’s pursuit of its 

Bruneianisation policy, which does not take account of the indigenous workforce’s aspirations 

for white collar employment, and the shortages of local manpower both quantitatively and 

qualitatively.

It is against such a background that this study proposes a number of hypotheses. First, the local 

manpower shortage is exacerbated because the Brunei labour market is structurally and 

sectorally segmented, with certain professions reserved for Bruneians while others have to be 

continuously filled by foreign employees. Second, such an employment structure is the result of 

a series of processes created by the main labour market actors - government, employers and 

local workers - interacting with other factors and generating a segmentation of the country’s 

labour market and employment structure. As will become apparent later (Chapters Four, Six 

and Seven), this segmentation is not only between local and foreign labour, skilled and 

unskilled, males and females, but also between different ethnic groups within the local 

population. Third, segmentation of Brunei’s labour market and employment structure is also 

maintained by the interplay of several mechanisms through the roles played government, 

employers and local workers.

These hypotheses will be tested through analyses of employment patterns in the country as a 

whole and in selected industrial sectors. Three industrial sectors are selected: Brunei Shell 

Companies; construction; the wholesale and retail sector. The main rationale for selecting these 

industries is because they cover different occupational skills and employ both local and foreign 

workers. The Brunei Shell companies are known to employ mainly highly skilled labour; the 

wholesale and retail sectors, employ mainly middle-level manpower; and the construction 

sector employs the lower rungs of the labour force. Analysis of these industrial sectors reveals 

that the Brunei labour market has evolved into a seemingly permanent segmented labour 

market, created by a set of segmentation processes which effectively perpetuate increased 

reliance on foreign labour for continued economic diversification, and will limit the success of 

the Bruneianisation of public and private sector employment.
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This thesis aims firstly, to identify, examine and explain a series of processes of segmentation 

and the resultant employment patterns by types of occupation and economic sectors. Secondly, 

to assess the permanency of segmented labour market and employment structure in Brunei. 

Thirdly, to establish the occupational roles of both local and foreign labour, as well as examine 

the implications of economic diversification which lead to increased reliance on foreign labour 

and Bruneianisation of employment policy"̂ . These objectives, will support further research 

avenues on the outcome of the continuing policies of diversification and Bruneianisation of the 

workforce.

Brunei’s economic diversification and its Bruneianisation policies mainly stemmed fi*om a drive 

to do something about its narrow economic base and increasing reliance on foreign labour, 

respectively. The diversification is essential because the country suffers fi'om a serious structural 

imbalance, with the non-oil sector is very poorly developed. Bruneianisation policy 

specifically concerns increased participation of Bruneians in both public and private sector 

employment, thereby reducing the proportion of foreign labour in the total workforce 

composition. This policy is one of the objectives in the Fifth, Sixth and Seventh National 

Development Plans (see Section 1.2.1). Thus Bruneianisation policy aims:

“To provide a higher proportion of employment for the Bruneians in the industrial and 
commercial private sector jobs, and commensurately reduce the proportion of 
employment in the public sector” ̂

Since a large proportion of private sector employment has been manned by foreign labour, 

Bruneianisation implies the intention of Brunei to reduce its foreign labour component. Indeed 

as will be elaborated further in Chapter Four, the government has set a maximum limit: foreign 

labour should comprise no more than one-third of the total working population of Brunei. 

Thus far, the limit has been surpassed since 1996 (42.2 per cent)  ̂ because of the continuous 

local manpower shortage problem amid an economic diversification programme.

'^Bruneianisation means the policy of the government to increase employment participation of the locals in 
both the public and private sector. These are especially emphasised in the last three National 
Development Plans, the Fifth, Sixth and Seventh.
^EPU., Seventh NDP, 1996-2000: 37.
^See Chapter Four, Table 4.4.
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Brunei is a small country with a capital-rich and labour-short economy. It is extremely small in 

area (5,765 square kilometres), rich in wealth (1996 GDP: US$5,123.2  ̂ per capita) and a 

micro-state in population (1991 census: 260,482). The non-renewable assets, oil and gas, 

which dominate the Brunei economy have not provided the desired economic stability because 

its economic growth is inextricably linked to world trade developments in oil. In effect, 

national income and employment have varied greatly in accordance with the fluctuation in the 

international price of oil (Tan and Hashim, 1995). Such an economic instability necessitates 

economic diversification of the domestic production base, in favour of a greater contribution 

from the non-oil sector.

As will be made clearer below, development in the non-oil sector during the previous four 

decades has not been significant (see Section 1.2.2). This slow growth has been attributed to 

three main factors: limited foreign investments, under-developed infi*astructure conducive to 

industrial development; and the small domestic workforce. This thesis is mainly dealing with 

the last factor. The underlying development problem, as far as limited manpower is concerned, 

is both quantitative and qualitative. There is a lack of suitable indigenous manpower for jobs 

that require highly professional skills on the one hand, and skilled and unskilled manuals on the 

other. A major reason for this is Bruneians’ lack of tertiary qualifications and technical skills, as 

well as their penchant for civil service white collar occupations. The consequence of this 

mismatch is that for many decades Brunei has been heavily dependent on foreign labour. With 

the present emphasis on developing the non-oil sector economy, the reliance on foreign 

employees is unlikely to decrease significantly.

The small population base and a domestic labour shortage constrains Brunei in not only 

pursuing a progressive non-oil sector economic development that would lead to economic 

diversification, but also in maintaining many types of services. The local manpower constraints 

are further exacerbated by the mismatch between job requirements and skills available. This has 

resulted in rising unemployment since the early 1970s. Since the mid 1980s, the government, 

in its Fifth National Development Plan has emphasised human resource development amongst

Conversion rate: B$1.8 for every US$1.00. (Economic Planning Unit, Brunei Darussalam Key Indicators,
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the locals so that the unemployed can be absorbed into the expanding private sector. This 

endeavour is an attempt to pursue a Bruneianisation policy by increasing local participation in 

private sector employment which has been monopolised by foreign workers (Chapters Four, 

Six and Seven), thereby reducing reliance on foreign labour. Nevertheless, unemployment 

remains high and has increased* as Bruneians remain selective in the types of occupation and 

economic sectors that they are willing to be engaged in. Most unpopular are low level manual 

jobs, particularly in construction. This reluctance has fiirther exacerbated manpower shortages, 

structurally and sectorally.

1.2 The Brunei economy

This section examines Brunei’s economy, focusing on its development plans, investments, 

sectoral growth and employment distribution by economic activities. Such an examination is 

important to the thesis because it provides the context in which manpower shortage, continued 

dependence on foreign labour, and the resultant segmentation of the Brunei labour market and 

employment structure must be viewed.

Brunei's small population and oil-rich economy makes its development unique in South-east 

Asia. Despite its manpower shortage, Brunei is determined to promote its industrial 

development without delay so that (among other economic and employment generating reasons 

stated above), the country will not be left behind other countries (Hamzah, 1989). 

Notwithstanding its different economic base, Brunei shares a common problem with several of 

its neighbours, namely its indigenous labour deficit in numbers and skill qualities, which leads to 

dependence on foreign workers. The magnitude and the structure of labour demand and supply, 

however, differ between countries because of disparities in their stages of economic evolution. 

Brunei's socio-economic development problems are more in common with the oil-exporters of 

the Gulf States, such as Kuwait, Oman, Qatar and the United Arab Emirates, than its ASEAN

1997).
®By 1995, (the latest figures available) the imemployment rate was especially high amongst the locals, 6.7 per 
cent, compared to non-locals, 1.3 per cent and to total population 4.9 per cent; high among youth with 40 per 
cent of them were unemployed; higher among the Malays, 7.2 per cent compared to 3.9 per cent for non-Malays;
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counterparts. At the heart of the common development problem with the small Gulf States are

the constraints in promoting the non-oil sector. Thus, Colclough ,̂ a specialist in Middle East

oil-rich societies is of the opinion that for Brunei,

" The oil has no developmental effects. It establishes no significant linkages with 
the rest of the economy. It has no "backward linkages" in that it employs a tiny 
labour force and acquires its capital and technology from abroad. Nor does the oil 
sector establish "forward linkages" in that most of its products are exported. Oil 
has only one substantial effect: it provides the state with an income, which can for 
all intent and purposes, be treated as a form of rent. Any further effects of the oil 
sector quite clearly depend on what is done with the rent - vis-à-vis, for example 
the political character of the state and the developmental programmes it initiates.

Colclough further posits that,

"Brunei has a remuneration structure which cannot be easily replicated by those 
industries which have to compete in the international market with products from 
countries where labour costs are lower. This relatively high structure is further 
exacerbated by the tendency for the value of domestic currency to become inflated 
relative to those of other countries. A combination of these factors prevents an 
economy like Brunei from diversifying into other export industries, and net 
increments tend to go into the non-tradable sector - that is trade, finance, and 
services because almost everything can be imported more cheaply than it can be 
produced at home."*^

Becoming a rentier nation^^ is one option for Brunei. However, in order to provide some 

degree of production, income security for future generations and employment for its 

increasing labour force, the alternative is to pursue economic diversification. Brunei has 

rejected the rentier option, and instead opted for economic diversification as emphasised in 

its more recent national development plans. This is because economic diversification is

and females, 9.7 per cent compared to 7.7 per cent for males. (EPU, Brunei Darussalam, Report on the Labour 
Force Survey 1995: 28 and 29).
^Christopher Colclough was a former advisor to Brunei on employment policy.

'°Cited in Menon, K.U. (1987), "Brunei Darussalam in 1986: In search of the Political Kingdom", in 
Asian Affairs: 30.

'’Colclough, C. cited in Menon, K.U. (1987), op ait: 30.
nation supported by a rentier economy. Colclough (1985) termed Brunei as a rentier state because of 

the relevance of its economic features to rentier economy. Thus Brunei is a recipient of substantial 
foreign rents accruing from its key industry (export of oil and gas) which has little connection with the 
production processes of the local economy. Typically, a large share of the royalties, and hence revenues 
from the oil and gas, is used to finance large public expenditure programmes, as well as to import 
consumption goods, thereby leaving other productive sectors of the economy untouched.
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regarded as a vital strategy for promoting business and creating more jobs so as to establish a 

secure economic base on which to build a distinctive Bruneian culture and polity (Cleary and 

Wong, 1994).

1.2.1 Brunei development plans

Brunei has formulated seven five-year development plans to date. The plans are macro, 

multi-sectoral and project-based (Cleary and Wong, 1994). The first and the second were 

for the periods 1953-58 and 1962-66 respectively. The main objective of the former was 

to develop the physical and basic infi-astructure. The latter was a continuation and 

expansion of the previous development plan, but was aimed specifically at the creation of a 

foundation for future developments. Consequently, upon the instability of international oil 

prices, and in line with the government's petroleum depletion policy^  ̂which is to prolong 

the supply of known reserves, successive plans instituted a more ambitious development 

programme in which the overriding strategy is economic diversification.

The diversification of Brunei's narrow oil-based economy was initiated in the Third 

Development Plan (1977-79), and emphasised in successive Plans after that. Specifically, 

the objective was to reduce structural imbalance and to arrest the declining performance of 

the agriculture, forestry, fishery and manufacturing. Economic diversification lies at the 

core of the country's development agendas. Among the common objectives pursued in the 

Four thFif th^\  Sixth^  ̂ and Seventh^  ̂National Development Plans (1980-84, 1986-90,

1991-95 and 1996-2000 respectively), inter alia

• To diversify the economy by accelerating the development of agriculture and non-oil 
based manufacturing industries.

’^Since 1988, Oil production was reduced to 150,000 barrels per day, (cited from Sixth NDP, 1991-95, 
Appendix 1: 55).

''’EPU., Fourth NDP 1980-84\ 56 and 57.

'^EPU., Fifth NDP 1986-90: 19.

'^PU., Sixth. NDP1991-95: 18.

'^EPU., Seventh NDP1996-2000: 3-4
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• To develop a new export oriented-industry as well as import-substitution industries.
• To accelerate human resources development so as to meet the country's demand for an

increasingly sophisticated economy.
• To maintain full employment and increase the level of productivity.
• To widen the economic base and create a favourable climate for industries.
• To sustain the development of the oil/gas industry.
• To encourage the development of a strong private sector.
• To encourage and nurture the development of “Rakyat Melayu'’̂  ̂ as leaders of 

industries and commerce.

These objectives portray strong government determination to reduce the structural imbalance in 

the Brunei economy, hence to widen the structural economic base of the country. However, a 

number of difficulties have been encountered, some of which appear to be ingrained in the 

social-economic inclination of the indigenous population and which are leading to growing and 

seemingly permanent dependence on foreign labour.

In the previous development plans social services, followed by transport and communication,

have received the largest share of public sector investment, except in the Fifth Plan when public

utilities were allocated the second largest capital expenditure (Table 1.1). Despite the stronger

emphasis on the promotion of the non-oil sector economy, government investment in industry

and commerce received a much smaller (though increasing) budget allocation than might have

been expected. The investment was to promote selected economic sectors, namely agriculture,

forestry, fisheries, commerce and industries (manufacturing), by providing facilities and

incentives for industrial developments, such as industrial estates and loan funds for industrial

developments. The government has not invested in production per se in these sectors, because

it expects the private sector to play a more aggressive role in participating in the country's

industrial development especially in:

"Pursuing new ventures and more responsive towards new technologies and new 
market opportunities. The private sector will have had more exposure to
international standards and dealings through associations with regional and 
international bodies, and will therefore be in a better position to respond to the 
government's industrial policy and industrialisation efforts.

'^Translation: Malay Citizens of Brunei. 
'^PU., Fifth NDP 1986-90: 24.
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However, throughout the 1975-1990 planning period, the bulk of private investments remained 

in the oil sector, though it declined by 9.5 per cent from the Fourth Plan (Table 1.2). 

Investments in the non-oil sector dropped slightly between the Third and Fourth Plan but rose 

by nearly 10 per cent in the Fifth Plan.

Sectors Third Plan 
1975-1979 

per cent

Fourth Plan 
1980-1984 

per cent

Fifth Plan 
1986-1990 

per cent

Sixth Plan 
1991-1995 

per cent

Seventh Plan 
1996-2000 

per cent

Industry and 
Commerce

6.6 3.8 9.3 10.0 12.6

Transport and 
communication

33.6 23.0 19.3 20.2 19.5

Social Services 36.6 39.9 33.2 29.3 27.5

Public Utilities 20.3 13.4 20.4 20.0 21.9

Public Buildings 2.9 13.6 9.9 10.0 8.8

Security - - 7.6 7.0 7.3

Miscellaneous - 6.3 0.3 3.7 2.4

Total 100.0 100.0 100.0 100.0 100.0

Sector Third Plan 
1975-1979

Fourth Plan 
1980-1984

Fifth Plan 
1986-1990

Sixth Plan 
1991-1995

Oil sector 89.6 90.9 81.4 54.4

Non-Oil sector 10.4 9.1 18.6 45.6

Total 100.0 100.0 100.0 100.0

Source: EPU., Fifth and Sixth National Development Plans'. 32, 56 and 171.

Source: EPU., Fifth & Sixth and Seventh NDP: 9, 12 and 170.

The amount of total investment in the oil and non-oil sectors increased between the Third and 

Fourth Plan, but declined thereafter. Oil sector investment increased by 110 per cent between 

the Third and Fourth Plan, but fell drastically (61.5 per cent) between the Fourth and Fifth 

Plans, due primarily to the decline in the oil price and the deliberate reduction in oil 

development activities, consequent upon the depletion policy in the production level of crude
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At the same time, the non-oil sector investment rose remarkably (82 per cent), then 

declined by 12 per cent. This poor investment performance in the non-oil private sector is 

associated with the lack of both foreign and indigenous investments.

1.2.2 Economic structural and sectoral growth

Brunei’s economic structure and sectoral growth is shown in Table 1.3. All the sectors 

(primary, secondary and tertiary) recorded a decline in growth rates between 1971-81, 1981- 

1991, 1991-96; the largest was in the secondary sector, almost entirely accounted for by the oil 

industry. In the Tertiary sector, the dominant role of the private sector relative to that of the 

government led to high growth rates.

"able 1.3: Brunei's sector^ ^ u d  groy^ rates (output
Economic Sectors 1971-81 1981-91 1971-91 1991-96

per cent per cent per cent per cent

Primary: 5.0 5.2 5.1 1.3

• Agriculture, Forestry and Fishery 5.0 5.2 5.1 1.3

Secondary: 20.8 -0.3 9.8 -1.9

• Mining, quarrying, manufacturing 22.4 -0.6 10.3 -3.9

• Construction 6.1 -1.1 2.4 5.9

• Electricity, water and gas 2.3 16.1 9.0 2.9

• Transport, storage and communication 19.2 9.0 14.0 11.3

Tertiary: 15.2 4.3 9.5 8.1

• Wholesale, retail and restaurant 27.3 -4.2 10.4 12.5

• Finance, banking and insurance 27.4 4.3 15.3 5.3

• Government and other services 9.3 8.6 8.9 7.2

Total 19.0 0.9 9.6 1.6

Source: EPU., Brunei Statistical Yearbook (various issues) and (Tan and Hashim 1995: 47).

Table 1.4 summarises sectoral growth trends. Oil performed badly in the Fourth and Fifth Plan 

periods. In the non-oil sectors, generally neither the government nor the private sector

^^PU., Fifth and Sixth NDP\ 9 and 12.
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demonstrated consistent growth performance during the four plans. Despite the strong 

emphasis on diversification, accompanied by increased government investments in industrial 

and commercial infi-astructure, and in loan funds, private sector growth rates continued to 

decline.

Table 1.4: Brunei's sectoral growth rates during National Development Plan, 1975-95

Index of GDP Third Plan 
1975-79

Fourth Plan 
1980-84

Fifth Plan 
1986-90

Sixth Plan 
1991-95

Oil Sector 6.9 -4.3 -1.3 1.5

Non- oil Sector:
Government 
Private Sector

6.3
5.9
6.6

7.4
12.5
4.3

5.8 
7.5
3.9

5.7
5.6
5.9

Total 6.8 -2.4 1.3 1.4

Source: EPU., Fourth, Fifth and Seventh NDP\ Brunei Darussalam Statistical Yearbook (various 
issues)^’ and Tan and Hashim, 1995: 48).

Although the contribution of the non-oil sector to the country's GDP, increased between 1975 

and 1990 (14 to 37 per cent), its role is still relatively small (Table 1.5), thus, reflecting 

relatively marginal increases in the primary and secondary sectors. The tertiary sector appears 

to have made a relatively big contribution to the country's GDP, increasing fi-om 8.3 per cent in 

1975, to 27.9 in 1990 and 52.2 in 1995. However, if the government- provided community, 

social and personal services, are excluded fi-om the tertiary sector, the contribution of the 

private non-oil sector is less impressive, increasing fi-om 3.7 per cent to only 7.9 per cent 

between 1975, 1990 and 18.4 per cent in 1995.

The contribution to GDP of the construction, wholesale and retail trade sectors is small, though 

generally increasing between 1991 and 1995̂ .̂ Overall the non-oil private sector increased its 

contribution to the growth of GDP by 8.7 per cent in the Third Plan and 13.2 in the Fourth, but 

declined to only 0.3 in the Fiftĥ ,̂ and rose to 29.9 in the Sixth. The significant rise in the last 

planning period was Brunei’s emergence fi-om the recession between the mid 1980s and early

 ̂Cited from Tan and Hashim, ibid\ 7.

^^EPU., Seventh NDP, 1996-2000: 170. 
^̂ Tan and Hashim, ibid: 9.
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1990s, as oil prices stabilised and the efifect of diversification policy, particularly to increased 

economic activities in construction, trade, and financial and insurance services, became 

evident̂ "̂ . But in real terms, oil continues to dominate the Brunei economy (54 per cent as 

compared to 45.6 for non-oil sector in 1995), and economic diversification in the private sector 

has made only a limited break through^\

Table 1.5: Gross domestic product by economic activities at constant prices, 1975-95

Economic Activities 1975 1980 1985 1990 1995*
Oil Sector 86.0 83.7 72.8 62.9 30.7
Non-oil Sector 14.0 16.3 27.2 37.1 69.3

Primary Sector 1.4 1.0 1.2 1.4 2.7
Agriculture & Livestock 1.0 0.8 0.8 1.2 1.9
Forestry and Logging 0.2 0.1 0.2 0.1 0.3
Fishing 0.2 0.1 0.2 0.1 0.5

Secondary Sector 4.3 3.8 5.4 7.8 14.0
Mining, Quarrying & Manufacturing 1.2 0.8 0.7 1.7 3.1
Electrical 0.3 -0.1 0.5 1.0 1.0
Construction 2.0 2.3 2.1 2.8 5.7
Transport, Storage & Communication 0.8 0.9 2.1 2.3 4.2

Tertiary Sector 8.3 11.5 20.6 27.9 52.2
Wholesale trade 0.5 0.7 1.0 1.5 2.3
Retail trade 1.7 1.9 2.0 3.3 4.6
Restaurants and hotels 0.4 0.3 0.5 0.8 1.5
Banking and finance 0.8 1.6 2.4 2.5 4.2
Insurance 0.03 0.1 0.2 0.8 1.3
Real Estates & Business services 0.7 1.4 1.7 0.7 1.1
Ownership of Dwellings 0.5 0.3 0.5 0.6 1.1
Community, social & personal 4.6 6.5 14.4 20.0 33.8
services
Less bank charges (-) 0.9 1.3 2.1 2.3 2.3
Gross Domestic Product 100.0 100.0 100.0 100.0 100.0
Source: EPU., Sixth and Seventh NDP, 1991-95; 1996-2000: 5 and 168.
Note: At current prices (constant prices - not available). * Estimates.

Various explanations can be offered for the unsuccessful diversification performance in the 

promotion of a non-oil base economy. Cleary and Wong (1994: 94-95) argued that, “.. .at 

least until recent years, the development plans paid little more than lip-service to such

^^EPU., Fifth and Sixth NDP\ Brunei Darussalam Statistical Yearbook, 1994.
^^Sectoral growth for non-oil government sector between 1974 and 1995 was 4.4 per cent and 25.2 per 
cent respectively, compared to 7.6 per cent and 20.4 per cent for the same years. (EPU, Fifth and Sixth 
NDP, and Brunei Darussalam Key indicators).
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aims, rather than elaborating clear strategies to achieve diversification”. Specifically,

however, one fundamental constraint for diversification is the extremely small population

size. Indeed, according to Ali (1992) one of the real impediments to industrial growth in

Brunei is its manpower shortage problem, which partly stems from the small population

base and partly from its educational and social-cultural characteristics. Another is the

relatively undeveloped domestic financial sector, which also poses problems for business

undertakings in the country. The small population size has two implications: the limited

internal market is unattractive to foreign investors; and the limited supply of local labour,

in both volume and expertise, is inadequate for the industrialisation of the non-oil sector.

It has also been pointed out that economic diversification of industry in Brunei would

require cheap labour which Brunei does not have (Franz, 1990). Indeed it was later

argued that Brunei would face difficulties in achieving its industrialization target because

of the high cost of inputs (except for electricity and water), high cost of labour (the highest

in the region), and the local supply is too small to meet the demand from the various

sectors Thambipillai and Sulaiman (1995). The problem is accentuated by the locals’

preference for tertiary employment in the public sector. Thus, in Brunei it is true that:

"There is no tradition of creating wealth through private initiative. Most people 
still look first at government for employment. Real diversification will only be 
achieved through cultural change." (Finnerty 1992: 33)

Moreover, the Brunei domestic labour shortage has been exacerbated by the aversion of locals 

to industrial and infi-astructure projects that are discerned by them to rely heavily on foreign 

workers^ .̂ Acknowledging the difficulties overseas investors have in recruiting domestic 

labour, the government has relaxed the rules of recruitment of foreign workers thus 

exacerbating the problem.

^^urley, T.M. (1984), “Economy in The Far East and Australasia, 1984-85”, London: 235, cited in Anvil, 
W. (1985), “Economy and Employment in Brunei”, Geography ReviewA5A.
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1.3 Distribution of employment by economic activities

The preference of the domestic labour force for government sector employment is clearly 

demonstrated in Table 1.6. More than two-thirds of the domestic workforce are in government 

sector employment, the proportion hardly changing during the 1981-91 decade. The high 

proportion of locals in the public sector is anomalous, compared to the situation in 

neighbouring countries. For example, in Malaysia the public sector accounted for 13.2 per cent 

of all employment in 1990; in Singapore, only 7.8 per cent^̂ , while in Brunei in 1995 was 45.7 

per cent̂ *. The number of locals in the private sector grew only slowly (2.4 per cent) in the 

1980s, while that of foreign workers grew much faster (6.0 per cent), creating an overall 

situation in which the proportion of locals employed in the private sector remains small while 

that of foreigners remains high. Though the proportion of local workers increase significantly 

in 1995 (45.7 per cent - see footnote 27), it is still relatively small compared to its ASEAN 

counterparts.

The main reasons for the local workers (see footnote 3) to prefer working in the public sector 

are better pay, provision of other financial and non-financial benefits and working conditions, 

and better job security. Many of them regard the public sector as a lifetime career. In these 

circumstances it is inevitable that jobs in the private sector are increasingly filled by foreign 

workers. Hence, the working population of Brunei is segmented according to types of 

occupation and economic sectors in the public and private sectors. As will be seen in Chapter 

Four, it is also segmented according to sex, ethnicity and residential status.

A profile of the distribution of employment by economic sectors in Table 1.7 shows that it is 

mainly the tertiary sector industries that have experienced an increasing share of employment. 

Between 1971 and 1991, the wholesale, and retail sector and the finance, banking and 

insurance sector shares rose by around four percentage points; and community and personal

 ̂Economic Report 1990/91, Malaysia, 1990; Economic Survey of Singapore, Ministry of Trade and 
Industry, Singapore, 1992, cited in Tan and Hashim, ibid.

^^EPU., Report on the Labour Force Survey, 1995; 55 and 56.
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services by 11.3 percentage points. The remaining sectors, generally experienced a decline in 

their share of employment.

Table 1.6: Working population aged 15 and over by sector and residential status, 1981-91

Residential Status Public sector 
1981 1991

Private sector 
1981 1991

Total 
1981 1991

All persons

Brunei Citizens & permanent residents 

Temporary residents & others

All persons

Brunei Citizens & permanent residents 

Temporary residents & others

All persons

Brunei Citizens & permanent residents 

Temporary residents & others

36402 57748

15645 19810

20757 37938

Number 

31726 48998

28050 42129

3676 6869

Distribution (%)

46.6 45.9

64.2 68.0

15.0 15.3

Annual change (%) 1981-91

4.3 

4.1

6.3

68128 106746

43695 61939

24433 44807

53.4

35.8

85.0

54.1

32.0

84.7

4.6

2.4

6.0

100

100

100

100

100

100

4.1 

3.5

6.1

Source: EPU., (1993), Report on the 1991 Population Census: 77.

iistribution of working populatior
Economic Sectors 1971 1981 1991 Annual Growth Rate 

1971-81 1981-91

Agriculture, Forestry & Fishing 11.9 5.0 2.0 -3.2 -46

Mining & Quarrying 7.3 5.7 5.0 2.9 3.3

Manufacturing 4.4 4.1 3.8 4.7 3.9

Electricity, Water & Gas 2.7 2.9 2.1 6.1 1.2

Construction 20.2 18.6 13.3 4.6 1.7

Wholesale, Retail & Restaurant 10.5 10.8 14.4 5.8 7.6

Transport, Storage & Communication 5.3 6.6 5.1 7.9 1.7

Finance, Banking & Insurance 1.6 3.0 5.4 12.0 11.2

Community & Personal Services 37.5 43.0 48.8 7.2 5.9

Unknown 0.2 0.4 0.1 - -

Total (%) 
(niunber)

100.0
40012

100.0
68,128

100.0
106746

5.4 4.6

Sources: Calculated from EPU., Censuses o f Population (1971: 226, 1981: 212 and 1991: 320). 
Tan and Hashim (1995: 56).
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Manufacturing industry, promoted under the diversification policy, suffered a decline both in its 

employment share (fi-om 4.4 to 3.8 per cent in 1971 and 1991 respectively), and in its decade 

growth rates fi-om 4.7 (1971-81) to 3.9 per cent (1981-91). This fall in employment does not 

necessarily imply a negative output performance of the manufacturing sector, as improved 

technology increases productivity. However, in the Brunei non-oil industrial context, the few 

industries established are of small and medium scale, and hence unlikely to employ sophisticated 

technology. In short, they are mainly labour-intensive light industries.

In summary, Brunei’s economy is still dominated by the oil sector. Despite four recent 

development plans which emphasised economic diversification through promotion of the non

oil sector, achievements have been minimal. Other traditional economic sectors, notably 

agriculture, also lagged behind. One of the factors which undermines progress towards 

diversification appears to be a lack of a suitable domestic labour force, which is further 

exacerbated by the preference of locals for white collar occupations in the public sector, and 

employers’ preference for foreign labour (see Chapter 6 and 7). In effect, employment is 

dichotomised: the locals mainly in the government sector while foreign workers concentrate 

mainly in the private sector. Further segmentation tendencies accentuate the local labour 

shortage, manifested sectorally and occupationally, with the result that certain sectors and 

occupations are sustained by foreign labour.

It is the incompatibility between the structure of demand and local labour supply that constrains 

diversification, allied to a relatively undeveloped infi-astructure. Brunei does not have 

comparative advantage to attract foreign investments. With poor participation of foreign 

investors in Brunei, the government remains the main stimulant to accelerate economic growth 

and its capital expenditure is currently the major source of development fiinding. However, 

government expenditure in the Sixth and Seventh Plans is still largely geared to infi-astructure 

development, such as roads, telecommunications and social amenities. Social services absorb 

about 40 per cent of total government expenditure, transport and communications 23 per cent, 

defence 4 per cent, public building 6 per cent, public utilities 20 per cent and miscellaneous 1
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per cent, leaving only 6 per cent allocated to industry and commerce to diversify the economic 

base (E.P.U. Seventh National Development Plan, 1996-2000).

As far as the structure of employment is concerned, Brunei relies heavily on foreign labour at 

both ends of the skill spectrum and particularly in the private sector. Hence, labour migration 

and development in Brunei are largely interdependent. This is typical not only of Brunei but 

also of several countries in the region have long used foreign labour in their economic 

development. But the foreign labour sector is disproportionately large in Brunei in comparison 

with other countries in the region (Chapter Two). This, combined with the simultaneously 

rising unemployment (see Chapter Four), particularly among young Bruneians, should be a 

stimulant to the Brunei government to review the socio-economic viability of its development 

strategy, especially in view of its policy to reduce dependence on foreign labour, increase 

Bruneianisation and promote the non-oil sector.

1.4 Scope of study

The three selected sectors which are the focus of this research are (1) the Brunei Shell 

Petroleum companies (BSPC), (2) construction, and (3) the wholesale and retail sector. The 

main period of analysis is 1989-1993 when fieldwork was carried out. For the BSPC, the 

detailed data made available by the company were for 1992/93, plus more general statistical 

information for 1984-1992.

Although it has been impossible to update the original fieldwork, an attempt has been made to 

update the context in which the research is placed. The current economic crisis affecting the 

Southeast Asian Region has hit Brunei only marginally. Although two large private companies; 

Yaohan and Amedeo Corporations have closed down (the latter was more due to internal 

mismanagement than economic crisis in the region), the employment structure generally and 

those of the sectors examined have not altered significantly. When the retail firm, Yaohan, 

closed, its foreign workers were repatriated, while the locals become unemployed. As for 

Amedeo (a jointly local-and-foreign owned company), while its foreign workers were also
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repatriated, the majority of the locals were absorbed into that part of the company holdings 

which remains in operation. Recently, Brunei’s government investment in construction has also 

slowed down, but again this has not altered patterns of employment significantly. At most, it 

has only reduced foreign labour inflows marginally and temporarily. Figures have not been 

disclosed as to how many foreign workers were repatriated from Brunei and how many locals 

were laid-off by the closure of the stated companies. What is certain from observation is that 

the patterns of employment in the country as a whole remains generally unchanged. Thus, the 

fieldwork and analysis remain highly relevant and the conclusions have, in fact been reinforced 

in that the closure of the firms has tended to reduce the confidence of the locals with regards to 

working in the private sector (see Chapter Seven).

1.5 Organisation of thesis structure

The thesis aims and objectives have been outlined in this introductory chapter. The study is 

pursued on the basis of conflicting socio-economic goals in Brunei: diversification, 

Bruneianisation, and domestic labour constraints. The main concern here is the increasing 

reliance on foreign workers by Brunei to supplement the limited local manpower. Shortage of 

manpower is a significant underlying constraint in the country and this has been further 

exacerbated by the incompatibility of the structure of labour demand and supply. Consequently, 

this has precipitated labour migration in order to maintain existing services and pursue further 

development. In increasingly utilising foreign labour for development, the resultant Brunei 

labour market and employment structure has been that of segmentation between different 

groups of workers. The thesis concludes that the processes which have brought this situation 

about seem to have become permanent - at least for the foreseeable future.

Chapter Two develops a working definition for this theme through an overview of the concept 

of labour market segmentation as it applies to the circumstance of Brunei. The origin of the 

theories of segmentation is also outlined here to provide a background characterisation and 

understanding of the theoretical base of this study. In order to provide a model for explaining 

segmentation processes in the Brunei labour market and employment structure, empirical
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studies of how segmentation has been created and maintained in the other labour-short 

countries, such as the NICs, ASEAN and the Gulf States are examined. Since the economic 

diversification problems of these countries were related to changes in the nature of labour 

demand and supply, as well as government intervention during their development processes, the 

model of examination pursued is that of the relationship between the principal labour market 

actors: employers, workers, and government and non-government bodies.

Since the economic diversification problem in Brunei seems to be similar to that of the NICs, 

ASEAN and the Gulf countries, that is disparities in the labour demand (employers) and supply, 

qualitatively and quantitatively (workers), this study uses these labour market actors as part of a 

model for explaining segmentation in the Brunei labour market and employment structure. A 

third factor: an institutional role (government and non-government) is also included to the 

model because of its significant role in influencing the inflow and policies for employing foreign 

labour and the resultant structure of employment. The role of these labour market actors in 

creating and sustaining the resulting segmentation are examined in Chapter Three.

The model, which shows the interaction between the main actors identifled, government, 

employers and workers is used in Chapter Four to examine and explain the factors and 

mechanisms responsible for bringing about segmentation processes in the Brunei labour market 

and employment structure as a whole. The analysis mainly uses census records of the 1971-91 

period. The focus is on labour market development (mainly demographic changes) and their 

impacts on the total stock of human resources and composition, as well as characteristics of the 

workforce and recent patterns of employment. The chapter reveals how segmentation between 

local and foreign labour as well as within the local workforce emerged through a set of 

processes, to create such features which seem to be permanent. This finding indicates the 

necessity of further investigation of different economic sectors to examine more closely how 

segmentation processes apply in particular economic sectors, effectively separating the 

workforce into non-competing occupational groups.
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The remaining chapters, form the heart of the thesis as they present analyses of primary data to 

supplement secondary information derived from the census and other sources. These data 

detail the employment structure that has evolved in particular economic sectors, together with 

the occupational roles of the different groups of workers and their employment characteristics, 

and identify the segmentation processes that have created and maintained the resultant 

segmented labour market and employment structure in these sectors. Chapter Five mainly 

explains the fieldwork strategy, sources of data, method of data collection, and problems that 

emerged during the fieldwork. Analyses of workforce composition, identification and 

explanation of segmentation processes which produced the resultant employment 

characteristics of BSPC, the construction, and wholesale and retail sectors, are presented in 

Chapter Six, Seven and Eight.

Chapter Six identifies and explains the trends and patterns of employment in BSPC between 

1984 and 1992̂ .̂ Detailed analysis of employment structure by functions, departments, 

professions (engineering and technical) between locals and foreign workers, and locals by 

ethnicity (Brunei Malay citizens and non-Malay) is also made. This is followed by analysis of 

segmentation processes using the model developed for the company, which is basically similar 

to the base model illustrated in Chapter Three. In the model for the company, those factors and 

mechanisms causing segmentation, mainly through the interactions of the roles of the principal 

labour market actors, are identified and explained systematically. The findings show that the 

segmented employment structure in BSPC between local and foreign workers, between foreign 

nationalities and among the locals have been created and maintained by a set of factors and 

mechanisms at work, some of which are common to all industrial sectors in Brunei (such as 

preference for employment and promotion for the citizen Malays) while others are unique to 

the company (such as joint-ownership status and recruitment policies).

Chapter Seven and Eight identifies and explains the employment patterns and segmentation 

processes respectively, in both the construction and wholesale and retail sectors. While between 

these sectors, and Brunei Shell Petroleum Companies, it is found that there are significant
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differences in terms of job and skill hierarchies (Chapter Six), there are many similarities 

between the construction, and wholesale and retail sectors. The similarities are in terms of 

segmentation processes which have caused occupational selectivity and sectoral segmentation 

in the sectors, leading to reliance on foreign labour and the permanency of segmented labour 

market and employment structure. Because, the construction, wholesale and retail sector in 

particular are very similar in terms of segmentation processes affecting them, they are examined 

and analysed together in Chapter Seven and Eight.

As far as dual and multiple segmentations are concerned, segmentation of workers between 

local and foreign, as well as between different ethnic groups (Malays and non-Malays) in 

construction and wholesale and retail reflect the segmentation characteristics of the 

employment structure for Brunei as a whole, revealed in Chapter Four. Both forms of 

segmentations as well as that between the different foreign nationalities are also evidence in the 

three sectors examined (Chapters Six, Seven and Eight). Overall, examination of the 

employment structure and characteristics of these three sectors will portray the manpower 

problems, particularly segmentation of workers by occupation and economic sectors in Brunei 

which has undermined its economic diversification. A summary and conclusion of the thesis is 

presented in Chapter Nine.

^^General trends of employment are shown between 1984 and 1992/93. But data for detailed analysis of
employment are however only available for 1992/93.
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CHAPTER TWO; SEGMENTATION PROCESSES IN SELECTED LABOUR- 
SHORT COUNTRIES OF ASEAN, NICs AND THE ARAB GULF: An Overview

2.1 Introduction

In Chapter one, it was suggested that Brunei’s manpower shortage has been exacerbated by the 

policy of the government to carry out economic diversification, resulting in increased use of 

foreign labour. Simultaneously, there has been rising unemployment among locals which has 

led the government to pursue a policy of Bruneianisation of labour supply, with a view to 

reducing the reliance on foreign labour. There is, therefore, a contradiction in policy objectives: 

the economic diversification policy will increase dependence on foreign labour, while the 

Bruneianisation of employment policy will require Brunei to reduce reliance on foreign 

workers.

However, one of the development issues in Brunei is that it has been difiScult to diversify the 

country’s economy, partly because of the limited supply of domestic manpower, especially in 

top level occupations and among skilled and unskilled manuals. With limited domestic 

manpower both in terms of numbers and skill quality, the increasing reliance on foreign labour 

therefore becomes unavoidable, especially with the pursuit of economic diversification by the 

government. The foreign labour has compensated for labour shortages in both skilled and 

unskilled jobs in almost all economic sectors, especially those shunned by the local labour. 

Consequently, over time, segmentation has emerged in the Brunei employment structure 

between local and foreign workers, within the local workforce and between the different 

foreign groups.

The need for Brunei to develop and diversify, amid its prevailing labour policies, has resulted in 

a tripartite relationship between economic development, labour migration and segmentation. It 

is generally argued that labour migration is a normal process of economic development 

(see, example, Abella, 1995). Indeed, in the labour-short countries of ASEAN (Pandit, 

1995), labour in-migration is an inevitable prerequisite to their development. However, the
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effort at development which consequently increased their reliance on foreign labour has 

created a segmentation of workers by types of occupation and distribution in different 

sectors of the economy. Thus, in other labour short-countries in the Southeast Asian 

region (Brunei’s ASEAN counterparts, the NICs) and the small Gulf countries, 

development, migration and segmentation are also closely interrelated. This thesis suggests 

that segmentation processes and the resultant segmentation of employment structure are 

inevitable consequences of development and labour migration in labour-short countries.

This chapter first presents an exploratory examination of the concept of segmentation as it 

operates within the Brunei labour market and employment structure. Its objective is to 

identify those segmentation processes which are inherent in the development processes as 

a whole and in the economic diversification of labour short-countries, such as Brunei 

(Chapter Four) and in specific economic sectors (Chapters Six, Seven and Eight). Second, it 

examines the conceptual links between development and international labour migration and 

their effects on the employment structure of selected labour-short countries of NICs, ASEAN 

and the small Gulf States, vis-à-vis their utilisation of foreign labour, and the knock-on effect on 

the composition of their total workforce. The objective here is to use empirical evidence to 

show how the processes of development and international labour migration have brought about 

segmentation in labour markets and effected the structure of the labour force. Empirical 

examples will be drawn fi’om the development strategies of selected labour-short NICs, 

ASEAN members (including Brunei) and the Gulf Countries^ in order to show how these 

countries have come to rely on foreign labour for their manpower supply. The importance of 

this exercise to the thesis is, first, that it enables comparison of the main variables that have

^As far as ASEAN is concerned, this study mainly use empirical evidence of labour-short member 
countries of the original ASEAN-5 (Indonesia, Malaysia, Singapore, Thailand and the Philippines). 
Indonesia and the Philippines are labour-sending countries, hence are not included. However, among the 
labour-short countries of NICs and ASEAN, Singapore is used as an example for studying segmentation 
processes more than other countries (Malaysia and Thailand), because it is more similar to Brunei in terms 
of labour force problems (very small labour force) than the other two countries mentioned. Malaysia and 
Thailand both labour exporters as well as importers, while Singapore, like Brunei is mainly labour 
importers. With respect to the Arab Gulf States, their experiences on economic diversification and 
dependence of foreign labour are only referred superficially because of the pausity of up to date materials.
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engendered segmentation processes in Brunei and elsewhere. Hence, it should be possible to 

determine how far the manpower problems associated with development constraints in Brunei 

are typical in the countries examined. By focusing on the role of foreign labour in the economic 

Odevelopment of the countries examined, it will be possible to show how their utilisation has 

become a central element in the segmentation of the workforce as a whole by types of 

occupation and economic sectors.

The chapter reveals how segmentation of the labour market and employment structure of the 

labour-short NICs, ASEAN and the Gulf countries has been brought about by several factors 

and mechanisms in the process of their economic development. The main factors and 

mechanisms involved are the development strategies and industrial programmes, abundant 

supply of unskilled local labour at the initial stage of development and later foreign workers, 

mismatches of local labour demand and supply and the attitudes of local workers towards blue 

collar jobs. These factors and mechanisms are reinforced further by the implementation of 

governments’ labour rules and regulations, population and education policies interacting with 

MNCs investment and recruitment/employment policies. Thus, the roles of the main labour 

market actors, employers, workers and government and non-government bodies are identified. 

Indeed, it is the ways in which the governments (of the countries examined) and non

government bodies (mainly MNCs) themselves interact which constitute the very process of 

segmentation. Generally, the segmentation processes become more robust as economic 

development progresses because they lead to finther changes in the nature of labour demand 

and supply and the ways governments react to these changes. The present chapter concludes 

that in the countries studied the nature of the relationship between development and labour 

migration is itself causal in creating and maintaining a segmented labour market and 

employment structure in the labour-short economies in the Southeast Asian region and the Gulf 

States.

Anyway, the researcher felt that the experiences of the ASEAN countries and NICs, particularly Singapore 
are also similar to Brunei, hence the Gulf States are only used as a general reference.
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2.2 The concept of labour segmentation

The concept of labour segmentation originated from the theory of segmentation, which was

initiated by a group of economists to study labour force problems of the disadvantaged who

were subjected to persistent inequalities and discontinuities in labour market competition in the

United States. Although segmentation theory originated in the United States in the early

1960s, its postulation bears much resemblance not only to the employment of migrant workers

but is also generally applicable to the employment structure produced by the practice of

governments and employing companies of different economic sectors in other countries (see

Chapters Four, Six and Seven). In the United States, segmentation theory has been used to

suggest that the labour market comprises two sectors: primary and secondary. Piore (1970),

the first of duality segmentationists, proposed:

"The primary market offers jobs which possess several of the following traits: high 
wages, good working conditions, employment stability and job security, equity and 
due process in the administration of work rules, and chances for advancement. The 
secondary sector, has jobs which relative to those in the primary sector, are 
decidedly less attractive, They tend to involve low wages, poor working 
conditions, considerable variability in employment and harsh and often arbitrary 
discipline, and little opportunity to advance. The poor are confined to the 
secondary market". Piore (1970, cited in McNabb and Ryan, 1990: 153).

Specifically, the segmented market studies stemmed from the notion that earning differentials 

and unemployment levels with respect to race, age, sex and social class were the consequence 

of labour market processes (Edwards, 1973). Recent studies, however, focus on segmentation 

between males and females, young and relatively older employees, such as in the relocation of 

men more than women under internal labour market (ILM), and younger than older 

professional employees within firms (Salt, 1990). Gordon (1995) also related the differential 

geography of male and female labour migration to segmentation theory, and suggested that 

females be labelled as being less stable. In the present study, the segmentation of Brunei’s 

employment structure is not so much based on age and sex but more on residential status (local 

versus foreign labour) and social class/ethnic background (Malays versus non-Malays), as well 

as foreign workers of different nationalities. Thus these are dual and multiple segmentations
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which are not only the outcome of labour market processes but also the result of government 

intervention because of the national interest and hence for political goals. This study sees the 

prevailing segmentation in Brunei (dual and multiple) as the result of mechanisms which 

have been activated by players in the labour market (principally the government, employers 

and workers). Therefore, analysis of segmentation for Brunei calls for an understanding of 

the processes that bring about both the dual and multiple segmentation of the country’s 

employment structure (Section 2.4).

The seemingly simple dual dichotomy between dominant and subordinate industrial sectors, and 

corresponding division between privileged and underprivileged employment, has long been 

superseded by notions of a much more complex structure between industry and employment. 

Whilst there is now a multiplicity of literature on labour market segmentation theory, its most 

important feature is that it offers an analytical framework with which to study and/or assess the 

various structures of the workforce in different geographic areas under different socio

economic and demographic characteristics.

However, there is no general unanimity in either the definition or the concept of 

segmentation as it applies to labour markets generally. Whilst also serving as a modest 

contribution to the overall understanding of segmentation of the labour market, the main 

intention here is to come up with a working definition of segmentation as it applies to the 

circumstances of Brunei.

It must be emphasized from the onset that labour market segmentation theory has a longer 

historical tradition (Fine, 1990), influenced by American institutionalists who postulated 

the notion of dual-monopoly, competitive, industrial structure (Averitt, 1968). Earlier 

references to labour market segmentation theory can be traced to Adam Smith (1846) in 

Chapters Eight and Ten of Book 1 of the Wealth of Nations where he considered that 

wages were higher or lower according to the advantages and disadvantages of employment 

and the greater or lesser the skills required (cited in Fine, 1990:2). More recently, labour
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market segmentation theory has been developed by Mill (1929), Caimes (1967) and 

Becker (1957). The last argued that the opportunity to acquire knowledge and skills is a 

segmented process that has led to inequalities in remunerating employees. Such a process 

is visible in Brunei’s largest private company (Brunei Shell Petroleum Companies) in terms 

of segmentation of employment structure by ethnic groups (Chapters Six and Seven).

The concept of segmentation was subsequently simplified by Piore (1970). In his original 

exposition he saw the labour market as having two distinct sectors. The first is the primary 

sector which offers jobs with relatively higher wages, good working conditions, chances of 

advancement within a firm, large remuneration for acquiring education and training, and 

better prospect of employment stability. By contrast, the secondary sector is characterized 

by jobs that tend to be low-paying, have poorer working conditions and with just a little 

chance of advancement. While he had no doubt about the duality of the basic labour 

market, Piore argued that the primary sector is further compartmentalized into an upper 

and lower tier. His opinion was that the modern origins of labour market segmentation 

theory were rooted in a desire to explain the poor social and economic conditions of 

labour. In fact, many (for example, Piore, 1971 and Fine, 1990) believed labour market 

segmentation theory was originally a response to the urban riots in black ghettos in US 

cities and hoped to provide explanations in terms of systematic economic deprivation as it 

affects employment. Indeed, according to Reich et al (1973) labour market segmentation 

is a historical process whereby political-economic forces encourage the division of the 

labour market into separate markets or segments, distinguished by different labour market 

characteristics and behaviour rules.

Piore’s (1970) dualistic segmentation has been described by others in similar terms, 

characterized by the existence of formal and informal sectors (ILO, 1972), good and bad 

jobs (Wial, 1988), and static and progressive jobs (Standing, 1989). Essentially, the two 

labour markets functions independently of each other; firms in the primary sector possess 

some market power, and therefore insulate themselves from competition, while those in
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the secondary sector confront fierce competition (Anker, 1997). Ryan (1981) confirmed 

the existence of variability in the meaning of the concept and interrelationships of 

segmentation and defined it as the process of compartmentalization and isolation of 

different groups of participants in the labour markets. This means that there is a 

differentiation of economic opportunities and rewards among objectively comparable 

people independent of their desires. Accordingly, Ryan identified two levels of 

segmentation: one that occurs before entry into the labour market (pre-market 

segmentation) and which occurs while active in the market (in-market segmentation). In 

the pre-market segmentation, there is a clear differentiation of opportunities to enhance 

one’s productive potential through school and formal training before getting into 

employment. On the other hand, the in-market segmentation denotes a subsequent and 

further differentiation of opportunities within the market to bring about one’s productive 

potential through on-the-job training. Such a differentiation of opportunities is seen in this 

study as actually constituting a process of segmentation. This is because it eventually sorts 

employees into eligible and non-eligible groups, such as for job promotion and training, 

and consequently for receiving rewards either in monetary terms and/or promotion. As 

will be seen later in the study (Chapter Four, Six, Seven and Eight), both pre-market and 

in-market segmentation processes, resulting in a dual segmentation, are evidenced in 

Brunei’s education system and employment policies, particularly with respect to the 

differential ethnic background of the country’s citizens.

However, Tarling (1987) argued further that the dualistic approach to segmentation is not 

crucial and maintained that it is better to contrast the phenomenon of discontinuity 

between segments of the labour market against continuous differentiation than it is to 

continue to debate the exact number of segments. According to him, what distinguishes 

segmentation from a mere division is that each segment functions according to different 

rules and, consequently, wages are different even if the productive qualities of the labour 

force are the same. He concluded that segmentation involves not only the labour market 

per se, but that it can also equally result from the historical development of the productive
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structures. This means that segmentation cannot just be attributed to the resultant effect of 

an imperfect labour market. Rather, it can be assumed that any labour market is essentially 

imperfect and so cannot and has never obeyed the dictates of traditional economic theory 

of the market.

Generally, the notion that there are labour market segments is not new. What may have 

emerged, according to Fine (1990), is partly a response to empirical developments and 

partly a response to theoretical developments: how are these segments made and who fills 

them? Indeed, he postulated that education is a means of socializing potential workers 

into pre-ordained, usually degrading and unfulfilling jobs. He was convinced that there is 

little causal relation between education and employment except in so far as social class 

ensures favour and disfavour for each worker from another. Fine’s view regarding the 

discriminatory situation between social classes is visible in BSPC where one local group 

(Malays) is favoured against the others, indicating the existence of labour market 

segmentation. Indeed, education is not the only important quality for employees to secure 

employment and promotion. In Brunei context (including BSPC), they also must be of the 

favoured ethnic group members, which in Malay (see Chapter Six).

Overall, labour market segmentation is not necessarily dualistic in nature, despite such a 

common attribution of labour market segmentation theory (Dickens and Lang, 1993). To 

assume it as such would be abstracting it from the determinant effects of institutions, such 

as governments and employing companies. The policies, rules and regulations of these 

bodies can bring about multiple segmentations of the labour market and employment 

structure, as will be seen in the empirical evidence provided in the following chapters. It 

will also be abundantly clear (see Chapters Four, Six and Seven) that segmentation 

develops as a response to different development stages, affecting segmentation of workers 

by occupation (structural) and distribution by economic sectors (sectoral) through the
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demand side (especially in relation to size and types^ of company as well as qualities of 

labour required) and supply (different groups of workers). Segmentation is also the 

consequence of changes in the nature of labour demand and supply of foreign workers and 

government intervention in the labour market (particularly regarding labour migration), as 

well as the industrial activities of multinational corporations during the development 

process. It is this context of segmentation that is used as the basis of this study, including 

devising a model for demonstrating how the mechanisms work in creating and maintaining 

the segmented labour market and employment structure in Brunei (Chapter Three). Since 

segmentation of employment structure is seen here to be the outcome of links between 

development and labour migration, it is therefore appropriate to give an overview first of 

the relationship between development and labour migration.

2.3 Development and international labour migration

This section examines the relationship between development and labour migration, focusing on 

how the market forces of demand and supply interact to affect the development of labour-short 

countries in the selected NICs, (Singapore^) ASEAN (Malaysia and Thailand) and the small 

Gulf countries. The main concern is to identify the experiences of these labour-receiving 

countries with respect to their utilisation of foreign labour and the knock-on effect on the 

composition of their local workforce. The purpose is to determine how far the manpower 

problem associated with development constraints in Brunei is similar to those in the labour- 

short countries in the Southeast Asian region and the small Gulf countries, and the role of 

labour migrants in their development process and what lessons might be learned. It is argued 

here that, as in Brunei, migrant labour has also been an essential component of labour-short 

ASEAN, NICs’ and the small Gulf Countries development to compensate for the deficiencies 

of their domestic labour force in terms of both numbers and skills. Indeed, as will be made

^Core or peripheral firms; core means large and successful firms with substantial monopoly power, and 
mainly offer primary employment. In peripheral firms, most employees are unskilled production workers 
(Dickens and Lang, 1985).
^Singapore is also a member of ASEAN.
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clearer later (Section 2.4.1 and 2.4.2; Chapter Four, Six and Seven), the incompatibility 

between skill requirements and skill supplied in the labour-short countries examined has led to 

foreign labour inflows to provide additional manpower for these countries’ economic 

development and consequently created a segmented labour market and employment structure.

The relationship between labour migration and development is not a simple one (Appleyard, 

1992). The Commission on International Migration and Co-operative Economic Development 

opined clearly that development process influences migration and migration also has an impact 

on development patterns (Appleyard, 1989b; OECD, 1994)"̂ . Generally, in either sending or 

receiving countries, the determinants of labour migration are not only domestic, but also stem 

fi'om the market and non-market interactions among countries (Lim, 1992).

For Brunei, because of the economic diversification pursued by the government, the existing 

labour policies and supply situations have resulted in increased labour migration and 

consequently produce a segmented employment structure. This situation, therefore, leads to 

the hypothesis that labour immigration in labour-short countries like Brunei, is an inevitable 

prerequisite for development, which in turn has created a segmentation of workers by types of 

occupation and economic sectors. The processes that produce a segmented employment 

structure, such as segmentation of local and foreign workers, have become in-built into the 

labour market ^vith time, thereby creating a self-feeding process of economic labour migration 

(Bohning, 1972 and 1984). Foreign workers in Brunei are thus participants in networks of 

regional and international migration flows. Hence it is also necessary to examine the 

relationship between international and regional labour migration and economic development in 

general.

Generally, the contemporary paradigm of international migration has been the result of global 

political, social and economic changes, engendering different patterns of international migration 

fi'om those of the past. According to Gould and Findlay (1994), in the changing world order.
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three critical features are manifest in the Third World: first is the increasing economic disparities 

between countries and regions; second, increasing political instability between and within states; 

and third, the increasingly prominent activities of global MNCs in managing the economic 

policies of the Third World. Each of these features is associated with different types of 

population movement. One of the dominant forms of contemporary migration is that of 

economic migrants in various directions, such as East-West and South-North. South-South 

migration flows are strongly influenced by substantial discrepancies in economic performance 

among the developing countries. Despite the notable South-North migration, most international 

migration is between developing countries, including the massive labour movement fi’om East 

and Southeast Asia to the Middle East, NICs and Latin America (Brier, 1994; Gould and 

Findlay, 1994). Nonetheless, intra-regional migration within the Asia-Pacific Region, involving 

movement of people fi’om poor labour-abundant countries to the relatively faster growing 

capital/resource rich countries has also been significant (Stahl, 1991). However, some 

developing countries, such as the NICs and ASEAN (especially Thailand) countries are 

reckoned to have reached a turning point, when they changed fi’om labour senders to labour 

receivers (Gunasekaran, 1994; Fields, 1994; Pang, 1994b; Park, 1994; Skeldon, 1994; 

Vasuprasat, 1994; and Watanabe, 1994; OECD, 1996). In contemporary international labour 

migration, labour movements are multi-directional (Lim, 1992); they can occur equally in 

opposite direction without affecting the wage level of the migrant themselves, as is the case 

with multinational corporations (MNC) which are highly transient and which manage capital 

and technology flows or provide specialised services. In general, the current labour migration 

reflects processes of globalisation of the world economy and its labour market (Salt, 1992; 

Castles and Miller, 1998).

With economic internationalisation, the interdependence between countries has changed fi’om 

trading goods to moving factors of production to lower cost sites: capital and people to areas 

of high returns (Lim, 1992; Furuya, 1992). With the latter, however, most receiving 

governments opt for temporary rather than permanent entry of labour migrants and the volume

^Cited in Appleyard, R.T. (1992), “Migration and Development: A Critical Relationship”, Asian and
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and types of labour flows are regulated and controlled (especially unskilled), subject to the 

economic situations of the countries concerned. Therefore, in comparison with enterprises, 

technology, and capital funds, labour seems to be the least mobile factor of production. Indeed, 

the Japanese example suggests that capital export is a substitute for labour immigration 

(Sekiguchi, 1992).

Nonetheless, labour migrants continue to be required by labour-short countries, and this fact 

has been gradually recognised by various governments (Huguet, 1992). Accordingly, these 

governments become more cautious with the number admitted and types selected. Economic 

labour migrants constitute both highly skilled and unskilled people. Thus, in both the developed 

and the developing countries, there has also been a growing movement of manual (skilled and 

unskilled) labour to provide manpower for their development projects, especially for blue collar 

jobs which have been looked on with disdain by the indigenous population. Indeed, as will be 

shown later (Section 2.4), there is much evidence in ASEAN, NICs and the Gulf Countries 

(Brier, 1994; Nayyar, 1994; Pang, 1994a; Appleyard, 1985; Pemia, 1985b; OECD, 1996) that 

international migration facilitates economic development by channelling appropriate skills to 

where they are needed, providing a quick, cheap and effective means of satisfying unfilled 

labour demand, during the development process. Even industrialised economies thrive on the 

availability of cheap labour, both legal and illegal, fi'om developing countries (Abella, 1993). 

Without their manpower, the relocation of industries fi'om Western industrialised countries to 

developing countries would have been greater. Indeed, over the years, the number of people 

migrating or being relocated for economic or employment purposes, has grown significantly, so 

that the impact on both sending and receiving countries is no longer micro in nature. In short, 

labour migration is not only a matter for individuals or households but has an important macro 

perspective, as the total flow satisfies socio-economic and political requirements on a global 

level.

Pacific Migration Journal, 1(1): 3
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The fact is that foreign labour has become an important source in supplying manpower for the

development process, especially in labour-short countries, because no country in the world,

either developed or developing, is endowed with a perfect match in demand for and supply of

labour. Therefore, to pursue development it has become necessary for labour-short countries

to supplement their domestic labour shortages by labour migrants. Appleyard (1985 & 1989)

argued that the stages of economic evolution in receiving and sending countries determine the

contemporary flows of migration, their direction and composition.

"At one stage of a country's economic evolution, it may need for a small number of 
highly-skilled and professional workers; at another stage guest workers; and at 
another no migrants at all. The process of evolution from the developing to 
developed depends upon a complex of socio-economic variables: population 
density, general skill levels, resources infrastructure, capital formation, trade, 
government policies and, of special importance, work ethic" (Appleyard, 1985:1).

As far as the Asian Tiger countries, and the labour-short ASEAN countries are concerned, they 

have not reached the development stage where they no longer need migrant labour at all. On 

the contrary, although they have been known to have achieved a very successful 

industrialisation and economic growth, they increasingly demand foreign labour, both skilled 

and unskilled to sustain their impressive economic growth (Pandit, 1995)^ Nevertheless, as will 

be made clearer in successive sections, Appleyard’s view generally still fits very clearly the 

situations in these countries and those of the Gulf. Their development success and changes in 

their demographic, socio-economic, labour market situations, have evoked changes in earnings, 

employment opportunities, productivity, infrastructures and capital output ratios, which 

consequently create new aggregate and specific demands for labour (Appleyard, 1985; Stahl, 

1991). Therefore, the changing demand for different skills from these labour-short economies 

and the incompatibility in the domestic manpower supply, numerically and qualitatively, have 

together been largely responsible for stimulating people to move to such countries because of

 ̂At the beginning of the current economic crisis (1997/98) thousands of foreign workers were sent home by the 
NICs, ASEAN countries, such as Singapore, Malaysia and Thailand due to the closure of many industrial and 
business estabhshments. However, this could be only a temporary setback. When their economies recover, 
foreign workers are likely to be recruited again, afterall, the receiving countries use foreign labour as regulatory 
measures to supplement local labour shortages. Therefore, the ebb and flow of foreign workers depends on the 
economic and employment situations of the receiving countries: send them back to home countries during period 
of recession (e.g 1973-74 and mid-1980s) and bring them back during economic booms (late 1970s and 1980s).
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the availability of job opportunities at acceptable wages. Indeed as will be shown below, the 

labour-short ASEAN and the Gulf countries depend very much on the supply of migrant labour 

to provide manpower during their development process, hence a close link has been established 

between development and migration.

The variations in economic growth performance between the NICs and ASEAN have 

engendered profound inequalities, such as levels of development, wages, value of national 

currencies. These differences have led to substantial intra-regional population movements in 

East and Southeast Asia (Gunasekaran, 1994; Stahl, 1992; Appleyard and Nagayama, 1992; 

Findlay, Jones and Davidson, 1998). The interdependence between the NICs and ASEAN 

countries is largely in terms of capital investments and manpower deployment (Abella, 1994). 

Indeed, according to Stahl (1991), economic migration within the whole of the Asia-Pacific 

region (APR) in general constitutes two types; movement of low-level (unskilled and semi

skilled) manpower, also known as guest workers, fi'om the more developed to the less 

developed countries; and movement of high-level manpower, also termed as transient 

professionals, into and within the APR and related to direct foreign investments (DPI) and 

foreign aid̂ . Foreign labour is admitted mainly on a regulated contract basis. However, some 

countries, such as Malaysia and Hong Kong, are affected by clandestine flows (Stahl, 1991; 

OECD, 1996). The economies of those NICs which are naturally resource-poor (such as 

Singapore, Hong Kong) and labour-short countries, have grown considerably over the last 

three decades, largely by utilising surplus labour fi'om elsewhere in the region. During the 

1960s-1970s period, they successfully established technical, scientific and industrial 

infi-astructures which included training, the creation of managerial and organisational capacities 

and the development of broadly-based industrial structures. By the 1970s, their dramatic 

success had elevated them to a competitive level with the rich industrial economies in consumer 

and producer good industries (Singh, 1984 and 1994). Since 1986 (before the recent economic 

crisis) they (especially Singapore, Malaysia, Thailand and Indonesia) continued to progress well

Stahl termed these two movements as non-CAM (non-capital assisted migration) and CAM.
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in their pursuit of industrialisation, owing in part to foreign investments and temporary 

utilisation of foreign human resources (Jomo, et al, 1997).

With these industrial developments, the trend of manpower power flow among the ASEAN 

countries, such as those between Singapore, Thailand, Malaysia, the Philippines and Indonesia, 

is also increasing (Huguet, 1992). It comprises both cheap and specialised skilled labour, 

thereby providing an effective means for satisfying short-term unfilled labour demand for 

labour-short member countries (Appleyard, 1992). In effect, Singapore, Malaysia and Thailand 

became labour-receiving, the Philippines and Indonesia labour-sending. For the labour- 

receiving countries of ASEAN, it was only during the implementation of their labour-intensive 

import-substitution model in the 1960s that the manpower needed was mainly derived locally. 

From the 1970s onwards, their successive developments, mainly labour-intensive export-led 

growth, led to increasing recruitment of foreign labour as domestic labour supply was no longer 

sufficient to meet the rising manpower demand, particularly firom the expanding manufacturing 

sectors (Chew and Chew, 1995; Pillai, 1995; Sussangkam, 1995). Abella (1995) also observed 

that the growth of labour migration is the consequence of rapid development. Brunei’s 

experiences in its pursuits of development which has been heavily dependent on foreign labour, 

is therefore part of the normal procedure of development as also experienced by its other 

labour-short ASEAN counterparts since the 1960s.

Having demonstrated the importance of labour migration for providing manpower for the 

development of labour-short countries, in particular those of the ASEAN region, the successive 

sections will investigate how labour migration processes have helped produce segmented 

labour markets in the region. This is to provide a basis upon which to formulate a model for 

analysing the role of labour migration as one of the causes and consequences of segmentation in 

Brunei’s labour market and employment structure. This study thus sees labour migration as 

one of the main elements of segmentation in Brunei as in the other ASEAN members and the 

Gulf Countries.
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2.4 Segmentation processes in selected NICs, ASEAN and the Gulf Countries^

This section examines the relationship between development, labour migration and 

segmentation in selected labour-short countries of ASEAN and NIC, and the Gulf. The 

objective is to demonstrate that in the process of the respective development of the countries 

under study, the roles of labour market actors (employers, workers and government and non

government bodies) interact with one another and consequently create segmentation of their 

labour market and employment structure by occupations and industrial sectors. The 

interactions take place through changes in the demand for and supply of foreign labour and in 

the rules and regulations (for example, on labour) and the policies (such as on education and 

employment) implemented by institutional bodies. The exercise enables the researcher to 

identify the variables that create those segmentation processes which are related to economic 

diversification in Brunei and elsewhere. Some of the NIC and ASEAN countries (such as 

Singapore, Malaysia and Thailand) have gone through the different stages of economic 

diversification through industrialisation, while Brunei is still in the early stage of 

industrialisation. Their situations thus provide pointers in how to examine the effect of changes 

in labour demand and supply (especially the inflows of foreign workers) as well as institutional 

bodies, on their labour market and employment structure.

2.4.1 Changes in the nature of labour demand

This section identifies and explains the main factors and mechanisms which stem fi’om the 

demand side and thus contribute to creating the segmented labour market and employment 

structure in the countries stated. The objective is to show how, in the NICs, ASEAN and Gulf 

countries, foreign labour has been recruited to satisfy the increasing and changing nature of 

manpower demand in terms of skill qualities as their economies develop. It is argued here that 

changes in the demand and the influx of foreign labour that followed ease the manpower 

shortages both numerically and qualitatively, but that the demand for them inevitably brings the

^See footnote 1.
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emergence of segmentation processes. The significance of examinmg changes in labour demand 

is to enable identification of how segmentation is created by these changes and accordingly 

examination of how related variables under development, such as development programmes 

and strategies, MNCs investment policies, mismatches between labour demand and supply 

effect changes in the labour demand and create segmentation. These variables will also be used 

in analysing segmentation of employment structure in Brunei, because in its pursuit of 

development, it also has specific development programmes and strategies which have similar 

effects on the employment patterns between the different groups of workers.

A) Labour-short NICs and ASEAN countries

i) Development strategies and programmes

This sub-section examines changes in the nature of labour demand as the outcome of changes 

in development strategies, adopted for economic development in the labour-short NICs and 

ASEAN members. It is suggested here that development strategies and programmes 

themselves constituted segmentation processes because they led to increased employment of 

foreign workers for specific occupations and industrial sectors.

The process of economic diversification of the NICs, Hong Kong, South Korea, Taiwan 

(1950s) and Singapore (1960s) and the original five ASEAN states (especially the labour-short 

countries of Malaysia and Thailand) involved a restructuring of their economies fi'om traditional 

to modem sectors, fi'om agriculture to industry, particularly for Malaysia and Thailand, as well 

as South Korea and Taiwan; and fi'om trade to industry for Hong Kong and Singapore. Their 

industrialisation programmes were implemented under different development strategies (fi'om 

import-substitution to export-led growth) in the 1960s-1990s period. These programmes have 

also changed since the 1970s, involving increasing emphasis on labour intensive, export- 

oriented manufacturing on the one hand, capital-intensive, higher technology industries on the 

other, as well as services (Tan, 1997). Their industrialisation has involved a diversification of 

their economies not only from traditional to modem sector, but also within their modem 

sectors. The changes in their development programmes and strategies constitute part of the
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segmentation processes because such programmes (mainly industrialisation) and strategies 

entail changes in the nature of labour demand and hence types of foreign skills brought into 

them.

Under the import-industrialisation (the initial development strategy) of the NICs and ASEAN 

countries in the 1960s, promotion of the manufacturing sector was seen by these countries as 

the engine of growth and the new industries were generating low-skilled jobs for their local 

labour. Consequently, manufacturing industries like electronics, electrical machinery, footwear, 

clothing and textiles were developed and expanded. Indeed, for Singapore, Malaysia and 

Thailand, developing and expanding the manufacturing sector was not only because it had the 

impetus for growth, but also the capability to absorb the expanding local labour force (Pang, 

1988b; Pitayanon, 1988).

However, the prevailing economic circumstances locally and the emergence of new ones 

internationally forced these ASEAN countries and the NIC in the early 1970s further to 

restructure their development strategies from import-substitution industrialisation to export-led 

growth. As with the strategy of labour-intensive import-substitution in the 1960s, the ASEAN 

countries and the NIC, (including South Korea, Taiwan) which were adopting the new export- 

led growth strategy in the 1970s continued to emphasise labour-intensive industrialisation 

which necessitate increasing dependence on foreign workers, particularly highly skilled and 

unskilled (Pemia, 1985b; Mehmet, 1985; Chaiyasoot and Mephokee, 1997). As will be 

demonstrated later, such dependence consequently created segmented employment structures 

because the locals were not sufiScient, qualitatively and quantitatively to meet the demand.

In Malaysia, for example, the dynamism of the industrial sector, boosted by rapid increase in 

investments under its new industrial programmes and as specified in its New Economic Policy 

(NEP), placed great strain on its labour market into the 1990s. Its export-orientated 

industrialisation, which began in the late 1960s with light industries, moved to include 

investments in heavy industries since the 1980s (Tan, 1997). The shift of emphasis from a
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commodity- to a manufacturing-based economy, particularly under the export-oriented 

industrialisation which began in the NEP period (1970s), resulted in labour and skill shortages. 

Evidence of labour shortages was seen in unskilled and semi-skilled jobs and a wide range of 

skilled profession, such as nurses, chargemen, engineers and technicians. Malaysia’s domestic 

labour supply in the 1987-93 period grew at only 3.1 per cent, while employment grew at 3.9 

per cent (Pillai, 1995). The easiest and quickest option to fill the labour gap was to facilitate 

entry of foreign labour, thus explaining Malaysia’s heavy dependence on the various skill 

spectrum of foreign labour, including illegal immigrants*. Thus, the new export-based 

development strategies adopted by ASEAN and NICs alleviated their unemployment problems 

by expanding labour demand. This resulted in domestic general and sectoral labour shortages, 

which became a feature of their local labour market, not only during the implementation of their 

second development strategies (1970s) but also their third (1980s). To continue implementing 

their different development strategies and satisfy the changing structure of labour demands, 

immigration of foreign labour was necessary and it significantly facilitated their economic 

development (Abella, 1994; Appleyard, 1992). However, the need to continue satisfying the 

labour demand by bringing in foreign labour for specific skills and industrial sectors, implies that 

segmentation of the workforce between the locals and foreign labour, skilled and unskilled 

which had already emerged during their early industrialisation period (1960s) were maintained. 

Thus, it was basically their development strategies and programmes which emphasised labour- 

intensive industrialisation that created mismatches in labour demand and supply. These are now 

examined.

*The magnitude of foreign workers in Malaysia is very difficult to enumerate because of their high turnover, 
highly mobile character, geographically widely dispersed. Added to this is the presence of numerous illegal 
workers fiom Phihppines, Indonesia and the Thailand. Different sources (the government of Malaysia, 
Indonesian, and Malaysian Trade Union Congress) have given different estimates of the magnitude of illegal 
immigrants Illegal foreign workers have apparently been employed at lower wages than that pay to the locals 
(Kassim, 1994). For illegal Indonesians, the Malaysian govermnent estimated at least 130,000, but the 
Indonesian government reckoned half a million; Trade Union Congress gave the highest figure, I million 
(Gunasekaran, 1994). The latest figure for the total illegal foreign workers in the whole country is 
claimed to be I million at the highest, and 400,000 at a more conservative estimate (Abella, 1994). The 
total number of legal foreign workers officially accepted is 26,000 in West Malaysia, 1,450,100 in Sabah, 
and 11,300 in Sarawak (Gunasekaran, ibid).
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ii) Mismatches between local labour demand and supply

The changing nature of labour demand in the labour-short ASEAN countries during their 

economic diversification led to a mismatch between labour demand and supply created by 

industrial expansion. There was an increased requirement for specific types of foreign labour 

for certain industrial sectors (such as construction) which ultimately created a segmented 

employment structure between local and foreign workers.

Thus, throughout the process of economic development of the labour-short countries, the type 

of labour required has generally shifted fi'om mainly unskilled manual labour to skilled 

professional expertise in accordance with their economic evolution. For example, in contrast to 

the situation of rising unemployment in the late 1960s, the labour-short ASEAN countries in 

the 1970s were confi-onted with a problem of inadequate domestic labour supply, structurally 

and sectorally to the extent of losing their comparative advantage. In the 1960s, the ASEAN 

countries were able to embark on their industrialisation because of their abundant unskilled 

locals who could be employed at low wages. Since the 1970s foreign labour (skilled and 

unskilled) has been needed in Singapore, Malaysia and Thailand to supplement the local 

manpower. Generally, it was the ability of the governments of the ASEAN countries to 

capitalise on their comparative advantage (enabled by dependence on foreign labour) that 

resulted in their industrial transformation.

In Singapore, the switch fi'om import-substitution to export-based growth was not only capable 

of providing jobs for the local workforce in the manufacturing sector, but also absorbing 

workers who came fi'om Malaysia, which helped to maintain its comparative advantage. By the 

late 1970s, Singapore, had full employment and labour shortages because rapid industrialisation 

and economic growth created more jobs than could be filled by its nationals. This situation 

created difiBculties for Singapore in sustaining its comparative advantage in the labour intensive 

manufacturing. It also faced the threat of protectionism^ imposed by the markets of developed

^Refers to any policy adopted by a country to protect domestic industries against competition form 
imports. Most common form of protectionism is imposition of tariff or quota against such imports 
(Samuelson and Nordhaus, (1995)).
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countries. The domestic labour-shortage in the 1970s was not solely numerical but the changing 

structure of labour demand elicited by modem economic sectors meant that this could only be 

satisfied by further recmitment of a ready-skilled labour fi'om abroad. In 1970, the number of 

foreign workers in Singapore numbered 72, 000 (mostly Malaysians), by the early 1990 it was 

150,000 (Pang, 1994a). These foreign workers were of different skills and imported for 

employment in sectors disdained by the locals. Indeed, as the levels of education of the locals 

began to improve through human resource development programmes (Seah and Seah, 1983), 

maintenance of comparative advantage could only be achieved by import of cheap immigrant 

workers to work in the expanding manufacturing sector. By the early 1980s, domestic labour in 

Singapore showed signs that they were not keen to do overtime and “unpleasant” jobs such as 

in constmction and manufacturing, which they considered as dirty and noisy (Krause, Koh and 

Lee, 1987; Pang, 1994a and b). Thus mismatches between labour demand and supply created 

by the increasing and changing nature of labour demand, as well as the changing attitudes of the 

locals towards low level jobs, were evidence of segmentation processes which resulted in high 

concentration foreign workers in the two sectors mentioned.

As industrialisation progresses, the demand for high level foreign manpower, such as 

professional, technical, administrative and managerial workers also grows. At the top end of 

the skill spectrum there were more non-citizens working in these profession and at the lower 

end, foreigners also filled the unskilled jobs, especially in labour-intensive manufacturing and 

construction industries (Stahl, 1982; Pang and Cheung, 1988; Pang, 1994a). Indeed, by the late 

1980s Singapore’s economy had moved further fi'om labour-intensive industrialisation to 

capital-intensive high technology and high value-added goods (Somjee and Somjee, 1995). 

Accordingly, the nature of its labour demand changed further, fi'om mainly cheap low skill to 

highly skilled managerial and professional as well. To sustain high economic growth rates and 

maintain comparative advantage, Singapore had not only recruited foreign contract labour for 

low-skilled employment but became increasingly dependent upon managerial professional 

transients.
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By the 1990s, foreign labour continued to serve in Singapore’s capital intensive industry as a 

buffer for the Singapore economy; when business boomed, the demand for high and low skilled 

foreign labour increased, while in recession, fewer were employed (Chew and Chew, 1995). In 

response to the continued success of industrialisation and economic growth, Singapore’s local 

manpower shortages for different types of occupation (such as blue collar jobs in construction - 

which is particularly similar to Brunei) continue and so does its utilisation of a wide skill 

spectrum of foreign labour for the different sectors of the economy, especially the modem 

sector. The inevitable outcome has been a permanent segmentation of its labour market and 

employment structure. For example, manufacturing’s share of employment has increased from 

19.7 per cent in 1966 to 28.9 per cent in 1990, while agriculture declined from 2.9 per cent to 

0.5 per cent within the same period (Tan, 1997). In terms of composition of workers, in the 

early 1970s the majority workers who came from Malaysia was concentrated in the 

construction and manufacturing sectors. A decade later, foreign workers (from Indonesia, the 

Philippines and Thailand) also dominated other sectors, not previously dependent on foreign 

workers, such as hotels and restaurants (Pang, 1994a and c). Singapore's experience thus fits 

the hypothesis Stahl (1986) forwarded earlier that one of the benefits to an economy of 

temporary labour input is that the authorities can adjust the size of foreign labour force to 

accord with business cycle.

In Thailand, early industrialisation also mainly utilised unskilled local workers and later cheap 

foreign labour for low level jobs and transients of foreign MNCs for high level occupations. 

But the increase in the demand for skilled manpower, particularly in science and technology- 

related fields by its medium- and high-tech industries in the 1980s and into the 1990s, 

exhausted its existing stock of well-trained science and technical manpower (Chaiyasoot and 

Mephokee, 1997). This situation led employers to persuade government to relax its laws on 

import of foreign labour and to allow increased inflow of foreign workers, including illegals, the 

number of which was estimated to range between half and one million by the mid. 1990s (Jomo, 

et al, 1997).
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In Malaysia, the recruitment of foreign labour can be traced back to the colonial period. The 

then colonial government imported cheap labour from South China, South India and, to a 

limited extent, from Java (Indonesia), to work in specific economic sectors, mainly in 

agriculture, tin mines, construction and maintenance of infrastructure (Lim 1988b; Nayagam, 

1992; Kassim, 1994). Thus, the utilisation of these workers in specific economic sectors, 

based on the recruitment policy of the colonial government began a segmented employment 

structure in the country. In later years (since 1970s), the successfiil implementation of 

Malaysia’s New Economic policy led to further recruitment of foreign labour to supplement the 

local labour shortages, particularly in the construction and manufacturing. The already 

segmented employment structure created during the colonial period was strengthened due to 

changes in the nature of labour supply and government’s labour rules and regulations, 

population and education policies (see Section 2.4.2).

Generally, therefore, in the course of the development of the NICs and labour-short ASEAN 

countries, the import-substitution and export-oriented strategies adopted by these countries, 

markedly increased their labour demands. This situation necessitated the import of foreign 

labour to fill the gaps, lower labour costs and maintain the comparative labour advantage of 

these countries. However, towards the later years of the export-oriented industrialisation (late 

1980s and early 1990s), they began to experience not only too heavy dependence on foreign 

labour, but also an influx of illegal immigrants (overstayers and those without legal work 

permits). Singapore imposed severe punishment on illegal workers, such as mandatory jail 

sentenced for three months and three stroke of the cane (Pang, 1994a; for Malaysia, see 

footnote 8). As a result, Singapore, Malaysia and Thailand shifted their foreign labour policy 

from dependence on unskilled and semi-skilled foreign workers towards highly skilled 

foreigners for their technologically-based, capital intensive industrialisation. The main reason 

was to reduce the influx of unskilled foreign workers. This thus reflects another change in the 

nature of their labour demand and it may be argued that the government policy measures of the 

countries concerned were segmentation processes in themselves because they segmented local 

and foreign labour, as well as skilled and unskilled. A heavy dependence on foreign labour
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partly caused by changes in the nature of labour demand during development processes was 

also experienced by the small Gulf countries, which are examined next.

B) The Small Gulf States

i) Development strategies and programmes

As with the labour -short NICs and ASEAN countries, segmentation of employment structure 

in the Gulf States was also partly created by their industrialisation strategies and programmes of 

economic diversification. Their economic restructuring strategy was import-substitution and 

large-scale capital intensive, export-promotion labour-intensive industrialisation in the 1970s 

and 1980s. The public sector pioneered large scale capital intensive labour-saving 

industrialisation programmes, while the private sector focused on small-scale light industries, 

mainly for the domestic markets (Dabdab and Mohyuddin, 1984).

Since the 1980s, the Gulf States have increased their budgets for further industrial 

diversification, especially aimed at reducing dependence on oil (Roukis and Montana, 1986). 

Segmentation of their labour market and employment structure was created because their 

economic development strategies and industrialisation programmes also led to increased 

employment of foreign labour in occupations and industrial sectors which locals could not fill 

either due to lack of qualifications and skills, or because they did not want to work in them. 

Kuwait in the 1980s, for example, issued a new industrialisation policy, emphasising import- 

substitution, under which policy, nationals and non-nationals were encouraged to participate in 

business ventures. The International Bank of Kuwait provided monetary help through loan 

schemes; and the government used fiscal measures to protect new businesses and to limit 

repatriation of profit.

For Oman, in addition to its infi*astructural expansion programmes, economic diversification 

was also included in its five-year development plans. This diversification strategy was also 

import-substitution led growth, to be accomplished through the encouragement of light 

industry. Despite the categorisation of the industrial divisions, big or small, heavy or light, the
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demand for the majority of manpower, skilled and unskilled for all these industries was mainly 

sourced by foreign workers. Moreover, the massive investment by the Gulf States in 

infrastructural projects has meant that many of the hundreds of thousands of foreign workers 

who were initially required for building have also been needed for maintenance subsequently 

(Addleton, 1991). Indeed, although the government has been actively promoting Omanization 

in the private sector, success remains slow and hence the low participation ratio of Omanis to 

expatriates in the private sector still prevails (Al-Lamki, 1998). This situation is similar to that in 

Brunei where most jobs in the private sector are sourced by foreign labour while the locals 

prefer public sector employment, thereby engendering a segmented workforce.

Generally, the Arab Gulf States try to implement their industrialisation programmes with an 

emphasis on labour-saving. However, due to their large-scale industrialisation programmes, 

heavy recruitment of foreign labour of different skills was triggered because their domestic 

labour supply was inadequate (Fergany, 1984; Richard and Waterbury, 1990).

ii) Mismatches between local labour demand and supply

Similar to the NICs and ASEAN countries, segmentation also occurred during the Middle 

East’s development process because of changes in the nature of local labour demand, which 

created a mismatch with the skills available. It is argued here that the existence of a mismatch 

between the local labour demand and supply in these countries contributed to segmentation, 

because it led to increased labour migration for specific types of occupation and economic 

sectors during their development. During the 1970s, labour demand was mainly for skilled 

manual workers, like carpenters, mechanics, drivers and skilled construction workers and 

unskilled manual labour, and for professional workers including medical practitioners and 

people with technical expertise. Since the mid-1980s and especially after the Gulf War, labour 

demand stemmed from the need to restore the maintenance and consolidation of services 

(Skeldon, 1992). Thus the nature of labour demand, combined with differences in the skill 

spectrum between nationals and non-nationals, meant that the sectoral distribution has become 

highly segmented. Non-nationals continue to dominate the construction, manufacturing and
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public utilities though their occupational distribution has been changing. With development, 

demand for non-nationals has shifted from unskilled and semi-skilled workers especially in 

construction, towards professional, technical and skilled office workers. Since the early 1980s, 

the fastest growing non-national labour demand came from the service sector (Birks, Seccombe 

and Sinclair, 1988).

Overall, not only have changes in the labour demand created by development strategies and 

mismatches in the labour demand and supply in the NICs, ASEAN and the Gulf Countries 

caused segmentation of labour market and employment structure, changes in the nature of 

labour supply in these countries have also produced similar effects, which are examined in the 

next section.

2.4.2 Changes in the nature of labour supply

This section examines labour supply as one of the underlying problems in the effort to diversify 

the economies of NICs, ASEAN countries and Gulf States. The aim is to demonstrate that as 

with changes in demand, changes in the supply of labour also create segmentation in labour 

markets and employment structures. The main factors responsible are the dynamism of 

demographic factor, characteristics of local labour supply, availability of manpower of different 

skill qualities, urbanisation processes and attraction of higher wages overseas. It is argued here 

that the shortage of local labour supply leads to the recruitment of a different skill spectrum of 

foreign labour, ultimately creating segmentation by occupations and industrial sectors. This sub

section identifies and explains how the import of foreign labour supply creates such 

segmentation during the development process of the countries examined. This exercise is also 

useful for examining the emergence and causes of segmentation from the supply side for 

Brunei, as it also depends heavily on different skills of foreign labour (Chapter Three).
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A) The NICs and ASEAN

Shortages of local labour supply during the development process were common in the labour- 

short NICs, ASEAN countries (including Brunei and the Gulf States) and were attributable to a 

combination of demographic, socio-economic and labour market situations. All the countries 

examined here experienced a general lack of local manpower supply both in numbers and skills 

to man their respective economic diversification programmes. Their manpower shortages 

occurred in different periods during their development processes and accordingly different 

development strategies were adopted to overcome the labour supply problem. In the early 

development stage of these countries, one of the overriding problems which engendered 

segmentation was an abundant supply of unskilled local manpower.

i) Abundant supply of unskilled local labour

The abundant supply of unskilled local manpower in the 1960s stemmed fi'om the rapid 

population growth of ASEAN countries (such as Singapore, Malaysia and Thailand) before the 

Second World War. In the early years of the development process (1960s), import-substitution 

strategies were implemented to deal with the oversupply of local labour and rising 

unemployment. The increasing local workforce was utilised by the booming construction 

sector and the newly established manufacturing sector, mainly as production workers in 

industries such as electronics, electrical machinery, footwear, clothing and textiles. The 

establishment of these factories, boosted by foreign investors (Abella, 1994), required personnel 

fi'om overseas for performing managerial, administrative tasks, while low level tasks were 

carried out by the locals who were only capable of doing unskilled jobs. Therefore, it was the 

prevailing problem of oversupply of locals with limited qualifications and skills which formed 

part of the segmentation process during the 1960s because they could only occupy low level 

jobs in newly operating industries.

The abundant supply of unskilled local labour include females, whose labour participation 

increased dramatically under the export-oriented industrialisation (Chen, 1979). Their 

increased participation was not only due to increased employment opportunities, such as in the
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manufacturing sector, but also the preference of export-oriented firms to hire young female 

workers over others. The reason was their willingness to work for lower wages, to do 

repetitive assembly tasks, and their subordinate place in society, making them docile and easily 

manipulated (Hein, 1984; Fuentes and Ehrenreich, 1987, cited in Pandit, 1995). In Malaysia, 

for example, the export-oriented industrialisation led to the employment of large numbers of 

women in the manufacturing sector (Kaur, 1999). MNCs employed young female workers to 

work for long hours at low wages, effectively making them the cheapest segment in the labour 

force (Lim, 1992). This is one example of segmented employment structure, which is actually 

common in developing countries. In Singapore, female labour also increased in proportion 

particularly as production and assembly workers (Pang and Seow, 1983). Generally, local 

labour was abundant in supply, a situation arising fi'om the rapid population growth up to and 

during the 1960s (Pang, 1988a; Tan, 1997), which is now examined.

ii) The dynamism of demographic factors

Demographic factors contribute to segmentation principally through the mechanism of the 

successful implementation of population policies which leads to slow labour force growth.

Initially, in the 1950s and 1960s, the NICs and ASEAN countries did not have enough jobs for 

the increasing local labour supply. This situation was due to the high population growth and 

the increasing local workforce during the post-war years. In Singapore, Malaysia and Thailand, 

for example, the initial labour-intensive import-substitution development strategies they 

adopted were then seen to be the best means to cope with the post-World War Two high rates 

of population growth, rising unemployment, under-employment, poverty, as well as loss of 

traditional markets, growing trade deficit and stagnating economic growth (Pang, 1988a and b; 

Pandit, 1995). In addition, they simultaneously used long-term socio-economic measures (such 

as improvement in education) to reduce fertility and population growth (Pang, 1988a and b; 

Tan, 1997). These measures ultimately reduced the supply of local labour as labour force 

growth slowed down and rapid economic growth since the 1970s, forced them to depend on 

foreign labour supply. These policies, such as control of population growth therefore initiated
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segmentation processes because their ultimate efifects (i.e. slow growth of workforce) 

manifested at a time of rapid economic growth (1970s onwards), necessitated increasing 

utilisation of foreign labour. It can be argued, therefore, that one process which was creating 

the segmented labour market and employment structure in Malaysia, Singapore and Thailand 

was the successful implementation of family planning policies in the 1960s and 1970s to reduce 

population growth. The continued success of the industrialisation process of the labour-short 

ASEAN countries since the 1970s and the consequent dependence on foreign labour supply 

further contributed to the segmentation process as it increased the recruitment and utilisation of 

relatively cheap skilled and unskilled foreign labour sourced by the neighbouring countries 

within the Southeast Asian region. In 1968 in Singapore, for example, foreign workers 

numbered only 2,300 (4 per cent of Singapore labour force but surged up to 14,000 (2 per 

cent) in 1970. By 1980, about 120,000 or 11 per cent of the total labour force were non

citizens (Pang, 1994a), and by the early 1990s, the proportion had risen to 16 per cent (Abella,

1994). This rise was necessitated by the shortage of local labour supply in Singapore, caused 

by its remarkable demographic transition (TFR fall from 4.9 in the 1960-65 period to 1.8 in 

1992) (Rieger, 1991; Drakakis-Smith, 1998).

In Thailand, despite an increase in labour supply in earlier years, rapid economic growth by the 

1980s led to a tight labour market. However, demographic factors also contributed to labour 

shortages, through implementation of its National Family Planning Project to promote family 

planning in 1957 and 1970 (Tan, 1997). Consequently, annual population growth declined from 

3 per cent to 2.5 per cent for the 1947-60 and 1970-1980 periods respectively and to 1.5 per 

cent by the late 1980s (Tan, 1997). Accordingly, labour force growth also declined markedly, 

from 4 per cent in 1975-85 to 2 per cent during the 1988-91 period (Vasuprasat, 1994). By the 

early 1990s, Thailand faced acute shortages of labour, especially skilled labour, such as 

engineers (Tan, 1997). Much of the labour demand for the highly skilled was supplied by 

foreigners. Since the mid-1980s, highly skilled foreign personnel mainly work in foreign 

investment-related enterprises and technically-oriented industries. Lower level occupations are 

partly filled by illegal foreign workers, estimated at 300,000 by 1992 (Poapongsakom and
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Suzuki, 1992). These illegal immigrant workers, who mainly came from poorer neighbouring 

countries (Myanmar, Laos and Cambodia), were mainly concentrated in traditional sectors, 

mainly agriculture, but also in services, together with less educated Thai workers (Sussangkam,

1995). Thus, as in Singapore and Malaysia the population policies in Thailand constituted part 

of the segmentation processes because the effective implementation consequently accounted for 

slower workforce growth and local labour shortages, necessitating the need to supplement local 

labour supply with foreign nationals in certain types of occupation and economic sectors. 

However, it is not only the slow population growth which has caused labour shortages in the 

countries examined. Movement of people from rural to urban areas also produced labour 

supply problems, leading to increased employment of foreign labour for certain occupation and 

economic sectors in rural areas. These are now examined.

iii) Urbanisation processes

Rapid industrialisation of the ASEAN countries, particularly after the implementation of 

export-led growth generated many jobs (mainly in the manufacturing sector) attracted local 

workers from mral to urban areas, leaving a vacuum to be eventually filled by foreign workers.

In Malaysia for example, the issue of how labour supply variables played a part in generating 

the process of segmentation is related to its urbanisation processes. This is especially so since 

the successfiil implementation of Malaysia’s New Economic Policy in 1971 which stimulated 

movement of rural people to urban areas to seek employment in the modem sectors. Indeed, 

because of relatively better pay and working conditions, industrial expansion in urban areas 

attracted a specific group of local workers, mainly the Bumiputras to take up employment 

there. The availability of jobs in urban areas engendered rapid urbanisation, which in turn 

created both sectoral and spatial labour shortages, and the coexistence of regions of labour 

surplus (urban areas) and labour shortages (rural areas) in the country. Thus urbanisation was a 

process which triggered segmentation because it resulted in increasing recmitment of foreign 

labour to do jobs in mral areas vacated by Bumiputras who left for urban areas to take up 

employment in the modem sector both in the country and in Singapore (Stahl, 1986).
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The sectors mainly affected were agriculture, construction, mining, logging, domestic services, 

petty trading and a host of other industrial and commercial services. Among all economic 

sectors experiencing labour shortages, agriculture was the most badly affected, especially in 

Johore (the most southern states of Malaysia), mainly attributed to the preference of locals to 

work for higher wages in Singapore, such as in the construction sector (Stahl, 1986), and in 

Pahang (in the northern part of the country), associated with land development schemes which 

intensified competition for labour. The vacuum in the cities created by many skilled Malaysians 

working in Singapore was filled by workers from the agricultural sector. Foreign workers, in 

turn filled plantation jobs and service sector occupations, including hawkers and domestic 

maids. In the early 1990s, in plantation agriculture for example, 75 per cent of Malaysia’s farm 

workers are foreigners, mainly Filipinos and Indonesians (Gooneratne, Martin and Sazanami, 

1994). In total the number of legal foreign workers in Malaysia by the early 1990s has 

approximately 100,000 and the estimates of illegals were between 200,000 and 1 million 

(Gooneratne, Martin and Sazanami, 1994; Abella, 1994). These workers dominated mainly 

lower level jobs in the sectors mentioned above, meaning that such jobs and sectors became 

non-competitive, hence a segmented employment structure.

Other sectors also suffered labour shortages in the late 1970 and early 1980s. In construction, 

for example, there were shortages not only of skilled workers but also of semi-skilled and 

unskilled, also attributable to the large number of Malaysians working for higher wages in 

Singapore where they comprised 70 per cent of all construction workers (Stahl, 1986). The 

shortage had to be filled by migrant workers. In the late 1980s, out of about a third of a million 

workers including illegals, about 25 per cent were migrants. Similarly, in manufacturing, acute 

shortages were mainly caused by the attraction of Malaysians to work in Singapore's 

manufacturing sector where wages were 20-25 per cent higher than in Malaysia (Nayagam, 

1992). Other reasons for labour shortages, leading to segmentation, include preferences by 

locals for public sector employment, because of better pay and working condition. Labour 

supply shortages in the service sector were attributed to; improved education and job

-“The natives (Malays) of Malaysia.
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opportunities, especially in manufacturing industries; more women entering the formal labour 

market, leaving their traditional household and child care duties to paid domestic helpers (also 

increasingly foreigners), as local women who previously worked as domestic helpers now 

preferred to work in factories. In short, one consequence of urbanisation was that employers in 

a number of sectors needed to supplement labour shortages in their respective industries by 

foreign labour. The fact that foreign labour was employed to fill the vacuum itself bred 

segmentation processes.

A similar situation was also experienced by Thailand where, although agriculture still absorbed 

the majority of its working population between 1991 and 1994, its share of total employment 

had declined from 60.6 per cent in 1991 to 58 per cent in 1994. Indeed, some parts of Thailand 

have been experiencing shortages of native agricultural workers, because many have left for 

other types of employment in the modem sectors either in urban areas in Thailand or overseas. 

In the southern part of Thailand for example, the vacuum has been filled by thousands of illegal 

workers from Burma (Tingsabadh, 1994; Lewis, 1997).

B) The small Gulf States

Segmentation processes in the Gulf States (and Bmnei), are fundamentally caused by a similar 

situation to that described above, namely shortages of local labour supply which necessitate 

import of labour from abroad. The main difference is in terms of magnitude and timing of 

occurrence during their development processes. For example, both Brunei and the small Gulf 

Countries have experienced local labour supply shortages throughout their development 

process, while Singapore, Malaysia and Thailand mainly faced labour shortages when their 

development process took off (second development strategy - export-led growth). For the 

Gulf States, their inadequate local workforce was exacerbated from the early stage of their 

development processes, partly by the selective attitudes of the nationals in terms of types of 

occupations.
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i) Small workforce and selective attitudes of the locals

The Gulf countries possess sufiScient capital to develop their economies, but growth has been 

undermined by small labour forces and a general lack of high level skills, and exacerbated by an 

increasing reluctance of nationals to take up employment in the private sector (El-Azhary, 

1984). Indeed, in the mid-1980s, the characteristics of the labour force there were those of a 

young indigenous population, limited employment of females in the private sector, shortage of 

trained managerial and technical national employees (Roukis and Montana, 1986). These 

situations have engendered labour immigration over a long period, which in itself produced 

segmentation processes as foreign labour supplies were employed to fill job vacancies 

particularly shunned by the locals. Indeed, as in Brunei, the demand for labour migrants in the 

Gulf region began during the first oil boom (1930s and 1940s), mainly for basic infi-astructure 

development, improvement of administrative functions and social services, such as housing, 

health and education, the overall effect of which was a rise in the standard of living of locals 

(El-Azhary, 1984; Townsend, 1984). A dramatic increase in labour demand commenced in the 

second oil boom (1973/74) accelerating economic growth and stimulating the implementation 

of spectacular development programmes (Seccombe, 1988). For these programmes, labour 

supply, both internally and internationally has been crucial to their development progress 

because of the small local workforce in terms of numbers and skills.

In Kuwait, for example, the already small workforce was exacerbated by the unwillingness of 

locals to work in less prestigious jobs, which resulted in such jobs being entirely performed by 

foreign workers. Between 1965 and 1988, Kuwaiti males participation in production 

occupations dropped fi'om 30 per cent to 11 per cent. Participation in the public sector has 

been significantly high (nine-tenths of Kuwaiti males and 97 per cent of females). This is not 

surprising even in the 1990s, as occupations in this sector are awarded and guaranteed on the 

basis of their being Kuwaiti nationals and possessing the required qualifications. They continue 

to occupy their positions, regardless of their performance (Shah, 1994). Hence such 

occupations or positions are non-competing ones. Therefore, government hiring policies which 

give preference to their own nationals in the public sector are segmentation processes
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themselves. However, in the UAE, the small size of the labour force, the majority of whom 

were untrained compelled the government to employ expatriates in significant numbers in the 

public sector". The segmentation processes involved here were simply demographic factor 

(small population) and education programmes which concentrated on training the indigenes for 

public administration occupations (Roukis and Montana, 1986).

This section has demonstrated that the nature of domestic labour supply in the NICs and 

ASEAN during the initial stage of their economic restructuring contributed to creating 

segmented labour market and employment structures in three ways. First, the abundance local 

and unskilled labour force confined them to working in low level jobs such as in the 

manufacturing sector, under the management of MNC transients. Second, their population 

policies which promoted family planning effectively eventually reduced their population growth, 

and hence growth of local workforce, leading to increased reliance on foreign workers. Third, 

rural-urban and urban-urban movements of locals, such as to urban centres in Malaysia and 

Singapore, created vacuums, for example in plantation agriculture, which accordingly were 

filled by foreign workers. The resultant segmented employment structure, mainly between local 

and foreign workers was further strengthened by the roles played by government and non

government bodies, in relation to the quantitatively and qualitatively demand and supply of 

foreign and local workers.

2.4.3 Government’s and non-government’s roles

This section examines governments’ and non-governments’ roles, mainly MNCs (as foreign 

investors) in the development process and the resultant increase in labour immigration in the 

NICs and the labour-short ASEAN and Gulf countries. The purpose is to identify what and 

how segmentation processes are created by the governments of labour-short ASEAN countries 

and foreign investors, particularly the MNCs, during their development process which led to 

increased inflow of foreign labour. It is argued here that some government labour rules and

În the mid-1980s, non-nationals made up 84.4 per cent of its workforce, thus, evidence of a high degree of
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regulations, such as immigration laws, work permit and the industrial activities of foreign 

investors in the labour-short countries examined, have contributed to creating segmented labour 

markets and employment structure. The segmentation engendered by the government and non

government bodies (foreign investors) examined here is based on the interactions of their roles 

(in the development process) with the demand for and supply of labour.

A) Government’s role in labour market segmentation of NICs and ASEAN Countries

i) Labour rules and regulations

In some of the NICs and some ASEAN countries, governments’ pursuits of economic growth 

accelerate expansion of employment-generation industries and improve foreign exchange 

earnings. To these ends, they have provided investment promotion incentives, tax exemptions 

for pioneer industries and export promotion services, as well as encouraged recruitment of 

foreign workers during a period of domestic labour shortages. The governments of labour- 

short ASEAN countries facilitate increased inflow of foreign workers qualitatively and 

quantitatively (depending on the demand for them in relation to the domestic economic climate) 

through their immigration policies and labour rules and regulations.

Singapore exemplifies an active government intervention through its complex labour laws 

which regulate foreign labour inflow. It constantly changes its labour laws on matters such as 

labour costs, improvement of investment climate, standardisation of terms and conditions of 

employment and limits of negotiable fiinge benefits which were implemented under the 

Employment Act of 1968. Issues such as recruitment, retrenchment and dismissal were 

removed in the same year fi’om collective bargaining under the Industrial Relation 

(Amendment) Act of 1968, which also explains procedures for labour negotiations and conflict 

resolutions (Pang, 1982 and 1988a). Like other labour-short ASEAN countries, these labour 

laws also became a tool for Singapore’s government to regulate the recruitment and 

employment of the required number and skill qualities of foreign workers, impose severe 

punishment (mandatory three months jail term and three strokes of the cane since 1989) for

segmented employment structure between the locals and foreign workers.
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illegal immigrants, overstayers and employers hiring more than five illegal workers 

(Gooneratne, Martin and Sazanami, 1994). Consequently, segmentation of the labour market 

and employment structure are created through government’s enforcement labour rules and 

regulations such that only the desired types of skilled foreign labour in certain economic sectors 

are allowed to be employed. As a result, labour market segmentation in Singapore has been as 

significant between different skills of foreign labour as between locals and foreign workers.

Generally, since 1965, immigration laws in Singapore have been implemented with a degree of 

flexibility to regulate the volume of inflow, either to reduce or inflate depending on the 

prevailing local economic and employment situations. However, the increasing dependence on 

foreign workers for instance, prompted the government to impose a more stringent immigration 

policy, particularly on the recruitment of unskilled foreign workers. This is because of the 

concern over the rising economic and social costs of immigrant workers to the Republic. 

Accordingly, Singapore's immigration policies became more selective in the types of foreign 

labour (highly skilled and unskilled) that it allowed to enter and as a result segmentation 

between different skill types of foreign labour inevitably occurred. As evidence, Singapore 

restricts the recruitment of unskilled foreign workers, but is more accommodating to higher- 

level foreign workers (Pang, 1992 and 1994a; Chew and Chew, 1995). In striving to improve 

the quality of Singapore’s population, the government sees highly skilled foreign labour as 

valuable for the purpose of skill and technology transfer to Singaporeans; the highly skilled 

foreign labour in Singapore is even encouraged to apply for permanent residency, and 

citizenship. In contrast, unskilled workers are admitted for limited period only. They are not 

only restricted to specific economic sectors such as construction and shipbuilding, but are not 

allowed to bring their families into Singapore; even marriage to locals is discouraged by the 

state. Such rules and regulation are also practised by the Brunei government - see Chapter 

Three, Four, Six, Seven and Eight.

That disparities in the treatment of skilled and unskilled foreign labour are themselves elements 

of segmentation processes between these two groups, created by government rules and
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regulation, was further evidenced in 1981 when the government attempted to phase out all 

unskilled foreign workers by the end of 1991, except domestic maids and those working in 

construction and shipbuilding. However, because of protests by employers of labour-short 

industries, the phasing out of unskilled foreign labour was implemented with some flexibility. 

Then in the 1990s, amid concern over the rising economic and social costs of immigrant 

workers to the Republic, the government, in response to increased demand for labour, 

permitted increased inflow of foreign workers but only for employment in certain economic 

sectors (notably construction and shipbuilding) and by so doing it strengthened segmentation of 

employment in the sectors concerned. The segmentation was also made more robust by 

regulating the quota for employment of foreign workers to increase fi'om 40 per cent for firms 

in construction and shipbuilding and repair to 50 per cent (while other sectors remained at 10 

per cent). With such regulations, these two sectors became more dominated by foreign 

workers. To reduce heavy dependence on foreign workers and to cut labour costs, as well as to 

sustain previous export success, Singapore is now entering a third transition period, a late 

industrialisation phase, by encouraging more skill and capital intensive exports (Shantakumar, 

1985; Pandit, 1995). Singapore has also realised that its economy will always have to depend 

on unskilled foreign workers to dampen cyclical domestic labour shortages (Pang, 1992 and 

1994a). Indeed, this is necessary especially when its own nationals are increasingly becoming 

more educated and affluent, and hence tend to shun blue collar occupations, a tendency shared 

by Bruneians.

ii) Government’s education policy

As will be made clearer later in the case of Brunei (Chapter Four), the existence of 

segmentation between local and foreign workers, skilled and unskilled in other labour-short 

countries such as Singapore is also the outcome of improved levels of education of the local 

population. This improvement leads to segmentation because it produces higher qualifications 

and/or skill qualities, raises aspirations and leads to preference for white collar occupations as 

against those more menials. The latter become more dominated by foreign workers. Thus, 

Singapore’s government education policies and human resource development programmes,
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which have resulted in rising levels of educational attainments among the local population (Tan, 

1997), have also led to greater segmentation by types of occupation and industrial sectors. This 

was evidenced in the early 1980s when sectors previously not dependent on foreign workers 

began to become so.

Indeed, due to improved levels of education among Singaporeans, class polarisation emerged 

between the educated and less educated locals. For example, the so-called technocratic elite, 

that is university, polytechnic and college graduates formed the middle-level bureaucrats and 

technicians, while individuals without appropriate education qualifications, mainly young 

females increasingly joined labour-intensive industrial firms as production workers (Chen, 

1983). In addition to local female workers, the low-skilled industries were also increasingly 

supplemented by foreign workers.

Having acknowledged its history of buoyant economic performance and with slow population 

growth and an ageing population, foreign workers are, indispensable to Singapore’s high 

economic performance. Consequently, Singapore’s employment structure is one in which there 

is segmentation of workers between different industrial sectors, and between locals and foreign 

workers. While the former have increasingly occupied middle-level jobs, the latter are polarised 

at the top and bottom ends of the skill spectrum. Hence segmentation of the employment 

structure in Singapore is significantly between the concentration of locals in semi-skilled 

occupations and foreigners in skilled and unskilled. Such an employment structure seems to be 

quite robust, because since the early 1980s, there are more non-citizens and non-residents 

foreigners working in professional, technical, administrative and managerial jobs than the locals; 

at the lower end, they fill the unskilled jobs, especially in labour-intensive manufacturing and 

construction industries (Pang and Cheung, 1988; Pang, 1994a).

iii) Government’s discriminative employment policies

Segmentation of the employment structure of the labour-short ASEAN states also stem fi’om 

governments’ employment policies, which act as mechanisms in segmenting not only between
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locals and foreign workers, but also among the locals. Thus, in contrast to Singapore, but 

similar to Brunei, segmentation processes in Malaysia emerged through the government’s 

employment policies (under its New Economic Policy) which gives preference to the local 

Malays and other indigenous groups, (Bumiputers) over non-Malay citizens (non-Bumiputras) 

resulting in the former dominating certain sectors of the economy, such as the public sector 

(Wawn, 1985). This form of segmentation by ethnicity has resulted in the concentration of 

Malays in the public sector and in peasant agriculture, the Chinese in mining and quarrying, 

small scale manufacturing, construction and commerce, while the Indians are mainly in the 

plantation sector (Wawn, 1985; Lim, 1988b). Such segmentation was achieved through the 

implementation of the Malaysian New Economic Policies which established a quota system to 

ensure that in the urban sector, higher income occupations are reserved for the Malays. The 

main rationale was to eradicate poverty irrespective of race. However, since the Malays were 

the poorest ethnic group, as they mainly concentrated in small scale agricultural activities, 

notably rubber and rice growing (the Malaysian Chinese and foreigners dominated industry and 

large-scale agriculture), the key to achieving the aims of the NEP was to free them from low 

productivity agriculture or shift them to other economic sectors (Wawn, 1985). The 

government specifically targeted that the Malays’ share of employment in the primary sector 

was to reduce from 66 per cent in 1980 to 59 per cent in 1990; in the secondary sector, to 

increase from 40 per cent to 50 per cent within the same period. The Malaysian Chinese share 

in the secondary sector was to drop and in the primary sector to rise. Under the NEP, the 

government also increased the role of the Malays in entrepreneurship of the corporate sector by 

increasing their share to 30 per cent in 1990, that is similar to the share hold by foreigners; 

other Malaysians 40 per cent, which was already achieved in 1980 (Wawn, 1985; Kaur, 1999). 

Although segmentation here is not exclusive in terms of totally non-competing jobs and/or 

sectors, the preference of the government for certain ethnic group to dominate certain sectors 

of the economy nevertheless contains an element of segmentation processes as it eventually 

leads to insulated patterns of employment by industrial sectors and ethnic groups.

As for locals and foreigners, the implementation of policies on joint enterprises also created 

labour market segmentation and employment structure in terms of entrepreneurship (ownership



77

of companies) between them because recipients of large contracts are normally MNCs and 

which usually entails an inflow of transients migrant workers for highly professional and skilled 

jobs that are difficult to fill by locals. According to Lim (1988a: 120):

“The more recent policies of encouraging joint ventures enterprises between local and 
foreigners and awarding large contracts to foreign contractors and firms have 
effectively reserved a section of the relevant labour market to foreigners”.

Hence segmentation is created by the government’s policy of allowing large contracts to be 

awarded to foreign investors and permitting managerial and administration roles to be filled by 

MNCs transients.

The roles of the government of NICs and ASEAN countries in shaping the employment 

patterns through its labour rules and regulations, employment and education policies are also 

discernible in the Gulf States, which is now examined.

B) Government role in labour market segmentation and employment structure of the 
Gulf Countries

Segmentation processes in the Gulf countries have also been created by government’s action 

through the local education system, labour rules and regulations. Segmentation of employment 

structure in the Gulf States generally takes effect through an education system that emphasises 

education for administration, rather than for scientific and technical skills demanded by the 

development process (Rasheed, 1984). The effect of such a system produces a society which 

prefers white collar employment in the public sector. As a result hundreds of thousands of 

workers were required fi’om abroad in the private sector for the implementation of 

infiustructural projects in the 1970s and later (1980s) for maintenance. This situation led to 

segmentation between the locals and the foreign labour by types of occupation and industrial 

sectors (Addleton, 1991). Indeed, the rapid economic growth and construction of physical and 

social infi'astructure would have been impossible without large numbers of foreign workers. In 

the 1980s, 79 per cent and 89 per cent of Kuwait’s and UAE’s workforce respectively were 

foreigners. The locals avoid manual labour and prefer to be merchants, soldiers and 

bureaucrats (Richards and Waterbury, 1990). They are more attracted to the opportunities
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provided to them to join public sector employment which ofifers a secure income without a 

significant work input (Fergany, 1984). Hence, it is not easy to re-orient the locals’ inclination 

away fî om the administrative and managerial positions in the public sector, oil and financial 

services (Looney, 1992). In Kuwait in the 1980s, the government even encouraged not only 

the nationals but also the non-nationals to participate in business ventures; the latter, usually 

MNCs, bring in foreign workers with them, assigning them to specific jobs (Skeldon, 1992), 

and producing a segmented employment structure.

As far as labour rules are concerned, the dearth of information on the Arab Gulf states indicates 

that by the late 1970s, some forms of control of the inflow of foreign workers in varying 

degrees by the Gulf States were initiated (Amjad, 1994). In the mid-1980s, the Kuwaiti the 

government issued a policy to restrict the proportion of foreign workers in Government sector 

to 35 per cent. Generally, the Gulf States tried to reduce selectively the import of foreign labour 

in terms of religion or country. By the late 1980s, there was a policy which emphasised 

Arabization of foreign labour, which means preference of the Arab Gulf States to import 

foreign labour of Arab origin, rather then Asian (Shah, 1994). In this respect, government 

policies have acted to segment the supply of foreign labour by race.

Generally, in this section, the respective governments in all the countries examined, play active 

roles, particularly in controlling the recruitment and employment of foreign labour in terms of 

numbers and types of profession. Through the enforcement of their labour rules and 

regulations, and education and employment policies, segmentation between local and foreign 

workers by skill levels and economic sectors is created. However, in addition to government 

roles, non-government agencies, notably MNCs have also contributed to segmentation 

processes by the types of labour that accompany their relocation of industries offshore.

C) Non-government agencies’ role in segmentation processes

The non-government agencies discussed here are mainly foreign investors, particularly MNCs. 

This study sees them as playing an essential role in stimulating the economic development, 

particularly of the labour-short ASEAN countries (Singapore, Malaysia and Thailand). The



79

objective here is to demonstrate how MNCs can engender segmentation of the labour market 

and employment structure in countries where they have established their factories. It is argued 

here that the MNCs are also part of the segmentation process through their industrial activities.

i) Industrial activities of MNCs

The implementation of an export-led growth strategy by the NICs and ASEAN countries 

coincided with a boom in world trade, when MNCs were looking for low-cost offshore sites to 

establish factories for manufacturing labour intensive products. The United States and Europe 

accounted for a large proportion of foreign investments in the region. But since 1975 (and 

before Brunei was able to benefit fi*om the inflows of foreign investment into the country to 

promote its industrialisation under economic diversification programmes), direct foreign 

investment (DEI) in the Asia Pacific Rim countries by the United States and Europe has 

declined. Japan started its large scale DPI in South-east Asia in the 1960s and between 1980 

and 1985 investment increased by 21.2 per cent and grew even faster in the second-half of the 

decade (Abella, 1994). More recently, the NICs have also become net capital exporters in the 

region (Sekiguchi, 1992). Unlike the other ASEAN countries and the NICs, Brunei has not 

been very successful in attracting foreign investors because it does not have what the MNCs 

were looking for (abundant cheap local labour), thereby accounting for one of the development 

problems. In Singapore, Malaysia and Thailand on the other hand, industrialisation take-off 

was boosted by the MNCs who were attracted by availability of cheap unskilled local labour to 

produce their labour-intensive manufacturing products. Therefore, the generally low quality of 

local labour in terms of skill, particularly in the 1960s, led to segmentation of workers by 

occupational hierarchies between the locals and transient workers. This is because the MNCs 

could only employ them for low level jobs, while high level tasks, such as management and 

administration are occupied by their accompanying personnel. MNCs contribute to 

segmentation processes in the ASEAN countries through their selective industrial activities. In 

manufacturing, their investments are mainly in food products, electrical and non-electrical 

products, beverages and textiles, while in services, they concentrate on merchant banking, 

engineering, architectural and technical services, advertising and market research (Tan, 1997).



80

Such a selective investment programme is accompanied by the implementation of their selective 

employment policies which is now examined.

ii) MNCs preference for own personnel

While MNCs stimulated the growth of NICs and ASEAN countries, they inevitably contributed 

to the emergence of a segmented labour market and employment structure. This outcome 

emerges through their supply of highly skilled transients, particularly through their internal 

labour markets (ILM). In the 1960s and 1970s, segmentation by occupations, occurred 

because highly skilled transients occupied administrative and technical posts, while the locals 

(of host countries) generally performed the low level tasks. The segmentation was engendered 

through their corporate human resource policies which included a preference for higher level 

managerial and administrative positions be filled with their own personnel, so as to ensure 

maximum return to their investment (Stahl, 1986; Appleyard, 1988). The preference was 

reinforced by the lack of local labour pool for professional and managerial occupations. In 

Thailand in the 1970s, for example, MNCs found it diflScult to recruit high quality locals in 

sufficient numbers for high level occupations because locals preferred to work in the public 

sector which they regarded as more prestigious than the private sector (Kaosa-ard, 1992).

Although such segmentation of employees by occupations has become less significant in the 

four Tiger economies and to a lesser extent in the labour-short ASEAN countries because 

increasingly the locals have become more educated, it remains (as will be demonstrated in 

Chapter Six) significant in Brunei, particularly in the BSPC, where senior positions are still 

largely occupied by foreign nationals. In addition, the MNCs fiirther created segmented labour 

market and employment structure in the countries where they relocated their industries by 

employing young and cheap female workers to work for long hours at low wages, effectively 

making them the cheapest segment in the labour force (Lim, 1992).
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iii) MNCs’ employment policies

As far as the industrialisation in labour-short ASEAN countries (Malaysia, Singapore and 

Thailand), particularly in the promotion of manufacturing is concerned, they have relied more 

heavily on DPI more than the NICs (Mehmet, 1985). The development of manufacturing 

industries in Singapore and Malaysia, for example, was largely boosted by foreign investors, 

notably Europeans, Americans and Japanese (Abella, 1994).

The influx of foreign firms (MNCs) into Singapore created enough jobs to relieve the rising 

unemployment with only a temporary setback during the 1973-74 recession (Pang, 1988a). 

MNCs’ investments were welcomed, during its early industrialisation phase either in wholly- 

owned subsidiaries or in collaboration with local capital. MNCs were attracted to invest in 

Singapore because of the provision of a favourable investment climate, such as tax exemption 

of up to five years for pioneer companies and unrestricted remittance of profits overseas. In 

addition, foreign experts who accompanied DPI were given a sympathetic consideration for 

entry into Singapore, including temporary resident permits once relevant authorities were 

convinced that locals experts were not available (Appleyard, 1988).

Indeed, in the initial economic restructuring of Singapore during the 1960s and 1970s for 

example, unskilled foreign workers were specifically recruited for factory and construction jobs, 

though Singapore also relied heavily on professional transients. According to Appleyard (1988) 

the contribution of professional transients to Singapore's remarkable economic achievements 

during the mid-1960s cannot be underestimated. The vital role undertaken by the majority of 

the technically transient personnel employed by MNCs includes training of local workers either 

in factory construction or in production techniques. Thus, in those early days of Singapore’s 

industrialisation, segmentation of the employment structure meant that MNCs preferred their 

highly skilled transients to occupy the skilled and professional occupations and employed 

unskilled locals to do unskilled tasks.
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MNCs were also attracted to invest in Malaysia because the country also provided them with 

pioneer status, tax and profit concessions. Foreign experts were accepted on a temporary basis, 

where no locals were available. Other ASEAN countries also attracted foreign investors. 

Thailand did so during its industrialisation fi*om the 1960s, and especially since the 1970s. 

These MNCs, however, did not only bring with them capital into the host countries, but also 

their personnel to do the higher level managerial and administrative tasks. Generally, the locals 

were absorbed into the newly established factories to supply manpower for the MNCs industrial 

operations (Appleyard, 1988).

In thus supplying capital and foreign transients to the host countries and utilising cheap labour 

in those countries for low level menial jobs, MNCs have not only stimulated the growth of the 

manufacturing sector, diversified economies, changed their labour market composition and 

structure, but also simultaneously engendered segmentation during the development processes. 

This outcome was due to their industrial activities and employment policies which reserved the 

managerial and administrative tasks for their transients, while the cheap local workforce mainly 

provide manpower for blue collar jobs at the lower end of the skill spectrum.

Gulf States

In the Gulf States, segmentation processes occurred in a different form. There, the recruitment 

and deployment of foreign labour by foreign investors, such as Korea’s MNCs, is undertaken as 

a collective contract or project-tied migration (sometimes referred to as “turnkey” migration) 

implying that such projects are exclusively manned by foreign nationals. The package involves 

work-camps and foreigners are returned home after completion of the contract (Skeldon, 

1992). While the majority of them have been unskilled contract labourers from South Asia, 

those from Southeast and East Asia are mostly skilled (Gunatilleke, 1986, cited in Skeldon, 

1992). This situation implies that segmentation processes in the Gulf States are not only 

segmenting locals from the foreign labour but simultaneously between the skilled and unskilled 

foreign labour.
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2.5 Towards a model of segmentation for Brunei

As far as Brunei is concerned, the development process has led to increased labour migration 

and segmentation in the Brunei labour market and employment structure. Most of the factors 

discussed above apply in the Brunei case. Because the local labour supply has been inadequate 

to satisfy the changes in the labour demand (see Chapter Four), employers have needed to 

import the required labour from abroad. Since only specific types of foreign labour are required 

to ease the domestic labour demand and supply discrepancies, the pattern of employment that 

has emerged displays specific roles for foreign labour in terms of types of occupation and in 

certain sectors of the economy.

Indeed, similar to the situations in the NICs, labour-short ASEAN and the Gulf countries, one 

of Brunei’s main development problems throughout its development process has been 

shortages of local manpower supply to meet the demand from many sectors of the economy in 

both the public and private sectors (Chapter Four). In this respect, the increased supply of 

foreign labour to supplement local manpower shortage for certain types of occupation and in 

particular economic sectors is part of the overall segmentation processes. This is because the 

foreigners brought in were to work in specific types of occupation (highly skilled and unskilled) 

and in certain sectors of the economy (such as the construction, wholesale and retail sectors) as 

was the case in the other labour-short countries examined above. However, the reliance on 

foreign labour in Brunei has been higher than its other ASEAN counterparts (Abella, 1995). 

This is because Brunei has neither experienced a baby boom to boost its labour supply as was 

the case in Thailand in the 1960s, nor urbanisation on the scale experienced by Malaysia in the 

1960s and 1970s providing a source of labour in the cities. In addition, though Brunei has high 

population growth rates, the annual numerical increment to the workforce is small because of 

the small population base. Moreover, women’s participation in the workforce is relatively low, 

though it has been increasing since the last decade or so (see Chapter Four) Consequently, 

Brunei has been continuously relying on foreign labour not only for pursuing its economic 

diversification, but also for maintaining current services. Indeed, Brunei’s dependence on
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foreign labour started as early as the oil exploration stage at the turn of this century (Harper, 

1975), long before it decided to diversify its economy. The importation of foreign workers is 

not only of those with different skills not available locally, but it has also increased in quantity 

because of corresponding increased government investments in the physical infrastructure, 

provision of socio-economic facilities and services, as well as economic diversification. In short 

the dynamism of changes in the labour demand and the corresponding increased supply of 

foreign workers are part and parcel of a set of segmentation processes which are further 

strengthened by the government’s policies in the inflow and employment of foreign workers. 

Therefore a model developed (see Chapter Three) for analysing segmentation in the Brunei’s 

employment structure is fundamentally based on the changes in labour demand and supply and 

the government’s ways of dealing with such changes, with development, specifically economic 

diversification, as its major goal.

2.6 Conclusions

The chapter has examined the concept of labour segmentation as the working definition for this 

study for analysing labour segmentation in the Brunei context. The thesis perceives that 

segmentation is the inevitable outcome of labour-short countries which have to depend very 

much on imported labour for their economic diversification. The chapter has reviewed the link 

between economic diversification and international and regional migration and how 

segmentation of the labour market and employment structure emerged. It was found that 

segmentation processes have been mainly engendered at different stages of the economic 

development processes of the countries under study. The factors responsible in creating the 

segmentation processes are the changes in the labour demand and supply, and the roles of 

institutional bodies, mainly the government and MNCs.

Under the demand factor, it was found that the development strategies and industrialisation 

programmes of NICs and other labour-short ASEAN countries and the Gulf, as well as 

mismatches between labour demand and supply that emerged as a result of rapid
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industrialisation, have all partly contributed to creating segmentation of the employment 

structure of the countries concerned. Thus the adoption of import-substitution (1960s) and 

export-led growth (since the 1970s) led to increased inflows of foreign labour, not only for 

different types of occupation (skilled and unskilled) but also for specific economic sectors, such 

as construction, manufacturing and plantation agriculture. Although the import-substitution 

strategy was initially seen as a corrective for their prevailing economic and unemployment 

situations, it was also seen to be necessary to generate new employment for their growing 

labour force and thus economic growth. However, because of the continued industrial success 

under export orientation growth, the influx of foreign workers continued, including illegals. 

Worried about the potential social costs that the presence of a large proportion of foreign 

workers might cause in the countries concerned, the labour-short NICs and ASEAN countries, 

particularly Singapore, decided to reduce dependence on foreign unskilled labour by adopting 

in the 1980s a new strategy which focused on labour-saving measures and technology-based 

industries. However, in the countries concerned, the eflfective implementation of education 

policies which increased educational attainments of the locals in general increasingly made them 

prefer white collar employment and shun menial jobs. Consequently, low level Jobs, such as in 

construction, manufacturing and service sector, now tend to be dominated by foreign workers 

from labour surplus countries like Indonesia and the Philippines.

Segmentation of employment structure in the countries examined is also caused by the labour 

supply where several factors and mechanisms can be identified and explained. The countries 

considered had an abundant supply of local labour in the initial stages of their economic 

restructuring, but population growth led to the implementation of family planning to reduce 

rapid growth rates. Urbanisation created gaps elsewhere in the rural economy, while higher 

standards of living changed the attitudes of the locals towards low level jobs.

The abundant supply of unskilled local workforce initially provided MNCs with a ready- 

manpower supply to employ for their production activities in manufacturing. Hence 

segmentation of the workforce was such that the upper level occupations were occupied by
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MNCs’ personnel while the low level occupations were filled by the locals. However, when the 

local labour became exhausted, the countries concerned resorted to foreign labour, both ifrom 

the region and more widely internationally to supplement the local manpower shortages. The 

segmentation of employment structure became robust when increasing number of foreign 

workers were employed to supplement the local labour shortages. This situation was partly 

attributable to efiective family planning implemented by countries such as Singapore, Malaysia 

and Thailand. Thus their workforce declined during the time of industrial expansion when 

labour demand surged up fi*om different sectors of the economy, and therefore, recruitment of 

foreign labour was a quick and cheap way of easing the manpower shortages. Simultaneously, 

urbanisation also emerged, which further required importation of foreign labour. This may be 

considered as an element leading to segmentation because it led foreign workers to fill low level 

jobs in certain traditional industrial sectors (such as plantation agriculture) which were vacated 

by local workers (such as Malaysians) going to work in either the modem sectors in the country 

or in a nearby one, such as Singapore. A further element of segmentation has been the 

emerging preference of locals, especially since the 1980s, for white collar occupations. Such an 

attitude is very much related to government’s roles in influencing the quality of local labour 

supply, through its education policies.

The governments of labour-short NICs and ASEAN, and Gulf countries under study, have also 

contributed to the segmented labour market and employment stmcture of their respective 

countries through implementation of labour policies, mles and regulations (for example, work 

permit and immigration laws), education provision and public sector employment. The 

implementation of these policies interacts with the processes involved with the other two major 

factors, labour demand and supply, ultimately resulting in segmentation of their labour markets 

and employment structure. The matrix is completed by the actions of non-govemment bodies, 

notably MNCs, whose industrial activities, recruitment and employment policies, and ILM 

operation, have reinforced further the segmentation of the employment structure, mainly 

between local and foreign workers.
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Overall, the above factors and mechanisms which form elements of segmentation processes 

come under the inter-related framework of the principal labour market actors, demand for 

workers (from employers), supply of workers (local and foreign) and government and non- 

govemment bodies. They have been found to contribute to segmentation processes in the 

labour-short NICs, ASEAN and Gulf countries examined. Brunei has also been trying to 

diversify its economy, using similar development strategies and industrialisation programmes 

(mainly promotion of manufacturing sector), which inevitably affect the nature of its labour 

demand and supply. The application of these findings for Brunei will now be explored in the 

form of a model linking the factors identified.
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CHAPTER THREE: A MODEL OF SEGMENTATION FOR BRUNEI 
DARUSSALAM

3.1 Introduction

In Chapter Two, the concept of segmentation was examined and a working definition adapted 

as a basis for analysing labour segmentation in Brunei. The chapter identified the relationship 

between labour migration, development and segmentation and found that labour migration is an 

inevitable consequence of development of labour short countries among NICs, ASEAN and the 

Gulf states. These countries were used as empirical evidence to demonstrate how the 

processes of development and labour migration led to segmentation of their labour market and 

employment structure. It was also shown that a two way relationship between development and 

labour migration is causal in producing a segmented labour market and employment structure in 

the countries examined. It was found that segmentation was brought about through the roles 

played by the principal labour market actors (employers, workers and institutional bodies 

(government and non-govemment)) through several factors and mechanisms. Examples of 

these were in their development strategies and industrial programmes, the abundant labour 

supply at the early stage of their development and later local manpower shortages, availability 

of foreign workers, population, education and employment policies of governments of receiving 

countries and MNCs’ employment policies.

Based on these factors and mechanisms, a model is developed to show the dynamics of 

segmentation in Brunei. This model has three main actors: employers, workers, and 

government. The rationale for using the model as a basis for analysing segmentation in 

Brunei’s employment structure is because it has also gone through the processes of 

development which depend heavily on labour migration. However, the model is fiirther 

developed to include more factors and mechanisms, which this study perceives to have 

contributed to creating and maintaining segmentation in Brunei’s employment structure.

The model is therefore a development jfrom that used for the analysis of segmentation in the 

labour-short NICs, ASEAN and Gulf states. It includes a more detailed inter-connectivity
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between those variables causing and maintaining the segmentation. This elaborated model is 

the analytical basis for examining segmentation processes in Brunei.

3.2 A Model of Segmentation of Employment in Brunei Darussalam

In Brunei’s labour market and employment structure, a situation exists in which different 

groups of workers are generally engaged in different types of occupation. Such segmentation 

is not only found in Brunei’s employment structure as a whole but is also reflected in other 

economic sectors, such as in the Brunei Shell Petroleum Companies, construction, and the 

wholesale and retail sectors. This study suggests that, first, the process of development 

(which include economic diversification) leads to increased labour migration, segmentation of 

Brunei’s employment structure between different groups of workers: local and foreign, among 

local ethnic groups and among foreign nationalities. Second, that such segmentation have been 

brought about through a set of segmentation processes that have become at least semi

permanent and have proved to be very robust. A segmentation model is therefore developed 

for this study (Figure 3 .1) in order to identify and explain how the mechanisms work.

The model is tripartite in nature, because it is based on the combination of different roles 

played by the three principal labour market actors: employers, workers and government. 

The chapter examines the interactions of the roles of these labour market actors through 

labour demand, supply and institutions (mainly government) and the mechanisms which 

linked them, which have not only created but also maintained the segmented labour market 

and employment structure in Brunei.

The following examines mechanisms that have brought about the segmented employment 

structure in Brunei and explains briefly how the processes of segmentation work. 

Examples of mechanisms and processes of segmentation for specific economic sectors will 

be examined in detail in respective chapters.



FIGURE 3.1: PROCESSES OF SEGMENTATION OF EMPLOYMENT STRUCTURE IN BRUNEI DARUSSALAM
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3.2.1 Labour demand and labour market segmentation

Segmentation in the Brunei labour market is principally demand-led by employers. They are 

responsible for recruiting suitable workers and their placement in relation to their skills (see 

Figure 3 .1). It is argued here that the nature of labour demand by these employers create 

and maintain segmentation of workers by types of occupation and economic sectors through 

several factors and mechanisms outlined below.

a) Polarised demand for skills

Employers demand for labour skills in order to maintain their operational activities. In Brunei, 

employers’ demands for workers are mainly to perform jobs for the government’s physical 

infrastructural projects (such as construction activities), social and community services and 

economic diversification programmes (such as promotion of the non-oil sector economy). 

Workers are also required by BSPC for its overall operational activities, and by other private 

sector companies, including those dealing with financial and commercial services. In 

implementing these activities, particularly the development and economic diversification 

programmes, employers need to recruit across the skill spectrum of workers, ranging from 

highly skilled to unskilled. However, the local labour market situation is such that it is diflBcult 

to find suflBcient and willing workers who are highly qualified and skilled, as well as unskilled, 

to work in the private sector. This is because the domestic labour is mainly of semi-skilled 

quality. The outcome is a situation in which the nature of demand for foreign skills is polarised 

at both ends of the skill spectrum, and hence a mismatch occurs between labour demands and 

local labour supply in the Brunei labour market. This situation has prevailed in the country, 

thereby exacerbating the structural (different types of occupation) and sectoral (different 

economic sectors) manpower shortages and undermining the progress of economic 

diversification for the last three decades.

The continued existence of polarised demand for skills and unpolarised supply of local skills is 

seen here as causing segmentation because it has led to a situation whereby local and foreign 

workers are generally engaged in different types of occupations. Generally, therefore, 

segmentation in Brunei employment structure is demand-led as employers select workers with 

specific qualifications and skills, many of whom are foreign. In the Brunei oil industiy, for
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example, many jobs demand highly technically qualified, skilled professional and experienced 

people, together with a relatively larger proportion of semi-skilled middle-level employees. 

While the highly skilled manpower demand is mainly met by recruiting foreign nationals, the 

semi-skilled workforce is obtained locally. In contrast, the non-oü sector, for example 

construction, requires a relatively small proportion of professional and experienced people and 

middle-level non-manual employees, and a larger proportion of skilled, semi-skilled and 

unskilled manual workers. The majority of these workers, including the latter, also come fi'om 

abroad.

b) Availability of international sources of manpower

Plagued by domestic labour shortage, both numerically and in terms of skills, Brunei has come 

to rely heavily on the different skill spectrum of foreign labour. This is a readily available 

manpower source fi'om which the government and other big as well as small private sector 

companies depend to enable them function continuously, in the maintenance of services and 

production. In fact, one of the main concerns of the early segmentation model was the 

differentiation of labour demand, imposed by institutional arrangements governing production. 

This concern emerged principally fi'om the requirements of production processes (Peck, 1989), 

the continuity of which depends on stability among the skilled workforce. In the case of 

Brunei, such stability is assured by foreign labour. The fact that there are manpower sources 

outside Brunei, particularly in the neighbouring countries, assured employers of the availability 

of workers to be recruited for the various types of jobs when the demand arose. Such reliable 

labour sources with different skills to supplement the limited local labour supply, therefore 

constitute one of the features that contribute, and maintain segmentation.

c) Abundant and cheap foreign labour keep wages down

The fact that foreign workers are abundantly available and relatively cheap such as in the 

Southeast Asian region has not only enabled employers in Brunei to meet their labour 

requirements in terms of numbers, qualifications, experience and types of skill, but also 

employing them means wages can be kept down. Thus the relatively cheap foreign workers are 

part of the segmentation process because they enable employers in Brunei to employ them for 

specific jobs (skilled and unskilled) at acceptable cost to both (employers and workers).
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d) Employers preference for foreign labour

Employers prefer to employ foreign workers, because their employment can lead to economies 

of scale, prevent wage inflation in industries experiencing labour shortages and facilitate 

investment by the assurance that the new capacity can be adequately staffed by foreign workers. 

Other advantages of employing foreign workers, were adequately emphasised by Stahl 

(1991:177):

"Many studies cite evidence that employers often prefer foreign to local because of 
the willingness of the former to work harder and longer at lower wages relative to 
locals. However, more often than not foreign workers are recruited for jobs which 
are eschewed by local workers because of their relatively low pay and arduous and 
dirty working conditions".

The availability of foreign workers therefore enables firms to reduce the pressure to introduce 

labour-saving technologies and to undertake restructuring (Stahl, 1991). As such the foreign 

labour sustains segmentation between local and foreign workers. In Brunei, in addition to the 

availability and willingness of foreign workers to be employed at a relatively low wage, foreign 

workers according to employers, are also more reliable in their readiness to work longer hours 

when required. This is particularly true in construction and to some extent, in the wholesale 

and retail sector (see Chapter Seven). Such reliability is very important to employers of these 

sectors in meeting the demand for their clients and customers. Overall, therefore, the action of 

such preference is a segmentation process in itself.

e) Easy procedures and recruitment of foreign workers

In order to bring in sufficient number of foreign workers to meet labour demand, employers in 

Brunei have to apply for quotas and work permits. Since the government also acknowledges 

the limited supply of local manpower quantitatively and qualitatively, it has to make the 

procedures and recruitment of foreign workers reasonably lenient in terms of provision of 

quotas and work permits, as long as the types of skills required cannot be obtained locally. This 

has led to continued inflows of foreign workers to take up either highly skilled jobs which locals 

are less qualified to perform or low level jobs which are shunned by them, particularly in the 

private sector. Overall, labour migration itself becomes a self-feeding segmentation processes 

resulting in segmentation in the country’s employment structure.
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f) Employment policies

Some companies in the private sector, especially bigger ones, such as BSPC, have adopted 

specific employment policies which have caused occupational segmentation among local and 

foreign workers and among different local groups. Segmentation between local and foreign 

workers stems from BSPC’s joint-ownership status (government of Brunei and Royal Dutch 

Shell Group companies). This ownership status means that employment policies must be 

developed which benefit both sides. For example, one of the company’s employment policies 

require foreign transients to be placed in higher level occupations for the purpose of training 

and wider international exposure. The government, as a partner of the company, requires only 

selected locals with the desired ethnic background to be eligible for promotion to senior and 

key positions. The implementation of these employment policies therefore constitutes a 

segmentation process which results in some key positions becoming non-competitive (see 

Chapter Six).

In smaller companies in Brunei, such as those in the construction, wholesale and retail sectors, 

important processes which create segmentation between different groups of workers within the 

workforce stem from the government’s labour laws with respect to recruitment and 

employment of foreign labour. For example, companies must adhere to a government policy 

which prevents employers recruiting foreigners for semi-skilled jobs like clerical and related, as 

it prefers these jobs to be filled by the locals.

g) MNCs’ investment policies

Segmentation may also be regarded as a feature of the strategic power and organisation of 

MNCs which are able to relocate production and manpower among their sites. Because of 

changes in production technology, some tasks require a highly skilled labour while others can 

be performed by unskilled workers. The former are usually the MNCs’ personnel, who are 

relocated overseas to fill high-level managerial and technical positions, where they perform 

highly specialist tasks. The rest of the workers are either the medium and/or low level workers, 

nationals of countries where the MNCs made the investments, or imported from overseas. 

Generally, the relocation of MNC personnel from parent to subsidiary company overseas is 

not only to fill key positions in the overseas firms, but also for further training and gaining
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experience internationally, in the case of Brunei, in different Shell Groups international 

locations. Therefore, the employment structure of MNCs in countries where they relocate their 

operations become, segmented by their international investment and employment policies, as 

well as their personnel relocation policies

In Brunei, segmentation resulting from MNCs investment and employment policies is 

exemplified by BSPC, whose employment structure is clearly segmented between local and 

foreign workers. The transient workers from the parent company working in BSPC generally 

occupy higher level managerial, administrative and technical-related positions, while the local 

and relatively lowly qualified foreign workers from the Southeast Asian region are mainly 

engaged in middle and lower level jobs (Chapter Six). Therefore, highly skilled transients get 

attractive remuneration packages, which include both pecuniary perquisites and non-pecuniary 

emoluments.

In summary, this subsection has explained the factors and mechanisms which stem from the 

demand side. The various roles of employers’ role described interact with one another and 

consequently contribute (partly) to create and maintain segmentation in the Brunei employment 

structure.

The segmentation created by employers principally stems from their powers in allocating 

workers (local and foreign) to jobs suitable to their qualifications and skills. Duality is based on 

the jobs allocated to workers by employers, who are responsible for their job placement in 

relation to skills of workers, not their races or residential status in Brunei. Thus, in contrast to 

early labour immigrants who came to seek work and usually managed to secure employment 

rejected by the indigenous population, many contemporary foreign workers in Brunei are 

contract workers. They are imported for specific jobs, according to their qualifications and 

skills, as agreed mutually between them and prospective employers before signing an 

employment contract. In other words, a foreign work system has been created and perpetuated 

by demand-led segmentation processes in the labour market. Bruneians’ preference for white 

collar occupations in the public sector because of better job security and rewards, has further 

served to substantiate these segmentation tendencies by creating a situation in which the foreign
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workers enter into mainly blue collar jobs rejected by the locals, thereby creating a dualistic 

segmentation of the workforce.

The factors and mechanisms that cause segmentation in the Brunei’s employment structure 

from the demand side are further reinforced by the ways in which institutions, in particular the 

government, play their role in the labour market; this is examined next.

3.2.2 Institutional factors and segmentation processes

As with those processes stemming from employers, several other institutions in Brunei also play 

an important role in creating and maintaining segmentation of employment. The main ones 

which play an active role in the sectors studied here are the government, labour agents, and 

gang leaders (see Figure 3.1). The role played by these institutions through some mechanisms 

which are explained below, mainly strengthen the segmentation of Brunei’s employment 

structure.

I) Government

As far as the government is concerned, several mechanisms, such as its development 

programmes and strategies, and labour rules and regulations in the employment of foreign 

workers, are all policy instruments which are segmentation processes themselves. These 

mechanisms are further reinforced by the government’s socio-economic policies and 

employment promotion opportunities provided for the different groups of its citizens, thereby 

also creating segmentation among the local ethnic groups.

a) Development programmes

The development programmes which include economic diversification generate jobs and hence 

require increasing number of workers with different skills to perform the various tasks and 

services. The need to satisfy private employers’ labour demand by recruitment of selective types 

of skills from abroad for Brunei’s economic diversification and development in general, is 

in itself a process which engenders the segmentation of the country’s labour market. This is
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because locals and foreign workers ultimately occupy non-competing types of job in the private 

sector; the locals are generally in middle level jobs while the foreign workers are in the highly

skilled and unskilled jobs. Indeed, this outcome is reinforced by the polarised demand for skills 

and the unpolarised supply of local skills, as well as the continued preference by employers for 

foreign workers.

b) Development strategies

In promoting the economic diversification programmes (promotion of non-industrial sector 

through manufacturing), the development strategy of Brunei emphasises import-substitution 

and export-orientated growth. In a country like Brunei, which continuously experiences 

manpower shortages quantitatively and qualitatively, such strategies necessitate increased 

importation of foreign labour. This is especially true in manufacturing (such as in garment 

factories) where the nature of jobs and the labour-intensive means of production require a 

particular form of division of labour. In addition, the products (such as garments) are aimed 

not only for the local market but also overseas ones. In order to meet the demand fi'om these 

markets, companies need to increase production for which they require foreign workers to 

supplement the limited local manpower supply. The import-substitution and export-oriented 

labour intensive strategies therefore create processes which encourage continued employment 

of foreign workers for manual jobs and some at higher skill levels.

c) Labour rules and regulations

In Brunei (as in other countries), labour laws, quotas and work permit exist to regulate the 

inflow and recruitment of foreign workers (see Appendix 23). The main rationale is that while 

the country’s economic diversification, development and maintenance of services in general 

require increasing number of foreign workers, the government tries to ensure that local workers 

do not become unnecessarily redundant. In addition, the government also wants to ascertain 

that its stated maximum proportional limit for foreign workers employment, which is one third 

of the country’s total workforce, is maintained (see Chapter Four). The enforcement of such 

regulatory measures thus forms a set of mechanisms which engender segmentation by ensuring
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that employers recruit only those foreign workers that are really required for jobs which the 

locals reject and/or are not qualified for in terms of experience and qualifications.

d) Education policy and system

Brunei’s education policy also constitute one of the fundamental mechanisms which produces 

and maintains a segmented employment structure between the locals and foreign workers. It 

was only recently (in the Fifth National Development Plan, 1986-1990) that science-based and 

technical education was emphasised; it takes a while before the country’s institutions can 

produce sufficient number of graduates who can be capitalised for highly skilled occupations. 

Indeed, until the last two decades, the country’s education system had been mainly geared to 

grooming the locals for white collar occupations in order to replace foreign workers in the 

government sector (see also Section 3.2.3). The inevitable outcome has been that Bruneians in 

general prefer white collar occupations, especially in the public sector (see Chapter Four). This 

is because white collar occupations in the government sector entail job security and better 

monetary and non-monetary benefits. Consequently the locals mainly occupy white collar 

employment in the government sector, leaving private sector jobs (both highly skilled and 

unskilled) filled mainly by foreign workers. Thus, Brunei’s early education policy created 

segmentation by ultimately producing a society which continuously inclines to prefer white 

collar occupations in the government sector and generally avoid the so-called 3D jobs (dirty, 

difficult and demeaning).

The country’s education policy also discriminates the provision of tertiary education between 

Malays and non-Malays, maintaining Malays in a dominant position in the government sector 

compared to non-Malays. In general, as far as primary and secondaiy, and to a limited extent, 

tertiary education is concerned, all the country’s citizens are given equal opportunities to 

acquire education in government-sponsored schools and higher educational institutions. It is 

mainly for specific types of education at tertiary level that government sponsorship becomes 

selective in terms of the ethnic background of the recipients. For example, government 

sponsored scholarships for courses like medicine, law, and courses which can eventually qualify 

the person concerned to secure administrative, managerial and other senior positions in the 

government sector will normally be more generously awarded to Malays (especially Malay
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Muslims) than to non-Malay locals. This discriminatory education policy, which is unwritten 

but well acknowledged by the locals, consequently makes Malays (particularly Malay Muslims) 

better qualified for higher occupational positions in the government sector than non-Malays. In

this respect, such an education policy Sanctions as a mechanism in creating and maintaining 

segmentation of the workforce among the locals. Thus, the varying educational opportunities, 

particularly in the pursuits of specific tertiary education hence educational attainments of the 

different local ethnic groups ultimately segment them out into different types of occupation 

when they enter the labour market.

e) Employment policy on recruitment and promotion

The Brunei government adopts recruitment and employment promotion policies which make 

certain types of occupation in the public sector and in important private sector companies such 

as the BSPC, non-competitive between the local Malays and non-Malays. Therefore, 

recruitment of local Malays with suitable qualifications for different types of occupation and 

promotion to senior positions in the government sector and BSPC have always been given 

priority over the non-Malays, though the latter may have suitable qualifications (Chapter Six). 

Although advertisements for most job vacancies in the government sector state that all Brunei 

citizens (that is irrespective of Malays or non-Malays) with suitable qualifications are eligible to 

apply, local Malays always have better chances of securing the job advertised than non-Malays. 

The inevitable effect is that the discriminatory policy forms a mechanism which creates a 

segmented employment structure, because some senior and key positions as well as important 

professions (such as medical doctor and lawyers) are made difficult for non-Malays to enter.

n) Labour agents and gang leaders

These are “institutional” bodies which also play a role engendering segmentation processes 

through their labour supply activities. Labour (or employment) agents operate on a formal 

basis as they are registered bodies, hence subject to government rules and regulations. In 

contrast, gang leaders are not registered agents and can only operate on an informal basis. Both 

labour agents and gang leaders contribute to creating segmentation in Brunei’s employment 

structure through their selective systems in recruiting foreign manpower.
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a) Labour agents

Local and overseas labour agents (the latter are either based overseas and/or have 

representative in Brunei) act as intermediary suppliers of mostly unskilled but some skilled

foreign workers, to some companies in Brunei, including BSPC, construction and retail 

companies. Labour agents generally specialise in recruiting only specific nationalities and skill 

qualities. For BSPC for example, local labour agents supply highly skilled workers, mainly 

fi-om the Asian region. Workers fi'om Europe, particularly fi-om the United Kingdom and the 

Netherlands (The Hague), are mainly sent to BSPC by the parent company, the Royal Dutch 

Shell Groups (see Chapter Six). For other private sector companies, such as those in 

construction, many of the local manpower agents recruit mainly Thais for skilled and unskilled 

manual workers for construction activities. There are also other labour agents mainly 

specialising in recruiting Bangladeshis and/or Indians for small retail trading companies and 

others in the service sector. Some labour agents recruit mainly Filipinos, mainly for relatively 

larger department stores. Labour agents contribute to the segmentation of employment, 

particularly in the construction sector, by the selective nature of their service in supplying a 

particular nationality of workers for specific occupations and industrial sectors.

b) Gang leaders

Gang leaders as agents of labour supply also create segmentation of employment through their 

informal gang system manpower supply. The system works in a selective manner, supplying 

only specific types of skill and nationalities. Thus, by communicating by word of mouth, gang 

leaders (usually foremen of different construction companies) pass information regarding the 

demand and supply of specific skills suitable for construction jobs. Through the networking 

processes of the gang system, the required skills are usually obtained either fi-om construction 

companies in Brunei, usually workers whose service are no longer required by their existing 

employers, and/or workers who simply want to work with new employers for one reason or 

another. The supply of workers through the gang system sometimes comes fi'om home towns, 

usually fiiends and/or relatives of gang leaders in Brunei. Thus segmentation of workers is 

brought about by the processes of labour recruitment under the gang system because the nature
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of recruitment is selective in terms of the types of skill and nationalities of workers supplied to 

construction companies in Brunei.

In summary of this section, it is clear that the government is an institution which substantially 

contributes to creating and maintaining segmentation in Brunei’s employment structure. This 

is so because its policies, such as labour rules and regulations, education policies and system, 

employment policies and promotion create and maintain segmentation among the local and 

foreign workers, and between the Malays and non-Malays.

The role of labour agents and gang leaders is relatively small compared to that of the 

government; nonetheless their selective ways of supplying labour (mainly by nationality and 

types of skill) cause segmentation in the Brunei labour market and employment structure. 

More important on the supply factor in causing segmentation is the nature of labour supply 

themselves, which are dealt with next.

3.2.3 Supply factor and segmentation processes.

The characteristics of labour supply, particular those of local workers, also contribute 

significantly to creating and maintaining segmentation in Brunei’s employment structure. The 

main ones are the education system, inadequate number of locals with tertiary education, 

unpolarised supply of skills, preference of locals for white collar employment, particularly in the 

public sector, absence of proper contracts of employment, lack of training among the locals and 

diflferential privileges given to different local ethnic groups (see Figure 3.1). All these features 

of labour supply interact with one another and consequently create and maintain segmentation 

of employment in Brunei. These features are explained below.

a) Education system

Until the 1970s, education policy emphasised formal rather than vocational education. Today, 

there are many vocational schools offering a range of courses to young Bruneians and training 

them in the skills required by private sectors employers. However, the increasing enrolment of
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young Bruneians in vocational and technical schools  ̂and the number that graduates from these 

institutions do not translate into an increased supply of vocational and technically-oriented 

locals for private sector companies. This is because, according to employers interviewed (field 

survey, 1992/93/94), most of the graduates from vocational schools still choose to work in the

government sector, doing jobs that are different from their training background, especially 

those whose training was related to construction activities.

Indeed, as Bruneians have become a society which strongly aspires to an affluent and 

comfortable lifestyle, they have also become selective in their choice of occupation, preferring 

white collar public sector employment and shunning blue collar jobs particularly in the private 

sector. Such an attitude has exacerbated the local manpower shortage, especially for private 

sector jobs which do not require high qualifications and skills, such as driving motor vehicles, 

fuelling motor vehicles at filling stations, grass cutting and general labouring. These jobs 

therefore have to filled mainly by foreign workers

The types of education provided in Brunei, which affect their labour skills, their preferences 

with respect to types of occupation and different employers (public and private sectors) 

therefore constitute one of the fundamental mechanisms which create a segmented employment 

structure between local and foreign workers, and between Malay and non-Malay.

b) Unpolarised supply of skills

The skill supply in Brunei is such that relatively more locals are available for semi-skilled middle 

level occupations, particularly clerical and related jobs, while highly skilled manpower, manually 

skilled and unskilled labour is lacking. Thus, there are continuous domestic labour supply gaps 

at the upper and lower ends of the skill spectrum which have led to the recruitment of foreign 

workers to fill them.

’increasing from 314 in 1975 to 1691 in 1996 (EPU., Brunei Darussalam Statistical Yearbook, 1975/76 
and I996/97-. 99 & 148).
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At the upper end of the skill spectrum, the persistent lack of education among the locals, 

particularly at tertiary levels, causes limited supply of locals for highly skilled and professional 

jobs, such as administrative, managerial and specialists, for example doctors, accountant, 

quantity surveyor and engineers. The majority of the locals with these specialist qualifications 

are absorbed into the government sector. The manpower supply for such occupations 

therefore, has to come fi'om foreign labour sources. Similarly, the supply of labour for the 

lower skilled and unskilled jobs also has to come fî om abroad. In this case, the problem of the 

locals is not they are lacking in education, but mainly due to their unwillingness to perform 

blue collar jobs, particularly in the private sector.

Thus, it is the continuous shortages of highly skilled locals for high level occupations and the 

negative attitudes of the locals towards low level jobs that have fundamentally caused shortages 

of domestic labour supply, and which constitute a segmentation process because foreign 

workers have to be employed specifically in these types of occupations. Indeed, for low level 

menial jobs in particular, the locals in general self-exclude themselves fi'om such types of 

occupation which have come to be reserved for foreign workers.

c) Preference of locals for government sector employment

The limited supply of local workers for both high and low skilled jobs in Brunei has been 

further exacerbated by their preference to work in the government sector. This preference is 

first due to the attractions of better job security and other monetary and non-monetary 

remuneration. Second, they have to work fewer days and shorter working hours which is also 

attractive to the locals. Third, generally, working in the public sector carries better prestige 

than in private sector companies. The inclination of the locals to work in the government itself 

constitutes a mechanism which keep the locals in general away fi'om private sector 

employment. This is strongly reinforced by the readily available overseas manpower supply of 

different skills to which private sector employers turn.

d) Absence of employer-local worker employment contract in the private sector

For the most part, local workers working in private sector companies do not have formal work 

contacts. Whenever local employees want to leave their jobs, they only need to give a one-
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month notice to their employers. This means that it is quite convenient for local workers to 

change jobs, either from one private sector company to another or from a private sector 

company to the government sector. It is also easy for employers to sack local workers 

whenever the service of the latter is no longer required hence job security is uncertain. 

Therefore, according to employers (interview survey, 1992/93), when there are better paid jobs 

and terms and conditions of work elsewhere, for instance in the government sector, locals can 

conveniently apply for the new jobs. When the application is successful, the worker concerned 

can easily leave his/her current job after the one-month’s leave notice expires. In order to have 

a more stable workforce, employers prefer to employ overseas manpower because foreign 

workers normally work for a minimum of two-year contract. On the part of employers 

therefore, absence of a longer-term work contract between local employees and employers is a 

negative mechanism which contributes to segmentation of the private sector workforce. On the 

part of local employees, the absence of a long-term contract is a positive mechanism, because 

they do not have to be tied-down to one particular job for long. The earlier work experience 

and skill they gather will enable them to move up the career ladder, either by securing 

occupations in the government sector or in other private sector companies.

e) Lack of training of locals in the private sector

As local employees tend to hop jobs, employers are quite reluctant to provide training for them, 

because of the risk that they will leave the company within a short period. As a result many 

locals lack the skills required by employers, putting them at a disadvantage position. This 

means that they are unable to improve their skills to qualify them for higher level jobs in the 

company. Such a situation discourages them from staying longer in the company. The upper 

level occupations in private sector companies therefore continue to be filled by foreign experts, 

whom employers can readily recruit without having to train them first. This makes such types 

of occupation non-competitive. Thus they way in which training opportunities are provided is 

another mechanism of segmentation because it continues to maintain the segmented 

employment structure between the local and foreign workers by types of occupation in private 

sector companies.
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f) Foreign workers

Foreign workers are available at different skill levels (from skilled to unskilled), they are 

relatively cheap and more reliable in terms of job tenure (as claimed by employers during 

interview, 1992/93). All of these combine to provide a reliable source of labour supply to 

employers to compensate for the local labour shortage. Generally therefore, private sector 

employers have developed a preference for their employment, a fundamental factor which 

creates and maintains segmentation between local and foreign workers in the Brunei 

employment structure. Hence foreign labour has become a significant and permanent 

component to the Brunei total workforce. However, segmentation also exists among the 

different nationalities of foreign labour as well as between skilled and unskilled. This will be 

examined in specific economic sectors later in the thesis.

Overall, this section has indicated the ways in which those factors which create the 

characteristics of labour supply (local and foreign) are themselves segmentation processes. 

The nature of labour supply (local and foreign) reinforced the ways in which other two actors, 

employers and institutional bodies play their roles in labour market. This is because all the 

features and mechanisms included in the model explained (above) interact together to form a 

set of processes, resulting in a segmented employment structure in Brunei.

3.3 Conclusions

In summary, the chapter has outlined a model for analysing the segmentation processes in the 

Brunei context. Segmentation has been found to strongly reflect the roles of labour market 

actors: employers, government and workers.

Generally, the volume, types and composition of foreign workers recruited into Brunei are 

basically consequent upon the changing structure of the local labour demand brought about by 

changes in the economic evolution of the country. This implies that the resultant contemporary 

labour migration is largely a demand-based approach, as suggested by Bohning (1984). The 

supply of labour from foreign sources that follows has prompted government actions to control 

and monitor their inflows in relation to the prevailing local labour market. It seems that
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segmentation exists as a result of a set of processes brought about first, by employers powers 

through demand for workers; second, through the role of institutional bodies including notably 

the government’s labour laws and regulations, as well as selective labour supply system of 

labour agents and gang leaders; and third, the nature of local labour supply. It is argued in the 

thesis that the persistence of the roles played by these labour market actors through the 

mechanisms identified in Figure 3.1 results in a permanent segmentation of labour markets and 

employment structure in Brunei.

This study thus sees that segmentation is a consequence of the nature of labour demand 

(polarised) and supply (unpolarised) which leads to increased labour migration in the 

development process, a shortage of local manpower supply numerically and in skill 

qualities, and a result preference by employers for foreign labour. Equally important are 

the roles of government and private sector employing companies such as MNC. Thus the 

model developed in the thesis uses labour market actors because it is argued in the study 

that they are responsible for the interplay of the factors and mechanisms (illustrated in this 

chapter) which consequently create and maintain segmentation of different groups of 

workers in the Brunei employment structure. How the labour market actors do these is 

now examined.
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CHAPTER FOUR: LABOUR MARKET DEVELOPMENTS AND EMPLOYMENT 
PATTERNS IN BRUNEI DARUSSALAM

4.1 Introduction

In pursuing its economic diversification policy, the principal underlying problem for Brunei is its 

small domestic labour force, exacerbated by the government’s policy of Bruneianisation which 

aims to limit the proportion of foreign labour to one-third of the total workforce. However, the 

local labour market is quantitatively and qualitatively inadequate to maintain the different types 

of economic activities and services, let alone promote the non-oil economic sector. If economic 

diversification is to be pursued effectively, it would appear that increasing reliance on foreign 

labour is inevitable, because of the incompatibility between skill requirements and skill structure 

of the domestic labour supply. Consequently, the different skill qualities of local and foreign 

labour are major contributors to labour market segmentation and employment structure. The 

segmentation exists among the different groups of workers, between local and foreign and 

within the local workforce. This study suggests that a number of factors and mechanisms 

related to the roles of the government, employers and local workers identified in the model in 

Chapter Three, interact with one another to produce a permanent segmentation of the labour 

market and employment structure in Brunei.

This chapter examines the roles of government, employers and the workforce as labour market 

actors in creating segmentation processes, which cause and maintain the segmented 

employment structure of the Brunei workforce as a whole. The objectives are first, to explain 

segmentation. Second, to identify and explain how segmentation between the different group 

of workers has come about. Third, to explain how the labour market maintains segmentation 

processes, resulting in the different forms of segmentation in Brunei’s employment structure. It 

is hypothesised here that, first, the limited local labour supply causes increasing reliance on 

foreign labour, leading to a segmented employment structure by types of occupation and 

economic sectors. Second, segmentation occurs between different groups of workers (local 

and foreign, males and females, skilled and unskilled, citizens Malays and non-Malays) because 

of the different skill qualities and attitudes to work among these workers. Third, the 

segmentation is maintained by labour market actors (government, employers and workforce)
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through a series of segmentation processes in Brunei’s employment structure in which certain 

sectors of the workforce perform certain roles. The overall result is the emergence of a 

seemingly permanent segmented employment structure in which different parts of the labour 

market have their own particular niches and roles.

The aforementioned hypotheses will be tested in this chapter using the 1971, 1981 and 1991 

censuses, to demonstrate Brunei’s segmented structural and sectoral employment 

characteristics as a whole. Specific points to be made in different sections of the chapter are, 

first, that a limited local labour market necessitates increasing reliance on foreign labour for the 

country’s development and consequently engenders segmentation. Second, the presence of 

different groups of workers leads to a segmented employment structure because of the different 

characteristics possessed by foreign and local labour, citizen Malays and non-Malays. Third, 

the interplay between several mechanisms (government’s employment and education policies, 

employers’ preference for foreign labour, and local workforce’s for white collar employment in 

the public sector) accounts for the emergence of segmentation processes which then maintain a 

permanent segmented employment structure in the Brunei labour market as a whole.

In order to examine in further detail the processes identified at national level, the study will test 

similar hypotheses in specific economic sectors, in successive chapters, using primary data fi'om 

selected industries in Brunei: Brunei Shell Petroleum Companies (BSPC) and construction 

sector and wholesale and retail sectors (see Chapter Six, Seven and Eight respectively). The 

sequence of tests of the hypotheses stated above, both using the censuses on Brunei 

employment characteristics as a whole and primary data for the selected industries mentioned, 

constitutes the heart of the thesis.

Following the introduction, the chapter first explains the local labour market development, 

focusing on the changes in natural increase and migration^ The objective is to show that 

changes have occurred in the human resource stock and growth trends of local and foreign 

labour in Brunei. This exercise explains the small size of the local human resource stock for the

'The data in this chapter are derived from the previous censuses: 1971, 1981 and 1991. Foreign workers 
cannot be analyzed by nationalities, because they are grouped together in all Brunei censuses.
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development of the country and hence the necessity to import foreign labour. The chapter then 

examines the employment characteristics for the 1971-91 period, with the objective of 

demonstrating the existence of different forms of segmentation in Brunei’s employment 

structure as a whole. This exercise reveals not only the types of segmentation between different 

groups of workers, but also the specific pairings (local and foreign, skilled and unskilled, as well 

as within the local workforce -  Malay and non-Malay citizens). Such a demonstration is 

necessary to the thesis because it sets the premise for further investigation of those factors and 

mechanisms which engender segmentation in the first place. Indeed revelation of the 

segmentation processes is one of the underlying aims of the thesis. The investigation into the 

segmentation processes use the govemment/employers/workforce fi*amework (introduced in 

Chapter Three) as the basic explanatory model.

4.2 Labour Market Developments, 1971-1991

The section examines labour market developments in Brunei between 1971 and 1991. The 

objective is first, to explain changes in the human resource stock and growth trends of 

local labour and foreign labour supply in Brunei. Second, to explain the importance of 

foreign labour to Brunei’s development. The significance of this exercise for the thesis is 

that it reveals the limited local human resource stock which helps necessitate the 

recruitment of foreign labour and fundamentally engenders segmentation between local 

and foreign labour. It is argued here that the limited local labour pool, in numbers and 

quality, has led to greater reliance on foreign labour that is likely to continue because of 

increasing demand both for servicing the current economic activities and for promoting 

development of non-oil economic sectors.

Labour market developments are affected by natural increase and migration. For Brunei, 

despite the rapid population growth (2.9 per cent per annum, 1998^), the increment to 

total population 260,482 is minimal because of the small base of the population (Table 

4.1). After World War Two, the population rose only marginally because of high birth 

and death rates, and negligible numbers of immigrants. But thereafter Brunei experienced

^EPU., (1999), iS 'o c /o - Æ 'c o w o m /c /wiZ/co/ori'(unpublished document).
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a turning point in its demographic history, annual growth rate peaking at 5.7 per cent in 

1960, and doubling the population between 1947 and 1960. Since then, declining rates of 

growth have occurred, though they are still high by regional or international standards.

Table 4.1: Trends of population growth of Brunei Darussalam, 1921-91

Census Years Total
Population

Average Annual 
Growth rate

Foreign Population*(out of total 
population)

1921 25451 1.6 -

1931 30135 1.7 3389 (12.7)

1947 40657 1.9 9496 (30.5)

01960 83877 5.7 24674 (41.8)

1971 136256 4.5 34745 (25.5)

1981 192832 3.5 53659 (27.8)

1991 260482 2.9 76094 (29.2)

Source: EPU., (1994), Brunei Darussalam Statistical Yearbook 1993\1\ Jones, L.W. (1966), The 
Population o f Borneo: 33 and 63. * Figures for 1931-1960, are derived from total population minus non- 
indigenous population; for 1971, 1981 and 1991: total population minus Brunei citizens.

The low labour supply of Brunei is further exacerbated by the age structure of the local 

population in which the proportion of young population, aged under fifteen years, has always 

been big, though it is declining (43.4 per cent in 1971 ,̂ 38.6 in 1981 and 34.5 in 1991"̂ ). In 

addition, the small labour force participation of local females aged 15 years and above (20.0 

per cent in 1971 ,̂ 31.3 in 1981 and 46.4 in 1991 )̂, though increasing, means that a potential 

supply of labour is not available domestically. The main reason for the relatively inactive large 

proportion of local females (33,264 - 57.7 per cent out of 57,615 in 1991)  ̂ is that many of 

them (2,010 in 1991)*, especially below the age of 29, have remained unemployed because of 

their reluctance to take up employment not consistent with their aspirations .̂ This means a 

further slicing out of the already small domestic labour pool. The limited workforce

^Maricar, H.M.A. (1986), Population Changes in Brunei Darussalam, MA thesis. University of Durham, 
(unpublished): 160.
^EPU., (1993), Brunei: Report on the 1991 Population Census: 17.
^Maricar, H.M.A. (1986), ibid: 252.
^ P U , (1993), Brunei: Report on the 1991 Population Census: 66.
EPU, Summary Tables o f Population Census 1991, Brunei Darussalam: 239 and 140.

"EPU, (1991;, ibid. : 239.
^PU., (1993), Brunei: Report on the 1991 Population Census: 69.
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necessitates continued utilisation of labour migrants to maintain current social and economic 

activities, let alone to allow Brunei to proceed in its diversification programmes. Indeed, 

Brunei is an under populated country, therefore increasing participation of foreign workers in 

its economy is necessary (Morshidi and Siddqui, 1999). As will be made clearer later, the 

overall consequence of increased dependence on foreign labour is the emergence of a 

segmented employment structure.

The reliance on foreign labour is not a new phenomenon in Brunei. Foreign workers have long 

been part of the country's development process, though numbers were believed to be small 

before the present century. Foreign labour recruited during the 1920s-1940s to work in the oil 

fields included Indonesians, Ceylonese, Indian and Pakistanis, but the majority were Chinese 

(Jones, 1966). Many of them acquired Brunei citizenship, particularly those who came before 

the Second World War; those who came later have fi*equently become Permanent Residents 

(PR), either after a very long stay in the country or, for female immigrants, through marriages 

with the locals. The different races that have migrated to and settled in Brunei have created a 

multi-ethnic society. This has become an important factor in creating labour segmentation, as 

the government gives the Brunei native citizens (Malays) a priority in employment and 

promotion against non-native citizens (non-Malays) (see Section 4.3.3 and Chapter Six).

The demand for foreign labour from the different economic sectors has been a continuous 

feature of the Brunei labour market. The country continues to import general and specialist 

foreign labour to meet the manpower needs of its growing economy. Many of these foreign 

workers have been recruited to fill Jobs which Bruneians are not interested and/or are not 

qualified (Teo and Tan, 1999). Foreign workers entered Brunei after 1960 in three phases: in 

the 1960s, to work in the petroleum industry; in the 1970s, to work in government 

infrastructure development programs, mainly in construction; since the 1980s, to work in the 

wholesale and retail sectorŝ ®. These workers have mainly been employed as contract labour 

migrants (guest workers) who came for a limited period, of normally two to three years. Some 

have been able to renew their contracts, depending on the demand for their services by their

'‘̂ PU., (1993), Brunei: Report on the 1991 Population Census: 48.
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employers. Given the difBculties employers have in recruiting locals, especially for highly 

qualified professional, skilled and unskilled manual tasks, it is common for employers to offer a 

succession of contracts to their foreign employees in order to ensure continuous service fi'om 

them. Such practices are themselves segmentation processes which have helped to establish 

and maintain the segmented character of the Brunei labour market and employment structure 

(see Section 4.4).

Labour migrants now form a significant component of the Brunei workforce, though the 

government has always been cautious about their numbers as evidenced in the high degree of 

regulation with respect to the numbers of work permits and size of the foreign labour quota 

approved (see Appendix 23). However, the government does not forbid employers to recruit 

foreign workers if the expertise required is not available adequately in Brunei. Nonetheless, 

there are certain preference as to the nationalities of foreign labour preferred by government 

(and employers) for employment in Brunei. Thus far, foreign labour in Brunei is mainly fi'om 

other ASEAN countries, particularly Malaysia and Thailand (Table 4.2; see also Chapter 

Seven). The large number of workers from these countries reflects their close proximity, and 

hence low recruitment expenses. A further reason, is that by employing workers fi'om ASEAN 

countries, especially Malaysia, cultural, linguistic and to some extent religious differences can 

be minimised.

Table 4.2: Total population by countries of origin, 1981-91

Years Brunei Other
ASEAN

Rest of 
Asia

Australia
N.Zealand

Europe
&USA

Rest of 
World

Unstated Total

1981 139167 41147 8559 0 2807 1078 74 192832
72.2 21.3 4.4 0.6 0.0 100

1991 184388 61933 10484 396 2449 819 13 260482
70.8 23.8 4.0 0.2 1.0 0.0 0.0 100

Source: EPU., (1993), Summary Tables o f  the Population Census 1981 &1991, Brunei Darussalam: 50 
and 81.

The preference for a particular nationality (ASEAN) over others is a factor which contributes 

to segmentation among foreign labour in Brunei. For Brunei, Asemization of its labour market 

is perceived as beneficial to employers in terms of a relatively cheap supply of manpower.
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compared to other Asian nationalities. The presence of foreign workers from ASEAN is also 

seen by the government as preferable in the national interest because so far they have not 

caused disruption to the local cultural and religious atmosphere. The number of non-ASEAN 

workers is much smaller (see Table 4.2), most of them being skilled and professional workers 

who are not required in large numbers. In recent years, however, the number of Bangladeshis 

recruited for semi-skilled and unskilled jobs has increased. This trend, according to employers 

(Interview Survey, 1992/93/94) is mainly because they are cheap.

Both the local and foreign populations have increased steadily between 1971 and 1991, though 

proportionately the former declined while the latter increased (see Table 4.3). Foreign nationals 

are predominantly migrant labour (78 per cent, aged between 15-44)̂ % and their proportions 

and annual growth rates have been more rapid than those of the locals, indicating an increasing 

demand for their manpower.

In 1991 out of a total labour force of 110,583, 40.9 per cent (45,175) were foreign, an increase 

from 35.6 per cent (24491) out of a total workforce of68871 in 1981, or an increment by 84.5 

per cent (20684) from the total number of foreign workers (24491) in the same year̂ .̂ Indeed, 

during the last three decades and, prospectively for several decades to come, labour migration 

will continue to be significant in the Brunei labour market as an incremental source of foreign 

labour supply (see Table 4.4).

Such an increasing dependence is expected by the Economic Planning Unit (EPU) to continue. 

The growth rate targets for non-oil related activities of around 6 per cent during the first half of 

the 1990s would imply labour demand growing by 4 per cent annually. During the 1991-2011 

period, a lower projected growth rate ranges from 4.0 per cent between 1991 and 1996, to 3.0 

per cent between 2006 and 2011. Such growth will inflate foreign labour requirements which.

''Calculated from EPU., Summary Tables o f  Population Census 1991, Brunei Darussalam: 98. 
^^Calculated from EPU., (1993), Brunei: Report on the 1991 Population Census: 65.
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if satisfied, will increase their proportion to total workforce to 44.6 per cent by the year 2011 

(Table 4.4)".

Table 4.3 : Total population by residential status, 1971-91 *

Year Brunei citizens Permanent
residents

Temporary 
residents 

& others**

Total

1971
Numbers

91352 21241 23663 136256
1981 127676 20185 44971 192832
1991 171099 18857 70526 260482

1971
Distribution (%)

67.0 15.6 17.4 100
1981 66.2 10.5 23.3 100
1991 65.7 7.2 27.1 100

1971-81
Annual growth (%)

3.35 -0.51 6.43 3.47
1981-91 2.93 -0.68 4.50 3.01

Source: EPU., (1993), Demographic Situations and Population Projections, 1991-2011: 4. * In Brunei, 
local and foreign nationals are classified by residential status, according to the country’s immigration laws’ 
non-citizen residents are categorised as PR, temporary residents and others' ;̂ the last two are the foreign 
workers. Both Brunei citizens and PR are addressed as locals throughout this thesis. ** Foreign nationals.

Table 4.4: The profile of labour demand and supply (official projection), 1996-2011

Years Demand Supply

Locals Foreign Locals (%) Foreign (%)

1996 135,000 78,000 57,000 57.8 42.2

2006 191,000 107,000 84,000 56.0 44.0

2011 222,000 123,000 99,000 55.4 44.6

Source: EPU., (1993), Demographic Situations and Population projections 1991-2011, 
Brunei Darussalam: 39-41,

’^Derived from EPU., (1993), Demographic Situations and Population projections, 1991-2011, Brunei 
Darussalam: 39-41.

'"'Different residential status are denoted by different colour codes identity cards (1C), issued by the 
National Registration Office. Brunei citizens have yellow IC; permanent residents, purple; and temporary 
residents green. With the exception of Others everyone above twelve years of age should possess an IC.

'^Those with unstated or undetermined residential status and also transient visitors. Both temporary 
residents and Others comprised the foreign labour in Brunei.
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These projections indicate that by 2011, nearly half of the Brunei labour force will be 

foreign. This has three implications. First, the government's maximum limit for foreign 

labour (one-third of the total workforce in the country) will be exceeded. Second, there 

will be important economic consequences, as far as economic diversification is concerned. 

Third, the progress of Bruneianisation will be hindered as the intake of foreign labour 

increase. These implications denote some significance in the characteristics of Brunei’s 

workforce and development in the near future. One is the indispensable role of foreign 

labour in Brunei’s pursuit of economic development, as well as increasing numerical 

dependence on them, particularly if economic diversification takes off. Second, the 

availability of adequate foreign labour in numbers and quality, to supplement the local 

labour shortage, is important for economic development in that foreign labour would 

reduce the local manpower constraints and therefore should enable the government to 

pursue its economic diversification more successfully. Third, increased employment of 

foreign labour means less use of locals in the private sector, leading to a slowing down of 

Bruneianisation in that sector. Continued utilisation of foreign labour in the private sector 

will mean that segmentation between the locals and foreign labour will continue and be 

reinforced, especially between the public and private sectors because of the different types 

of occupation in them.

How segmentation is reinforced will be discussed later in the chapter (Section 4.4). The 

following section will first examine the trends in the pattern of employment between local 

and foreign workers, thus demonstrating the existence of such segmented patterns of 

employment in Brunei as a whole.

4.3 Patterns of Employment, 1971-1991

This section examines the employment characteristics in Brunei, using the 1971, 1981 and 1991 

censuses, illustrating the distribution of different groups of workers by occupations and 

economic sectors. The objective is to provide statistical evidence of the existence of 

segmentation in the Brunei’s employment structure as a whole. Such an exercise enables 

identification of the different forms of segmentation between different groups of workers and
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also provides the necessary premise for examining, in successive sections in the chapter, the 

segmentation processes which operate in the employment structure as a whole. In this section, 

it is argued that dual and multiple segmentations exist in the Brunei employment structure 

between different groups of workers: by residential status, sex and by ethnic groups.

Indeed, dualistic and multiple segmentations can be identified in Brunei’s employment 

structure. Dualistic segmentation exists in the form of locals versus foreign labour, citizen 

Malays versus non-Malays. Multiple segmentation occurs between local and foreign males and 

females, as well as between skilled and unskilled. As will be shown later in the section, the local 

and foreign workers are segmented in their employment structure by occupations and economic 

sectors, as well as by skills. The locals generally occupy middle and higher levels in the 

occupational hierarchy, while foreign labour is mainly at either upper (professional) or lower 

levels. Segmentation also occurs between the sexes. Males have high participation in 

traditionally male dominated jobs, such as managerial, production and related, and most manual 

jobs have been largely occupied by male workers, while female participation is mainly in clerical 

and related jobs, as well as in community and personal services. Among the locals, the Malays 

are especially found in public sector white collar occupations in the government sector, and 

non-Malays in blue collar jobs in the private sector. What the thesis seeks to identify is the 

degree to which the processes producing this segmentation have become so ingrained as to be 

permanent features of the labour market.

4.3.1 Local and foreign workers

This sub-section examines the distribution of local and foreign workers, males and females in 

the Brunei employment structure as a whole and in constituent sectors. It is argued that each 

of these groups generally performs different types of occupation. First, the locals generally 

occupy high level occupations and foreign labour lower level. Second, local males generally 

occupy high and middle level occupations, while local females are found in middle and lower 

levels. Third, more foreign males occupy higher level occupations, while more foreign females 

concentrate in lower level occupations. By economic sectors, it is suggested that the locals 

generally occupy white collar employment in the service sector, while foreign workers mainly
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do blue collar jobs in manufacturing. Further, local and foreign males are mainly employed in 

traditionally male-dominated sectors (such as mining), while local and foreign females are in 

traditionally female sectors (such as services). This exercise is designed to identify the different 

roles played by the local and foreign workers, hence demonstrating the existence of 

segmentation between them. How the segmentation comes about will be examined and 

explained in Section 4.4.

a) Local and foreign workers by types of occupation

Dualistic forms of segmentation, such as between Brunei citizens and permanent residents (BC 

& PR - both addressed as locals) and temporary residents and others (TR & O - both are 

foreign workers), are clearly discernible in the different hierarchies of occupations (Table 4.5). 

In 1971, for example, the locals (especially males) were largely engaged in white collar 

occupations, especially in the top six occupations shown in the table, while foreign labour was 

predominantly in the lowest of occupational hierarchies, mainly in blue collar jobs. Thus, the 

locals were generally well represented in professional, technical and related jobs as well as in 

middle-level occupations such as clerical, sales and service workers, but they were generally 

under-represented in unskilled occupations, such as production workers, transport operators 

and labourers. A similar pattern was visible generally for the locals in 1981, except for 

administrative and managerial occupations in which the local participation improved from a 

ratio of 82 per hundred locals in 1971 to 111 in 1981.

In comparison between local and foreign males, there was significant difference in their patterns 

of employment. The local males in 1971 were generally over-represented in white collar 

occupations (i.e. as reflected in the overall employment patterns of the locals), while foreign 

males were generally under-represented in all types of occupation, except in administrative and 

managerial. An almost similar pattern can be seen in 1981 between the two groups of workers. 

The only notable change was an increase in the representation of foreign males in production 

and related workers, transport, operators and labourers, up from 109 in 1971 to 113 in 1981 .

With respect to local and foreign females, there was a remarkable contrast in their patterns of 

employment. In 1971 for example, local females were significantly under-represented in almost
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all occupations compared to foreign females, while foreign females were over-represented in 

almost all occupations. The low participation of local females was mainly related to the 

generally lower educational levels of local females in the early 1970s and also fewer of them 

were engaged in paid employment during that period^  ̂(see Section 4.4).

Table 4.5; Working population by occupations and residential status, 1971-81

Occupational group
BC&P R  
T M F

1971 (ratios) 
T R &O  

I M F I
BC&P 
M F

1981 (ratios) 
TR&O 

T M F

Professional, technical & 
related workers

103 121 75 94 91 180 108 85 139 86 91 153

Administrative & 
managerial workers

82 176 8 138 109 15 111 128 26 81 112 28

Clerical & related workers 117 143 48 65 83 256 135 65 193 38 64 320

Sales workers 107 140 52 86 102 834 108 87 136 86 91 155

Service workers 107 148 42 86 82 258 106 95 113 89 79 230

Agricultural & Animal 
husbandry, forestry and 
fishery workers

134 122 73 29 98 122 127 108 78 52 107 56

Production & related 
workers, transport operators 
& labourers

80 176 9 141 109 17 73 130 194 148 113 20

Unclassified 88 119 77 125 94 770 76 103 91 144 85 192

Total (per cent) 100 100 100 100 100 100 100 100 100 100 100 100
(numbers) 27050 21886 5164 12962 11676 1286 43695 3176 11931 24433 20973 3460

Source: Calculated from EPU., (1993), Summary Tables of the Population Census 1991, Brunei 
Darussalam: 209, 194 and 279.

By 1991, the pattern of occupations between locals and foreign workers, and between local 

males and females had not changed very much (Table 4.6). The overall distribution still shows 

that the locals were mainly in high and middle level occupations while foreign labour remained 

under-represented at such levels but was well represented at lower levels especially in 

production and related, and cleaning and related occupations. Between local and foreign males, 

there were some significant similarities as well as differences in their distribution by 

occupations. For example, both were over-represented in administrative and managerial.

’^ h e  participation rate for local females (citizen and permanent residents) was not available in the 1971 
Census report. However, the overall participation rate of females (i.e. including foreigners) was only 20 
per cent. (EPU., State o f Brunei, Report on Brunei Population Census, 197 T. 198).
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agriculture, production and related jobs, plant and machine operating and assembling 

occupations. On the other hand, while local males were under-represented in cleaning and 

related occupations, foreign males were over-represented.

Table 4.6: Working population by occupations, residential status and sex, 1991

Occupational group Locals (%) Foreign (%) Local (ratios) Foreign (ratios)
T M F  T M F  T M F  T M F

Legislators, administrators & 
managers

77.5 80.8 19.2 22.5 90.3 9.7 134 126 54 54 124 35

Professionals 61.8 60.2 39.8 38.2 76.3 23.7 107 94 112 91 105 87

Technicians & associate 
professionals

81.8 61.0 39.0 18.2 70.1 29.9 141 95 109 43 97 109

Clerical workers 89.2 36.1 63.9 10.8 36.8 63.2 154 56 179 26 51 231

Service workers, shop, market & 
related workers

65.2 64.1 35.9 34.8 59.9 40.1 112 100 101 83 83 146

Agricultural & fishery workers 70.8 85.5 14.5 29.2 94.2 5.8 122 133 41 70 130 21

Production craftsmen & related 
workers

33.5 92.0 8.0 66.5 91.8 8.2 58 143 22 158 126 30

Plant & machine operators & 
assemblers

54.1 92.5 7.5 45.9 98.8 1.2 93 144 21 109 126 4

Cleaners, labourers & related 
workers

35.1 51.6 48.4 64.9 53.1 46.9 61 80 136 155 136 171

Not classified 60.6 94.3 5.7 39.4 98.9 1.1 105 147 16 94 73 4

Total 58.0 64.3 
39805

35.7
22134

42.0 72.6
32533

27.4
12274

100 100 100 100 100 100

Source: Calculated from EPU., Summary Tables of the Population Censuses 1991, Brunei Darussalam: 
255.

b) Local males and females by types of occupation

Local males were over-represented, compared with females, in all occupations, including blue 

collar manual occupations (see Table 4.5). This pattern was mainly due to the increased 

number of local male employees as a result of the shifting of large numbers of own-account 

workers and family helpers from agriculture to construction and other paid employment (EPU, 

Brunei Population Census 1971). No literature is available to substantiate reasons for the shift 

in occupations, though it might well be due more to the attraction of wages than other causes 

such as property or land rights because the last have not changed at all. In the early 1970s, 

wages for labourers either in government or construction were relatively attractive compared to 

what they earned in the agriculture sector, hence many full-time farmers switched from being
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self-employed in fanning activities to wage earning in the government and private sectors^ .̂ By 

1981, however, local males were generally under-represented in middle-level occupations, but 

were well represented in low level jobs such as production, transport operators and labourers 

because there were some sections of the population with low level education.

Local females were under-represented in all occupations in 1971, but had increased their 

participation in professional and related works, clerical, sales service and production works by 

1981 (see Table 4.5). By 1991, the ratios signify that the locals were generally well 

represented in white collar occupations (Table 4.6). In terms of percentages, their share of 

employment was more than 50 per cent in almost all occupations except in the lowest level jobs 

where foreign workers contributed 64.9 per cent of the workforce. There were, however, 

differences in employment patterns between local males and females. Local males were over

represented in the top level occupations, as well as in "non-oflSce" middle-level jobs, such as 

agriculture, production and related and plant and machine operators, while females were 

especially in professional, clerical, cleaners and related. The distribution of different groups of 

workers in different types of occupation signifies the existence of structural segmentation of 

workers, as a consequence of the interplay of the roles of the government, employers and local 

workers (see Section 4.4). And since in general, the patterns of employment between the local 

males and females do not change drastically, during the decades studied, it would appear that 

segmentation had become ingrained in the Brunei’s employment structure.

c) Foreign males and females by types of occupation

Foreign males were under-represented in almost all occupations in 1971 and 1981 except for 

administrative and managerial occupations, and production and related works (1971 only) and 

production and related workers (Table 4.5). Foreign females on the other hand, were over

represented in almost all occupation except administrative and managerial with ratios of 15 and 

28, and production and related occupations, 17 and 20, in both census years respectively.

’’EPU., (1971), ibid.: 63.



1 2 1

Similarly, in 1991, there were significant differences in the patterns of employment between 

foreign males and females (Table 4.6). For example, the former were over-represented in 

administrative and managerial occupations, agriculture and fishery, production and related, 

plant and machine assembling and operating occupations, as well as cleaning and related 

occupations. Conversely, the latter were under-represented in these occupations, except for 

cleaning and related occupations. For clerical and service occupations, however, foreign males 

were under-represented, while foreign females were over-represented.

The contrasting patterns of employment between foreign males and females, such as in 

administrative and managerial occupations, suggest that employers prefer to engage foreign 

males for such occupations rather than foreign females. Such a preference can be considered as 

an element in the segmentation process, as it renders such occupations non-competitive.

d) Local and foreign workers by economic sectors

In terms of economic sectors, there were significant differences in the distribution of the local 

and foreign workers in 1971, 1981 and 1991. In the primary sector in these years, for example, 

the locals were highly concentrated in agriculture (with the ratios of 135, 127 and 121 

respectively), while foreign workers were mainly in mining, except in 1991 (Table 4.7). In the 

secondary and tertiary sectors, the locals were also under-represented in manufacturing (ratios; 

72, 63 and 48 in 1971, 1981 and 1991 respectively) and wholesale and retail (ratios: 98, 87 and 

79 for the same census years), but especially heavily represented in government services, such 

as electricity, gas and water, community and social and personal services, and others. Foreign 

labour was under-represented in these sectors. These distribution patterns indicate the high 

preference of the locals for public sector employment, and/or the preference of the government 

to recruit Bruneians only, leaving jobs in the non-government sectors, such as wholesale and 

retail, to be filled mainly by foreign labour. Thus, the latter are over-represented in these 

sectors. The most significant difference, however, are in manufacturing and construction where 

foreign workers in the latter sector were heavily represented (ratios: 201, 182 and 138 in 1971, 

1981 and 1991 respectively), while the locals were almost absent. The high preference of locals 

for white collar public sector employment is further reinforced by the preference of employers 

for both skilled and unskilled foreign workers who are readily available. Therefore, the
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segmentation processes at work here are the continued preference on the part of the locals with 

respect to public sector employment, and employers’ preference for foreign workers (detailed 

in Section 4.4), both of which combine to produce a segmented employment structure in the 

Brunei labour market as a whole and in the construction, and wholesale and retail sectors in 

particular.

Table 4.7: Sectoral distribution of working population by residential status and sex, 1971-91

Industrial group 1971 (ratios)
Local Foreign 
T M F  T M F

1981 (ratios)
Local Foreign 
T M F  T M F

1991 (ratios)
Local Foreign 

T M F  T M F

Agriculture, 
hunting, forestry 
and fishing

135 83 171 27 96 137 127 93 119 52 108 54 121 103 94 71 126 31

Mining & 96 118 22 108 105 55 89 117 56 120 113 21 107129 49 91 131 18

quarrying

Manufacturing 72 92 134 157 103 75 63 93 119 166 103 82 48 77 142 172 96 110

Electricity, gas 
& water

118 121 11 63 108 30 148 113 65 14 115 7 158 133 42 19 133 12

Construction 53 120 15 201 109 15 55 129 24 182 113 23 35 136 35 138 135 8

Wholesale and 
retail trade, hotels 
& restaurants

98 94 126 113 93 163 87 84 144 123 89 169 79 96 108 129 9* 105

Transport, 
storage & 
communication

118 118 24 63 107 35 112 112 70 79 111 33 117 111 80 76 126 30

Financing, 
insurance, real 
estate & business 
service

89 73 171 119 104 78 115 74 148 79 119 51

Community, 
social & personal 
services

117 97 114 65 84 247 120 73 114 63 83 203 122 94 110 69 64195

Activities
inadequately
defined

89 85 158 124 87 214 73 95 112 148 88 175 121 128 50 71 113 65

Total : Males 
Females 
All

21880
5162

27042

11682
1288

12970

31764
11931
43695

20973
3460

24433

39805
22134
61939

32533
12274
44807

Source: Calculated from EPU., Summary Tables o f  the Population Census 1971, 1981 andl991, Brunei 
Darussalam'. 234-238, 210 and 310-314.
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e) Local and foreign maies and females by economic sectors

With respect to total (local and foreign) males and females, their patterns of employment 

conform to the traditional pattern in the distribution of male and female workers by economic 

sectors, as shown by the over-representation of total males in mining, construction, transport 

and related sectors between 1971 and 1991. In contrast to the distribution of male workers by 

sectors, the local and foreign females were generally concentrated in the community, social and 

personal services, and in wholesale and retailing. The concentration of females in these services 

is typical of many societies and in Brunei such patterns of employment of females remain so 

throughout the period investigated, implying a robust segmentation of workers between males 

and females by economic sectors.

Generally, it has been demonstrated here that a clear segmentation of local and foreign workers 

exist in the Brunei’s employment structure in terms of occupational hierarchies and types and 

economic sectors. Such a segmentation is also discernible in terms of skills, which is examined 

next.

4.3.2 Skilled and unskilled local and foreign workers

It is suggested here that locals are mainly semi-skilled and unskilled workers, mainly distributed 

in the service sectors, while foreigners are skilled as well as unskilled, and therefore mainly 

found in the productive and service sectors. This sub-section is significant to the thesis because 

it reveals more evidence of segmentation in Brunei’s employment structure, principally between 

the local and foreign labour.

Similar to the segmented employment structure between the two groups of workers (locals and 

foreign) by occupational hierarchies and types examined in the previous sub-section, 

segmentation is also visible in terms of skill spectrum between the two groups of workers. The 

proportion of foreign workers in the skilled category in Brunei is relatively large (43.7 per cent) 

compared to the locals (38.6 per cent), but relatively small in the unskilled category (Table 4.8). 

This indicates the presence of an underlying manpower problem of limited local labour in terms 

of numbers and quality, hence the continued recruitment of foreign workers, particularly skilled
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which totalled 19,574 (45 per cent of the total skilled workers) and unskilled 22, 514 (39 per 

cent of the total unskilled workers) in 1991. These situations also imply segmentation of 

workers because of the twin dependence of Brunei on foreign workers, who are needed at both 

ends of the skill spectrum.

Table 4.8: Skilled and Unskilled Local and Foreign Workforce, 1991 18

Types of workers Total Local Foreign
Skilled 43451 (40.7) 23877 (38.6) 19574 (43.7)
Semi-Skilled 5550 (5.2) 2827 (4.6) 2723 (6.1)
Unskilled 57735 (54.1) 35221 (56.8) 22514 (50.2)
Total 106736 (100.0) 61935 (100.0) 44811 (100.0)

Source: Computed from Duraman, I. (1997), “An Estimation of Annual Average Earnings of Skilled, Semi - 
skilled and Unskilled Labour Force in Brunei Darussalam”, Working Paper, Department of Economics, 
Universiti Brunei Darussalam, (Unpublished): 10.

The distribution of workers by levels of skill, occupations and economic sectors in addition to 

sex and nationality, is further evidence of multiple segmentation between the local and foreign 

of workers (Table 4.9). The significant difference between these two groups of workers is their 

degree of concentration in different economic sectors and skiU levels. For example, there were 

larger proportions of skilled foreign workers in the construction (31.5 per cent) and in 

manufacturing, quarrying and mining (10.8 per cent) as compared to the locals (6.5 per cent 

and 3.1 per cent, respectively). The skilled locals are mainly engaged in “a more comfortable 

working condition” such as the community, social and personal service (10.7 per cent), public 

utility service sectors, as well as in other activities (not adequately defined) in the government 

sector (40.8 per cent). Semi-skilled foreign workers were also mainly engaged in the 

construction sector (33 per cent), the locals in the government sector (22.7 per cent). Unskilled 

foreign workers were concentrated in the government sector (34.5 per cent) as well as in 

construction (18.9 per cent), while the locals in various activities in the government sector 

(53.8 per cent).

'^Similar computation of data from the 1971 and 1981 censuses is not possible because of absence of 
figures on types of jobs by residential status (local and foreign).
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The differences in the degree of concentration are the outcome of the preferences of locals to 

occupations in the government sector, and other factors such as a mismatch between the 

demand for skills and local skills supplied, and availability of foreign workers of different skills. 

These are elements of processes of segmentation which work to produce and maintain the 

resultant segmented employment patterns between the two groups of workers specified above. 

The segmentation processes are engendered by the ways in which labour market actors: the 

government, employers and workers act through several mechanisms which are discussed later 

in the chapter (see Section 4.4).

Table 4.9: Skilled and Unskilled Local and Foreign Workforce, by Occupations 1991̂  ̂

Economic Skilled Semi-skilled Unskilled

Oü&Gas 9.4 5.8 10.4 5.3 2.0 1.5
Agriculture, Fishery & Forestry 0.8 0.4 1.5 0.7 3.7 2.4
Manufacturing, Quarrying & Mining 3.1 10.8 7.4 21.6 0.7 3.0
Construction 6.5 31.5 8.0 33.0 3.0 18.9
Trade, Transport & Storage 13.8 14.6 22.1 20.1 13.4 18.3
Restaurants & Hotels 1.3 4.5 1.1 3.0 1.5 6.7
Banking, Finance & Insurance 2.7 0.29 1.4 0.1 1.7 0.2
Real Estate & Business Services 4.4 5.9 2.3 2.6 2.8 4.8
Community, Social & personal Services 10.7 5.4 5.9 2.5 14.1 9.1
Utilities (electricity, gas & water) 4.4 0.5 10.0 0.9 2.0 0.3
Postal & telecommunication Services 2.1 0.2 7.3 0.6 1.2 0.1
other activities in government sector 40.8 20.4 22.7 9.7 53.8 34.5
Total (%) 100.0 100.0 100.0 100.0 100.0 100.0

(numbers) 23,887 19574 2827 2723 35221 22514
Source: Computed from Duraman, I. (1997), “An Estimation of Annual Average Earnings of Skilled , Semi - 
skilled and Unskilled Labour Force in Brunei Darussalam”, Working Paper, Department of Economics, 
Universiti Brunei Darussalam, (Unpublished): 10.

Thus far, the chapter has demonstrated dual and multiple segmentations of Brunei’s 

employment structure, specifically between the local and imported labour. Simultaneously, 

another type of segmentation exists among the local workforce, therefore indicating that not 

only dual but multiple segmentation exists in the country’s employment structure.

19See footnote 18.
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4.3.3 Malay and non-Malay Brunei citizen workers

This sub-section focus on the distribution of local workers by occupations. It is argued that 

segmentation by ethnic groups also exists in that citizen Malays generally occupy relatively high 

level occupations compared to other ethnic groups in the country. This exercise is important to 

the thesis as it demonstrates segmentation by ethnicity within the local workforce and how this 

is brought about. It provides further evidence of what mechanisms are at work, such as 

disparities in the opportunity of job promotions which create and maintain it.

A segmented employment structure among the local workers is discernible from the 1971, 1981 

and 1991 censuses which show the trends of their employment by occupations. The locals 

comprise different ethnic groups: Malays, Other indigenous, Chinese and Others. These ethnic 

groups are classified in this study into two main groups, Malay and non-Malay citizenŝ .̂ Thus, 

Table 4.10a and b demonstrates that in 1991, the Malays were well represented in the higher 

and middle levels occupations. The exception is the administrative and managerial posts in 

which the Chinese were very significantly represented, with a ratio of 223 per 100 employed 

Chinese. The high representation of the Chinese in the administrative and managerial 

occupations is hardly surprising because in the private sector^\ the majority of business 

establishments are owned either wholly or jointly by them, hence the tendency is for them to 

occupy the top posts. The Other Indigenous were under-represented in higher level 

occupations, particularly the top two, but over-represented in the lower level occupations, 

especially in plant and machine operation and assembly. This is generally a reflection of the 

lower levels of education possessed by this group (see Appendix 7).

This segmented employment pattern by ethnicity seems to be robust because an almost similar 

pattern is discernible in the previous two censuses, 1971 and 1981 (Table 4.10b). Although a 

direct comparison of the distribution pattern by occupation between 1971/81 and 1991 is not

^°These include non-locals. The 1991 Census did not record separately working population by types of 
occupation, ethnicity and residential status.
^'The proportion of Chinese who work as own account worker in 1991 was 6.7 % of economically active 
Chinese, as compared to 3.8 % for the Malays, 1.6 % for Other Indigenous, and 0.1 % for Others (Source: 
EPU., Summary Tables o f Population Census 1991, Brunei Darussalam: 238.
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Table 4.10a: Working population by occupations and ethnicity, 1991

Occupational group 
(figures are in ratios)

Malays Other ( 
Indigenous

Chinese Others

Legislators, administrators & managers 93 16 223 38

Professionals 102 16 99 121

Technicians & associate professionals 137 28 77 49

Clerical workers 142 28 99 16

Service workers, shop, market & related workers 104 106 133 60

Agricultural & fishery workers 106 171 107 60

Production craftsmen & related workers 49 159 199 123

Plant & machine operators & assemblers 99 211 96 73

Cleaners, labourers & related workers 85 166 29 179

Not classified 113 5 14 169

Total (ratios) 
(numbers)

100
57456

100
6736

100
19832

100
23022

Source: Calculated from EPU., Summary Tables o f the Population Census 1991, Brunei Darussalam: 251.

Table 4.10b: Working population by occupations and ethnicity, 1971-1981

Occupational group 1971 (ratios)
Malay Other Chinese 

Indigenous
other:

1981 (ratios)
! Malay Other Chinese Others 

Indigenous.

Administrative & managerial workers 46 12 191 194 95 12 141 113

Professional, technical & 
Related workers

118 11 71 202 114 15 76 186

Clerical and related workers 112 21 115 83 126 20 109 34

Sales workers 52 6 208 111 57 19 214 109

Service workers 123 58 66 139 121 59 53 160

Agricultural & Animal husbandry, 
forestry and fishery workers

125 198 54 4 134 155 42 23

Production & related workers, 
transport operators & labourers

84 163 112 74 73 195 128 64

Workers (unclassified) 57 43 160 200 84 98 110 159

Total (ratios) 
(numbers)

100
19755

100
4368

100
12144

100
3745

100
35358

100
7466

100
18348

100
6956

Source: Calculated from EPU., Summary Tables o f the Population Census 1971 and 1981, Brunei 
Darussalam: 214-219 and 205-209.



128

possible because of variations in occupational grouping, clearly, the Malays generally occupied 

high and middle levels occupations; the Other Indigenous were largely concentrated in lower 

level occupations, such as production work in both years, followed by agriculture and services. 

Such forms of segmentation by ethnicity not only exist by types of occupation but also by 

economic sectors (Table 4.11; see also Chapter Six and Seven).

Statistical evidence (Table 4.11 and Appendix 8) demonstrates differences in the distribution of 

ethnic groups by economic sectors over the last twenty years or so. In the primary sector in 

1991, for example, the Malays and Other Indigenous were highly represented in agriculture, 

while the Chinese and Others (as well as Other Indigenous) were in mining. The relatively high 

concentration of Malays in the agricultural sector is for two reasons. First, some agricultural 

activities, including research, are run by the government which gives priority to Malays who 

also prefer to work for the government. Second, more than other groups, Malays are 

landowners and hence some of them are self-employed farming their own land. The relatively 

high concentration of Other Indigenous people in the agriculture and mining sectors is due both 

to their lower educational attainment^  ̂and to the fact that many of them still live in rural areas. 

Both of these factors have confined them generally to farming and mining occupations. The 

relatively heavy concentration of the Chinese (and Others^^) in mining is explained by their 

employment in BSPC. For the Chinese, some could be engaged in quarrying activities as own- 

account or family workers.

In the secondary sector, Malays were over-represented in electricity and related, and in 

transport and communication, both of which are mainly in the public sector. They were 

similarly represented in low level white collar occupations, for which their secondary education 

is adequate and where they are given priority (being citizen Malays). Generally, Malays with 

such qualifications prefer low level white collar occupations in the public sector compared to 

similar occupations in the private sector. The other three groups (Other Indigenous, Chinese 

and Others) were generally over-represented in the predominantly private construction and

^^Changes in the proportion of highest level of education for Other Indigenous group aged 5 and over are: 
Primary level: 18.6 % and 30.2 % in 1971 and 1991 respectively; secondary level: 7.9 % and 38.6 %; and 
tertiary: 0.2 % and 1.8 % (Source: EPU., State o f  Brunei, Report on Brunei Population Census, 197P. 
173; EPU., Summary Tables o f Population Census 1991, Brunei Darussalam: 223-224.

^^Mainly comprised of foreign labour.
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wholesale and retail sectors (except for Others in 1981 in construction and 1991 in wholesale 

and retail), mainly in blue collar manual occupations. These patterns of employment illustrate 

the existence of ethnic segmentation by economic sector. Such patterns of employment are 

brought about by several mechanisms, such as disparities in the opportunities to work in the 

government sector between Malay and non-Malay and disparities in the opportunities in higher 

levels of education (see Section 4.4).

Table 4.11: Sectoral distribution of working population by ethnicity, 1971-91

Industrial group 1971 (ratios) 
Malay Other Chinese Others 

Indign.'

1981 (ratios) 1991 (ratios)
Malay Other Chinese Others Malay Other Chinese Others 

Indign.' Indign'.

Agriculture, hunting, 
forestry & fishing

126 184 56 5 120 154 67 27 114 132 85 70

Mining & quarrying 82 51 132 149 53 121 144 203 83 209 119 95

Manufacturing 48 121 186 71 47 133 194 88 39 130 186 168

Electricity, gas & water 137 63 69 47 158 35 40 3 2 154 61 54 16

Construction 52 259 110 138 55 253 136 71 33 191 147 199

Wholesale & retail trade, 
hotels & restaurants

48 19 213 105 51 48 209 116 56 105 251 77

Transport, storage and 
communication

134 21 96 29 121 55 92 61 118 104 96 58

Financing, insurance, real 
estate & business service^

101 10 141 68 60 42 171 177 74 100 183 92

Community, social & 
personal services

136 32 60 118 137 50 46 110 136 61 28 85

Unclassified 52 26 174 198 77 88 124 167 96 50 170 63

Total 100 100 100 100 100 100 100 100 100 100 100 100
19755 4368 1782 3745 35358 7466 18348 6956 57156 6736 19832 23022

Source: Summary Tables of the Population Census 1971, 1981 and 1991, Brunei Darussalam: 226
and 238; 212 and 225; 287 and 309. 'Indigenous. ^Data for 1971: 237.

In the tertiary sector, only the Malays and Others were over-represented in the community, 

social and personal service sector (except in 1991 for Others), but in financing and related 

service the Malays declined in representation while the Chinese and Others increased in 1981. 

The latter, however, declined markedly by 1991, while the former continued to be highly 

represented; as for Other Indigenous group, their representation increased markedly in 1991. 

The significant increases in the participation of the last group in the financial sector are 

unexpected because of their low educational attainments (see Appendix 7). One explanation is
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that the Other Indigenous groups working in the financial sector were most probably foreign 

workers fi-om Sarawak, because its Other Indigenous races are similar to those in Bruneî "̂ . In 

this respect, segmentation occurs not only by ethnicity as a whole, but also between local and 

foreign workers of similar race. The employment of Other Indigenous foreign workers in the 

financial sector could be due to them possessing suitable qualifications^^

The segmentation of local Malays and non-Malays by occupation, as demonstrated in Table 

4.10a and b above, generally remained unchanged during the 1971-1991 period, indicating that 

such a characteristic of employment structure is robust. The process which creates such 

robustness is partly engendered by the locals themselves, as they continue to prefer white collar 

employment in the government sector; the non-Malays, being the less-favoured and less 

educated group, therefore have generally remained occupying lower level occupations. Thus, 

the Malays still mainly occupy white collar occupations. (Table 4.10a & b, 4.11 and Appendix

6). Although a direct comparison of the distribution pattern by occupation between 1971/81 

and 1991 is not possible because of variations in occupational grouping, clearly the Malays 

were generally concentrated in high and middle levels occupations, and in occupations in the 

primary sector industries, such as agriculture. The Other Indigenous, were largely concentrated 

in lower level occupations, such as production work in both years, followed by agriculture and 

service work.

Overall, differences in the occupational and sectoral distribution of local and foreign workers 

and local ethnic groups (Malays and non-Malays) will continue to be maintained. As 

summarised in Table 4.12, both local Malays and non-Malays, as well as foreigners show a 

stable patterns of employment by economic sectors. Thus, the significant pattern is such that 

the local Malays were concentrated in agriculture, electricity, gas and water, transport, storage 

and communications and community, social and personal services. Non-Malay locals were 

mainly found in agriculture, mining and quarrying, manufacturing, construction and wholesale 

and retail, hotels and restaurants and finance sectors. Foreigners were mainly in mining and

^̂ In the Brunei census of population, the Other Indigenous races of Brunei and of East Malaysia (Sarawak 
and Sabah) are not distinguished by nationality and occupations, but only as Brunei Citizens, Permanent 
and Temporary Residents.
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quarrying, construction, wholesale and retail. As will be made clearer in the following section, 

this is because the processes that keep these different groups segmented in the country’s 

employment structure remain stable (see Section 4.4 below). There is also no sign of 

fundamental changes surfacing in the socio-economic, political status of ethnic groups and in 

the government employment policy, and/or employers’ preference for foreign labour. The 

implication is that the supply of local labour will continue to be limited, leading to continued 

dependence on foreign workers (see Table 4.4), hence a robust segmented employment 

structure. The limited supply of local workers is not only due to the sheer small pool of local 

labour market quantitatively and qualitatively, but also by selective utilisation of local workers 

by employers (citizen Malays have better opportunities for employment and promotion - see 

Chapter Six) and by the preference of and priority given by the government for them to fill 

public sector employment.

Table 4.12: A Summary of Brunei’s employment pattern by economic sectors, 1971-91

Industrial group 1971 (ratios)
Malay Non-Malay Foreign

1981 (ratios)
Malay Non-Malay Foreign

1991 (ratios)
Malay Non-Malay Foreign

Agriculture, hunting, 
forestry & fishing

* «

Mining & quarrying * * ♦ ♦

Manufacturing * * * * *

Electricity, gas & water * * *

Construction * *

Wholesale & retail trade, 
hotels & restaurants

* ♦ ♦

Transport, storage and 
communication

♦ * ♦

Financing, insurance, real 
estate & business service

* * * ♦ ♦

Community, social & 
personal services

* * *

Source: EPU., Summary Tables o f the Population Census 1971, 1981 and 1991 Brunei Darussalam: 
226, 237 and 238; 212 and 225; 287 and 309.
Note: * Indicate an over-concentration of working population by industrial sectors.

25Data on qualifications of foreign workers are not available, hence it is not possible to verily reasons for 
their employment in the financial sector.
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Having identified and analysed the main forms of segmentation, the following section will 

therefore examines the mechanisms and processes that have been responsible for creating 

segmentation between different groups of workers in the Brunei employment structure.

4.4 Segmentation processes and labour market actors

This section examines the processes which have created this segmentation, focusing on the 

influence of labour market actors: the government, employers and workers (local and foreign). 

Generally, the interaction of the government’s attractive employment policy^  ̂ in the public 

sector and its regulatory measures regarding recruitment and employment of foreign labour, the 

attitudes of the Bruneians towards public and private sector employment and the preference of 

employers for foreign labour, play a substantial part in segmenting the employment structure in 

the previous two decades or so. These policies and measures, preferences and attitudes are 

reflected and/or transferred into actions through government’s implementation of rules and 

regulations (such as on labour and education), employers’ recruitment procedures and job 

requirements, and workers’ selective attitudes in choosing the types of occupation which they 

are willing to engage themselves in. The resultant segmentation of workers by types of 

occupation and industrial sectors between local and foreign workers, skilled and unskilled, 

Malay and non-Malay citizens thus forms a salient characteristic of the Brunei labour market 

and its employment structure. How the three principal labour market actors influence the 

labour market and thus the employment patterns of specific industries will be discussed in 

Chapter Six and Seven, using fieldwork data. In this section the objective is, first, to outline 

factors responsible for creating segmentation in Brunei’s employment structure as a whole; 

second, to examine how the government, employers and workers (local and foreign) brought 

about segmentation processes; and third, to identify the mechanisms that maintain segmentation 

of workers in Brunei’s employment structure as a whole. The significance of these exercises is 

that they will enable identification of factors and processes that produce the segmented 

employment structure and those that maintain it. It is suggested here that segmentation by 

occupations and economic sectors between different groups of workers that exist in the 

Brunei’s employment structure are brought about by the interplay of several mechanisms

^^Better salary and non salary benefits than the private sector in general.
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exercised by the government, employers and workers, through their roles as labour market 

actors.

4.4.1 The role of the government

Segmentation between different groups of workers in the Brunei employment structure is 

created by several processes, and maintained by certain mechanisms, resulting in a permanent 

employment structure in which different groups in the labour force have their own particular 

niches. This study postulates that the factors and mechanisms responsible for creating 

segmentation between different groups of workers through the role of the government are first, 

the development processes of Brunei; second, the development strategies adopted; third, the 

country’s education system; and fourth, different levels of educational attainments, and fifth, the 

government employment policies (see model in Chapter Three, Figure 3.1).

First, the socio-economic development of Brunei (including economic diversification), has 

created a demand for certain types of labour which are accordingly supplied by various 

overseas agents fi*om different countries. The different types of labour and nationalities 

imported into Brunei for the different occupations are closely monitored and regulated by the 

government. In this respect, the labour market segmentation processes are therefore embedded 

in the demand and supply sides of the market as well as the institutional factors (example, 

government’s labour policies and work permit regulations - see Chapter Three). Indeed, in the 

course of Brunei’s development, the limited local labour pool for both servicing the current 

economic activities and promotion of the non-oil sector has been the main underlying factor for 

the increasing demand for foreign labour (see Section 4.2 and 4.3).

The need to satisfy the labour demand by bringing in labour supply fi'om abroad for economic 

diversification and development as a whole therefore constitute one of the fundamental 

underlying factors which engenders segmentation of the Brunei labour market.

Second, segmentation of the Brunei labour market created by the labour demand (fi-om 

government as a public sector employer and fi'om private companies), supply (local and foreign
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workers) and institutional factors (government as a regulator and private employers recruitment 

and promotion policies) in the course of development, are further strengthened by the growth 

and diversification strategies of the Brunei government. Thus, the implementation of labour- 

intensive import and export-oriented strategies has not only increased demand for foreign 

labour, but also required specific types of foreign labour, such as skilled and unskilled labour for 

higher and lower level occupations, respectively. Such an experience is unique not only to 

Brunei, but common to its ASEAN counterparts (see Chapter Two). With local manpower 

shortage, particularly of highly qualified and manual workers, as well as the less willing 

attitudes of the locals towards low level occupations (see Section 4.4.3), the labour for such 

occupations has to be filled by foreign workers.

The mechanisms used by the government to ensure and maintain that employers recruit only 

those foreign skills that are needed are institutional, in the form of labour and immigration rules 

and regulations, the enforcement of which constitutes an important segmentation process. Thus 

the government (as regulator) in theory allows employers to employ only the required foreign 

expertise to meet the demand fi-om the respective companies. Such a practice inevitably places 

foreign workers in certain types of occupation, thereby segmenting them accordingly. The 

recruitment and employment of foreign workers are governed by labour and immigration laws 

and policies operating through work permit and quota systems monitored by the Departments 

of Labour and Immigration. Under the labour quota system, an approval to bring in foreign 

workers depends on the need of a project in terms of number and types of profession (see 

Appendix 23). Thus, only when professions such as engineers and accountant, and occupations 

such as general labourers, are required by employers but not available or inadequate among the 

locals, are foreign workers allowed (by the government) to be recruited and employed.

The enforcement of immigration and labour policies, to some extent monitors the number, 

types of profession, and skills of foreign labour employed. For example, an employer can only 

bring in particular professions and skills which are required by his company if the positions 

cannot be filled by the locals. In other words, the types of foreign national brought into the 

country are selective, a consequence of which is segmentation of workers (see Table 4.6-4.9). 

Therefore, some types of occupation, such as blue collar unskilled jobs, are continuously
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occupied by foreign workers, despite the availability of locals including the increasing number 

of unemployed'^. This situation implies that there are other interacting factors which maintain 

that blue collar jobs, for example, are mainly reserved for foreign workers. These factors are 

the preference of employers for foreign labour mainly because they are relatively cheap, and the 

less willing attitudes of the locals towards performing blue collar jobs (see Section 4.4.3 and 

Chapter Six and Seven).

Third, labour market segmentation processes also stem from the country’s education system 

which is, in fact, a more fundamental cause of occupational segmentation. Until recently, the 

Brunei education system was mainly geared to producing local workers for white collar 

occupations in the government sector. Such an educational process has had the effect of 

implanting in the minds of Bruneians a penchant for white collar occupations in the government 

sector. The results of this process are evident in the large proportion of the locals (64.2 per 

cent, see Chapter One, Table 1.6) employed in the government sector (see also Section 4.4.3).

Fourth, different levels of educational attainments among the different local ethnic groups, 

generally classified in this study as Malay and non-Malay citizens, also ultimately lead to 

segmentation within the local workforce by types and hierarchies of occupation, as well as by 

economic sector. Such an educational characteristic stems from the differential social 

stratification accorded to different races in the Brunei society, which has a dominant (Malay 

citizens) and a subordinate (rest of non-Malay citizens) ethnic group. The resultant 

segmentation by types of occupation and economic sectors between these two groups are 

actually the consequence of pre-market and in-market segmentation processes, similar to the 

theory postulated by Ryan, 1981 (see Chapter Two).

The mechanisms which has brought about pre-market and in-market segmentation processes, in 

Brunei, which this study sees as fundamental in engendering segmentation in the country’s 

employment structure by ethnicity over the previous two decades or so, have been the

1981, the unemployed figures were: locals - 2196, and non-locals - 361. In 1991, the corresponding 
figures were: locals - 4642 and non-locals - 544 (EPU., (1993). Brunei: Report on the 1991 Population 
Census'. 70).
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provision of education by the government and the implementation of a discriminatory 

employment policy, which favours citizen Malays against other local ethnic groups.

Although education is provided free for all Brunei citizens, irrespective of ethnic background, 

it is “unofiScially” selective at tertiary level, particularly scholarships for further studies overseas. 

The disparities in the provision of education (especially at tertiary level) between Malays and 

non-Malays citizen therefore partly contributes to the generally low education levels of non- 

Malays (Appendix 7). This is especially true for the Other Indigenous groups, making it more 

difficult for them to secure high level white collar employment because of lower qualifications. 

Thus, disparities in the access to education, especially at tertiary level, between different ethnic 

groups of Brunei citizens serve as segmentation processes, eventually effectuating different 

patterns of employment between them. With better qualifications, Brunei’s Malay citizens have 

more opportunity to secure higher level occupations, as evidenced in their occupational 

distribution throughout the period investigated (Table 4.10a and 4.10b). Such an education 

policy affects recruitment, employment and promotion of the two groups of citizens 

differently. The Malay citizens get priority over non-Malays for key and senior positions in the 

public sector and in some private sector companies, especially Brunei Shell Petroleum 

Companies (BSPC) (Chapter Six). In this respect, therefore, government policy and its 

implementation function as a segmentation factor in the Brunei employment structure, because 

by giving priority to citizen Malays, other citizen races have less opportunity to secure higher 

level occupations, as evidenced in their occupational distribution (Table 4.10a and b). 

According to Ali (1992), both the educational and the socio-cultural environment in Brunei 

should bear much of the responsibility for this unfortunate outcome.

Although segmentation by different types of occupations between the local Malays and non- 

Malays may not affect the overall local labour demand and supply significantly, it does influence 

the availability of manpower supply for certain occupations. For example, the Malays, 

particularly those with tertiary and to some extent upper secondary qualifications, do not make 

themselves available for private sector employment, such as in wholesale and retail, and

^^Segmentation of workers by ethnicity can only be analysed by types of occupation and economic sectors, 
but not by public and private sectors because data is not recorded as such in the 1971, 1981 and 1991 
censuses.
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construction industries (Chapter Seven), because of their preference for employment in the 

public sector. This, in effect keeps them in the government sector and hence maintains the 

segmentation of local workers.

The priority given to citizen Malays (especially Muslims) has never been made an explicit 

element in government employment policy, particularly in the public sector. It is, however, 

“understood” by the public that, in the national interest, key positions and other important 

posts, such as legislators, managers and administrators in the government sector, are preferably 

manned as much as possible by the local Malays. Such policy is made clear by the government 

to important private sector companies such as BSPC (see Chapter Six). The implementation of 

such an employment policy over many years has accounted for the emergence and 

entrenchment of segmentation processes because it helps to sort out placement of local 

workers with the required background in important positions in the government and private 

sectors. Consequently, the policy also slows the speed of Bruneianisation of the workforce. 

This is because in BSPC, for example, non-Malay citizens who might be qualified for 

recruitment to certain occupations and promotions, may be denied the opportunity simply 

because they are not Malays (see Chapter Six). In this way, ethnic differentiation of the local 

workforce occurs by occupations and economic sectors in a similar fashion to that in Malaysia, 

between the Malays, Chinese and Indians (Chapter Two).

Fifth, government employment policy, which offers better conditions of work, remuneration 

and non-wage benefits, also results in segmentation by race in terms of earning differentials 

between Malay and non-Malay Brunei citizens. This is because since the former are the 

majority group in the government sector and the non-Malay citizens mainly concentrate in 

private sector employment, it can be generally implied that Malay citizens pocket better wages 

and other non-monetary benefits than non-Malay citizens of Brunei.

Generally, earning differentials imply a system of power and domination of the government as 

an employer in Brunei society, with the private sector being subordinate to it. Indeed this 

situation reflects Piore’s duality theory of segmentation (1970) in which the primary sector 

offers better wages and other perks than the secondary sector. In the Brunei context, the
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primary sector is the government, while the secondary sector is the private sector. Thus, since 

employers in the private sector generally cannot compete with the government in wages 

offered, they have to resort to employing foreign workers who are relatively cheap to employ. 

Indeed, to these employers, local labour is expensive, therefore they shy away from employing 

them (Ali, 1992). Thus, the government’s better pay offer in public sector employment in 

general does not only become a pull factor for locals working in the private sector, but also 

helps to keep those in the government sector from transferring to the private sector. In this 

way, the government’s better pay functions as a segmentation process, which generally results 

in the majority of locals working in the public sector and foreign labour in the private sector.

Thus, this section has shown the mechanisms by which the government, as one of the labour 

market actors, contributes to the development and maintenance of segmentation processes, and 

hence segmentation in the Brunei employment structure through its development processes 

and strategies, employment and education policies. The interplay of these mechanisms has not 

only produced a segmented labour market and employment structure, but seems to have 

maintained such features permanently in the country’s economic sectors as a whole, as 

indicated in section 4.3 above. The following sub-section examines the other labour market 

actor, the employers, which also contributes to the existence of such an employment pattern 

and labour market.

4.4.2 The role of employers

The main role played by employers in bringing about segmentation of workers by occupations 

and economic sectors is in their demand for different skills from their workers (see model. 

Chapter Three, Figure 3.1). For big companies like BSPC (see Chapter Six), the main labour 

demand is highly skilled specialists, while other companies such as construction, wholesale and 

retail sectors (see Chapter Seven) require skilled, semi-skilled and unskilled workers. However, 

a situation exists in Brunei where there is a problem of manpower shortage numerically and 

qualitatively, hence a mismatch between local demand for, and local supply of skilled and 

unskilled workers. Simultaneously, a situation also exists in which employers have a clear 

preference for foreign workers, particularly for low level skilled and unskilled Jobs, because
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locals generally shun such employment, especially in the private sector (Interview Survey, 1993 

- see also Chapter Seven). In order to keep employers’ industrial activities in operation, it is 

necessary for them to employ foreign labour selectively by skill. Thus, employers’ demand both 

skilled (such as engineers, mechanics, accountants) and unskilled (such as general labourers) 

foreign workers because, first, there is an insufficient supply of highly skilled and experienced 

locals for specialised profession as exemplified above, and second, locals shun low level manual 

occupations (Field work survey, 1992/93 - see Chapter Seven). These situations have led to 

segmentation of local and foreign workers by types of occupation. Therefore, it is argued here 

that first, there is little competition between local and foreign workers as far as high level 

professionals, manually skilled, as well as unskilled labour, (especially for private sector 

occupations) are concerned, because the locals generally lack the necessary qualities. Second, 

there is competition among the local and foreign workers in occupations which require semi

skilled expertise, such as clerical and related work. However, employers generally prefer the 

latter because they are relatively cheap and locals do not stay long on the job anyway.

It would thus appear that many employers generally prefer to employ foreign labour, especially 

the highly skilled professional, manually skilled, and unskilled. (Interview survey, 1992/3/94 - 

see Chapter Six and Seven). The difficulties in recruiting local labour, especially for highly 

skilled professionals, manually skilled and unskilled occupations stem fi'om locals’ attraction to 

public sector employment which is well known to offer better pay, terms and condition of 

work. These are, therefore, non-competitive occupations because of the difficulties of 

employers in general to recruit suitably qualified locals to do skilled and unskilled jobs in the 

private sector. Since the locals generally prefer white collar employment, especially in the 

public sector, and are not keen to engage themselves in blue collar occupations in the private 

sector^ ,̂ employers in medium and small size companies have to resort to an overseas supply of 

skilled personnel. However, in larger companies, such as BSPC, there is a competition between 

locals and foreign personnel for senior staff positions. This is because locals with university and 

other tertiary qualifications (Interview survey, 1992/93/94) are keen not only to get 

employment in the company but to seek promotion to senior positions. The main attraction is

^^ocals are given priority in securing employment in the public sector, unless there are not enough 
suitable locals to fill job vacancies.
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the generous pay and other benefits offered by the company. Indeed in Brunei, BSPC is the 

second best salary-paying establishment after the government. Thus, the existence of 

competitive occupations in the company is mainly for higher level occupations.

For such semi-skilled occupations, as clerical and related work, there is hardly any competition 

between local and foreign labour either in the public or private sector. This is because in the 

public sector, for example, the government’s priority is mainly employment of citizens, while in 

the private sector, the employers concerned have been requested (by the government) to 

employ only locals for jobs that do not require high skill quality, such as clerical and related 

jobs. However, the government Labour Survey (1989-93) shows that nearly half of the clerical 

and related jobs were occupied by foreign workers due to employers’ preference for them (see 

Chapter Seven). According to the Interview survey, (1992/93/94) employers prefer foreign 

workers for their reliability, including their readiness to work for longer working hours, 

including weekends, and to accept relatively low wages compared to those offered by the 

government. Judging fi'om the relatively large and increasing numbers of unemployed youths^ ,̂ 

there should be enough young Bruneians available to do semi-skilled jobs. However, the fact 

that they remain unemployed in increasing number shows that they are not utilised by 

employers. In Brunei, there is no labour law specifying that a company’s workforce should 

constitute a minimum percentage of locals and the rest to be made up of foreign workers. Thus, 

absence of government restrictions regarding the maximum proportion of foreign labour to be 

employed in a company has led employers continuously to recruit as many foreign workers as 

they wish, even in occupations which do not require special skills, such as clerical and related 

jobs (see Chapter Seven). As long as employers can convince the Department of Labour that 

they cannot find suitable locals, even to do semi-skilled jobs, they can easily get work permit 

within the quota (i.e. for the specified types of profession) they have applied for initially and 

approved (see also Appendix 23).

®̂In 1981, unemployment among youths (15-19 years) was 18%, and in 1991, 37%. In both census years, 
unemployment among this age group was the highest among other age groups. (EPU., (1993), Brunei: 
Report on the 1991 Population Census: 69).
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It appears that two mechanisms are at work which continuously enable employers to recruit 

and employ foreign labour (see model. Chapter Three, Figure 3.1). First, the procedures and 

processes of recruiting foreign workers are made easy by the government, which acknowledges 

the difficulties in employing suitable locals for many types of occupation. The government does 

not restrict employers to recruit the types of profession they need as long as they have a licence 

and quota to recruit them and that locals are not available for the types of occupation that 

foreign workers will be employed. Second, cheap foreign labour is available at all skill levels 

and which can be recruited at relatively low cost and wages. This situation allows employers 

freely to continue utilising them for specific occupations, in terms of the number of contracts 

they require with their foreign employees  ̂\  as long as they can convince the Department of 

Labour that suitable locals are not available.

Conversely, one of the difficulties faced by employers in recruiting locals for blue collar manual 

occupations is that employers, particularly in medium and small scale companies, generally 

cannot compete with the attractive monetary and non-monetary benefits offered by the 

government. Such a difficulty on the part of employers is made worse by the attitudes of the 

locals who prefer white collar occupations in the public sector. Such attitudes are in turn 

maintained by the pull factors in the government sector and push factors from the private 

companies. Thus the government sector offers not only better pecuniary and non-pecuniary 

benefits but more important, better job security, while private employers’ terms and conditions 

of employment, as well as wages have remained relatively unattractive in the last twenty years 

or so. For employers in the private sector, recruitment of foreign labour keeps wages down.

Thus, as demonstrated in this sub-section, segmentation between local and foreign workers in 

Brunei’s employment structure is partly created and maintained by employers’ preference for 

foreign labour, both in competed as well as in non-competed occupations. The competed 

occupations are mainly for skilled positions, particularly in BSPC, where foreign workers are 

given more opportunities than the locals in occupying senior positions though some of the latter 

group have suitable and adequate experience (see Chapter Six). The non-competed are for 

manual skilled, semi-skilled and unskilled occupations in the government sector and semi-

^̂ Each contract is for a duration of two years.
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skilled occupations in the public sector. In addition to employers’ preference for foreign 

labour, the local workers too have preference in jobs that they do.

4.4.3 The role of local workers

A dichotomous employment pattern by types of occupation and sectoral distribution has 

evolved not only between local and foreign workers but also within the local labour force, 

which is by definition between Malay and non-Malay citizens^ .̂ The fundamental segmentation 

factor that stems fi'om local workers is the supply side. This section therefore examines the 

local workers as one of the labour market actors, and their role in engendering segmentation 

processes in the Brunei labour market and employment structure (see model. Chapter Three, 

Figure 3.1). It is argued here that first, lack of education among the locals, especially at tertiary 

levels necessitates the recruitment and employment of foreign labour. Second, the preference 

of the locals for better-paid employment in the government sector, especially white collar jobs, 

makes them generally less willing to work for private sector employers. Third, the disparities in 

the social and economic status between the Malay and non-Malay citizens have led to 

segmentation of workers within the local workforce.

Two different segmentation mechanisms are at work. One is the Brunei education system 

which in the 1960s and 1970s, mainly groomed locals for white collar employment in the 

government sector. The second is the differences in the social and economic status and 

privileges between Malay and non-Malay citizens which are related to their differential access 

to tertiary education.

The provision of fi'ee education and the emphasis on formal education as opposed to vocational 

education to citizens of the country, have provided them with better qualifications and 

encouraged higher aspirations in employment. In consequence, they shun blue collar

^^Ethnic groups considered are citizen Malays and non-Malays. However, they include a small proportion 
of foreign nationals, who are of similar races to the local , such as the Malays, and Chinese. Brunei 
citizen Malays further comprised of several Malay groups, some are Muslims by births, others (such as 
Dusuns, Muruts) are Muslims through conversion. The former group of Malays are the ones that get most 
of the privileges, such as priority for employment and promotion in the government sector.
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occupations, which consequently have to be filled largely by foreign labour, thereby segmenting 

the employment structure between these two groups of the workers (see Table 4.5 and 4.6). 

However, in the absence of any survey of Bruneians attitudes towards the labour market 

(constraints of time, resources prevented this in the fieldwork), evidence for the partiality of the 

locals for white collar employment has to be derived fi'om employers (Fieldwork, 1992/93), 

together with statistical evidence fi'om the Labour Survey. This is addressed in more detail in 

Chapter Seven.

The provision of fi'ee education for all citizens (see Section 4.4.1), particularly over the last 

twenty years or so has not only improved the literac/^ of the local population generally, but 

also more people receive education at secondary and tertiary levels and consequently the 

quality of the local labour force overall has improved (Appendix 2). Indeed, as indicated in 

Appendix 3, the number of locals with secondary and tertiary education has increased between 

1971 and 1991. For example, the number of male citizens with secondary education has 

increased fi'om 5,507 in 1971 to 11,125 in 1991; the corresponding figures for female citizens 

for the same level of education were 4,769 and 11,551. The improvement in the levels of 

education is more significant for females than males, as evidenced in the increased 

representation of females in middle level occupations such as clerical and related (see Table 4.5 

and 4.6). However, the overall number of local males (Brunei citizens and permanent 

residents) with a tertiary qualification is still small, though increasing fi'om 213 in 1971 to 

1,376 in 1991, while females so qualified increased from 159 to 1, 508 for the same years. In 

1991, the ratios of Brunei citizens and permanent residents aged 20 and over with a university 

qualification was 26 per 1,000 persons , giving a total number of 2,461 compared to 78 per 

1,000, totalling 4,155 for foreign nationals in Bruneî "*. In short, the supply of highly qualified 

locals remains limited and hence there is increasing reliance of the private sector on highly 

qualified foreign labour, creating in turn a segmented employment pattern of locals and foreign 

labour by types of occupation and residential status (see Table 4.5 and 4.6).

^^The literacy rate of Bruneians and PR in 1991 was 88% (EPU., (1993), Brunei: Report on the 1991 
Population Census: 60).

""EPU., (1993), ibid. -. 58 and 59.
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The tendency of the locals employed in the private sector to apply and consequently secure 

employment in government sector is another factor responsible for eventually producing a 

segmented employment pattern between local and foreign labour by economic sector. 

According to private sector employers, it is not surprising for locals to work in private 

companies for only a couple of months and join government departments thereafter (see 

Chapter Seven). How the locals working in private sector eventually take up jobs in any 

government department is simply by applying for the advertised jobs to the relevant 

government ministry. If the applicant satisfies the job requirements and does reasonably well 

during interviews, he/she would normally be accepted to join the government departments. The 

mechanism that makes it convenient for the locals to change occupations and/or employer 

(private to government) is the absence of a long term contract between them and private 

employers of small and medium scale companies. The employer concerned, on the other hand, 

is ethically obliged to support employees’ application, particularly if the new jobs offer better 

future for the outgoing worker, such as in terms of security, further training and promotion 

prospects. Whenever locals secure employment in the government sector, all they need to do is 

to give one month notice before leaving the current company and join the government 

department concerned. Thus, since the locals have fewer diflSculties compared to foreign 

workers, in changing jobs and employers, such as from private to government, they are in a 

better position to move on to better jobs than the foreign labour. Foreign workers on the other 

hand are usually bound to relatively longer contracts, usually a minimum of two years. When 

their contracts expire, they cannot simply go to seek and secure employment from another 

employer straight away; they have to go back to their home countries, and come back for a new 

contract with the employer. Alternatively, the worker concerned can change employers without 

having to go back (if less than two years of stay in the country), if both employers (the old and 

new one) mutually agree to settle any financial matter  ̂̂ incurred and do the necessary 

paperwork regarding a new work permit or quota application. Thus, because of the difficulty 

foreign workers have in changing employers, let alone changing profession (see Appendix 23), 

they are likely to remain with the same employer and doing the same jobs. As such the labour

^^When a foreign worker changes employers, the new employer should pay the former employer (either 
in fiill or in part), the expenses borne by the first employer for bringing the worker concerned into Brunei 
in the first place, and the deposit made at the Department of Labour (see Appendix 23).
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control through contract regulations can be seen as one of the segmentation processes as it 

helps to place and keep people in the same job.

The disparities in the social economic status and privileges between Brunei’s Malay and non- 

Malay citizens have resulted in segmentation between them by types of occupation and 

economic sectors. Specifically, the differential access to tertiary education between different 

ethnic groups in Brunei is the underlying mechanism which eventually produces different levels 

of educational attainment between them (Appendix 7). Such different privileges naturally 

produce a chain effect in that Brunei Malay citizens tend to have better qualifications, especially 

when compared to Other Indigenous groups. With relatively higher qualifications (Appendix 7), 

they have better employment opportunities and occupations and higher social and political 

status in the government, compared to non-Malay citizens, especially the Other Indigenous 

groups. As for the Other Indigenous groups, although, they generally enjoy the same fi'ee 

welfare services, including fi'ee access to education, as Brunei Malay citizens, only a very small 

proportion of them reach a tertiary educational level̂ ® and qualify for higher level occupations, 

such as legislators, administrators and managers (see Table 4.10a and 10b). Many still live in 

rural areas^  ̂ and engage in self-employed, rural economic activities, mainly agriculture. 

Generally, their relatively low socio-economic status, especially in educational attainment, 

combined with being in the non-dominant non-Malay group, places them in a subordinate 

position to citizen Malays. In contrast, the Chinese are largely engaged in self-employed 

economic activities and differ from the patterns of employment of other Brunei citizens 

(see Section 4.3.3, and Table 4.10a and b). Indeed, Ali (1992) expressed that while the 

Bumiputera Policy (i.e. preference for Brunei Malays citizens over others) of the State has 

insulated citizens from open competition, the social gradation within the Brunei society

^^The proportion of Other Indigenous population with primary education in 1991 was 30.2 %, secondary 
35.5 %, tertiary 5.0%, and no schooling 29.1%. Figures for the Malays: 18.9%, 44.4%, 19.6% and 16.6% 
respectively. For the Chinese: 25.9, 45.8, 19.4 and 8.6. Others: 25.5, 26.3, 41.5 and 6.7; Source: EPU., 
Summary Tables o f  Population Census 1991, Brunei Darussalam: 221-222.

^^The proportion of Other Indigenous who live in rural areas in 1991 was 43.7%, as compared to 37.6% 
for the Malays, 17.3 for the Chinese and 25.1 for Others (Source: EPU., Summary Tables o f Population 
Census 1991, Brunei Darussalam: 42 and 71).
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(especially among the Malays - see footnote 32) make them unwillingly responsive to the 

demands of industrial democracy and technocratic discipline.

In conclusion, this section has identified and explained how the mechanisms of segmentation 

work by examining the roles of the main labour market actors. It has been suggested that their 

roles create segmentation processes that contribute substantially not only in shaping the 

employment pattern of the different economic sectors in Brunei as a whole, but in maintaining 

the segmented feature between local and foreign, skilled and unskilled, males and females, and 

citizen Malays and non-Malays. Between the employers and local workers, the segmentation 

processes are the result of interaction between the demand and supply factors. Thus, employers 

prefer foreign labour because of the negative attributes of the locals (such as lack of skills, 

unwillingness to do blue collar jobs, and generally they are not as cheap as foreign labour) 

which make them less desirable (thus second best to foreign labour) to employ. Local workers, 

on the other hand, are less willing to make themselves available to work for private companies 

because they prefer to seek highly paid government white collar employment. Furthermore the 

government, as an institution as well as an employer, has its own socio-economic and political 

goals to achieve (such as Bruneianisation, and making citizen Malays the dominant group) and 

therefore has to impose rules and regulations on the recruitment of foreign labour and use 

certain employment and education policies so that the desired group (citizen Malays) gets the 

priority over others in occupying higher level occupations, particularly in the public sector. All 

these account for the emergence of segmentation processes and the resultant segmented 

employment pattern in Brunei’s economy as a whole. These processes are important to the 

rest of the thesis as they provide a basis for further detailed examination of how the mechanisms 

work and how robust the processes are in particular sectors, namely Brunei Shell Petroleum 

Companies and the construction and wholesale and retail sectors (Chapter Six and Seven).



147

4.5 Conclusion

This chapter has illustrated the employment characteristics of local and foreign labour, and 

accordingly revealed the segmented Brunei employment structure as a whole. It was found that 

the Brunei total workforce (local and foreign) has increased quantitatively and qualitatively 

over the last twenty years or so, largely due to the presence of foreign labour. The presence of 

a large and increasing number of foreign workers is evidence that indigenous labour shortages 

still persist and that the role played by the locals in the different types of occupation and 

economic sectors is limited. These situations reflect the discrepancies in the demand and skill 

hierarchies of the domestic labour market, the Bruneians’ preference for white collar 

occupations in public sector employment, the government’s discriminatory employment policy, 

and employers’ preference for foreign labour. All these have resulted in the emergence of two 

dichotomies and multiple segmentation in the Brunei’s employment structure between different 

groups of workers.

Thus, it was revealed because citizen Malays prefer public sector white collar occupations, a 

dichotomy in employment pattern and sectoral distribution has evolved within the local 

workforce. And because the local workforce (of whom the majority are Malays) as a whole 

generally disdain blue collar jobs in the private sector, such jobs have to be filled by non-Malay 

citizens and foreign labour. Thus another duality in the Brunei’s employment structure is 

discernible between the local and foreign labour. Simultaneously, due to the nature of 

economic activities, which require both skilled and unskilled workers, another type of 

segmentation, between skilled and unskilled, is discernible between the local and foreign labour. 

Generally some top level occupations also have been filled by foreign labour due to lack of 

qualifications and skills among locals to meet job requirements. Overall, therefore, Brunei’s 

dependence on foreign labour is at both ends of the skill spectrum.

Foreign labour plays an important role not only in supplying labour for the infi-astructural 

development of the country, but more importantly in providing highly skilled manpower, 

such as for petroleum exploration and production, the country’s economic mainstay (see 

Chapter Six). Foreign labour is also vital in other sectors of the economy, notably the
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construction, commercial and financial institution activities (see Section 4.3, Table 4.7). 

As such their presence and role in the country is indispensable in maintaining the 

operational functions of different economic sectors and providing manpower for the 

promotion of non-oil sector (see Chapter One). However, their presence in large numbers 

has also slowed the speed of Bruneianisation.

Foreign labour is, therefore generally important in Brunei’s economy in a range of activities and 

skill levels and it is maintained so by a series of segmentation processes. This thesis will be 

developed fiirther in subsequent chapters.

The analysis in this chapter is general in nature because of the nature of the data used and 

because the foreign workers were also classified as one group, thereby omitting variations in 

their occupational and skill characteristics. It is now necessary to use the model to demonstrate 

how the segmentation pairings found in this chapter come about, and how durable they are 

likely to be through examination of the roles of différent nationalities working in selected 

companies.
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CHAPTER FIVE: FIELDWORK STRATEGY AND SOURCES OF DATA

5.1 Introduction

In Chapter Four, the study examined and identified segmentation processes in the Brunei labour 

market and employment structure as a whole. The focus was on the roles of government 

(institution), employers (demand) and local and foreign workers (supply). The last was mainly 

concern with labour supply situations, particularly with respect to disparities in workforce 

distribution by occupations and industrial sectors in Brunei. The analysis used only secondary 

data: census records for 1971, 1981 and 199l\ Although the censuses, especially the latest, are 

a rich source of labour and other data, they only contain part of the necessary information for 

this study. Hence, the findings gave only some basic indications of composition and 

characteristics of the Brunei labour market and employment structure for all economic sectors 

as a whole. Thus, the census does not provide data on workforce characteristics, such as the 

skill spectrum in different industrial sectors in which the nature of their operations, technology 

used, products and services produced differed. There are, therefore, information gaps in trying 

to a) demonstrate how a segmented employment structure emerged in different industrial 

sectors; b) identify variables causing segmentation processes common to all industries and/or 

those that differ fi'om one another; c) examine how typical are employment patterns in the 

segmented labour market which require different types of skill for the different industrial 

activities in Brunei.

In order to realise the thesis’s aims and test its hypotheses, it is necessary to obtain primary 

statistical and qualitative information fi'om industries in different economic sectors, of different 

sizes (big, medium and small) and with different types of activities and types of occupation. The 

only way to collect such information was to carry out interviews and conduct questionnaire 

surveys.

'These are the main ofiBcial data source in Brunei, carried out eveiy ten years by the Economic Planning Unit, 
Ministry of Finance.
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The aim of the chapter is four-fold. First, to evaluate data requirements and sources in relation 

to thesis aims and hypotheses. Second, to explain the fieldwork strategy, types and sources and 

method of data collection. Third, to discuss problems faced during fieldwork in order to help 

understand the limitations of the information collected. Finally, to explain how data collected 

were processed to make them useable for analysis.

Following the introduction, the chapter explains the rationales for including BSPC, the 

construction, wholesale and retail sectors  ̂ in the study, sources of data, the nature of data 

collected and fieldwork strategy. These are followed by two sections which mainly address 

data collection in the sectors. The foci in each case are the sources and types of data collected, 

the hypotheses to be tested and the organisation of questionnaires and interviews, selection of 

respondents, methods of data collection and evaluation. The rest of the chapter discusses the 

practical problems in both fieldwork, and data processing. The chapter concludes that the data 

collected for testing the research hypotheses and realising the thesis’s objectives are appropriate 

and adequate, though there are some minor gaps, such as a continuum of statistical information 

on BSPC which would allow an examination of changes in the employment patterns in the 

company.

5.2 Industrial sectors for the thesis and sources of primary data

The selection of industries for in-depth analysis was based to a large extent on the availability of 

statistical and qualitative information, particularly with respect to industries with different skill 

requirements. It was also important that the industries selected should employ locals of different 

ethnic groups, and foreign workers of different nationalities and, as far as possible, contain 

representation fi-om the whole of the Brunei economy, i.e. primary, secondary and tertiary 

sectors. From these sectors, three industries are selected, namely petroleum, the main economic 

backbone, construction, and wholesale and retail, the last two being the booming non-oil 

economic sectors in Brunei. An important reason for choosing these sectors is because they 

have the necessary workforce characteristics, and there is adequate statistical and qualitative 

information for analysis of those segmentation processes which the thesis aims to identity and
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explain. SpeciJBcally, these industries enable the thesis to provide evidence as to the degree of 

Brunei’s dependence on foreign workers and the robustness of that situation. The variability of 

workforce characteristics in the industries allows analyses of the significance of workforce 

composition, qualifications and skill characteristics of different workers, as well as enabling an 

investigation of the processes involved in hiring, training, career promotion in the companies 

examined, and the part played by the government in all these.

The data gathered fi"om the three selected industrial sectors are essential to the thesis aims in 

the following ways. First, they provide information on the different skills required for different 

types of jobs (structure of demand). Second, they allow identification of the supply of different 

skills (structure of supply) and their different residential status (Malays or non-Malays, locals or 

foreigners), which satisfy the demand in terms of the quantity and quality required. Third, they 

demonstrate specific skill shortages among locals in the labour market, leading to a reliance on 

foreign labour. Fourth, the data enable identification of the different occupational roles of local 

and foreign workers. Fifth, they allow an examination of relevant variables, such as companies’ 

ownership, rules and policies, government intervention in the companies examined, employers’ 

preferences for different sources and skill qualities of workers (local or foreign), and 

employees’ for types of jobs. The role of each of these in explaining how the resultant 

segmented labour market and employment structure emerged in Brunei is examined.

The major sources of data which form the basis of this research, in addition to the population 

censuses, are printed statistical documents ,̂ and qualitative information collected through 

interviews and questionnaires, from BSPC, and the construction, wholesale and retail sectors; 

and Labour Survey data from Department of Labour (Chapters Six and Seven). The nature of 

data sources will be elaborated in relevant sections in the chapter.

^Wholesale and retail sector are grouped together because the labour survey data available in the 
Department of Labour are recorded as such.
^Statistical information about workers (age, sex, nationalities, salary levels, etc.).
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5.3 Nature of secondary data and fieldwork strategy

The limitations of census data for the study were exposed in Chapter Four. For example, the 

census does not break down the occupational and industrial sectors by nationality of the non

citizen working population and therefore does not allow a study of employment characteristics 

by nationalities. Hence, it is not possible to detect patterns of employment of foreign workers in 

Brunei as a whole by country of origin, to reflect another form of segmentation, nor to explore 

occupational and industrial disparities in demand and supply, all information needed to assess 

the extent of Brunei dependence on certain nationalities. Furthermore, the population census 

contains data only for the public and private sector as a whole, rather than by individual 

industries which vary considerably in their employment characteristics.

A more serious shortcoming of the population census for the present research is the absence of 

information on levels of education by occupation and residential status. Such information is 

essential for assessing the quality of local and foreign employees, thereby providing an 

indication of the mismatch between job hierarchies (structure of labour demand) and skill 

hierarchies (structure of labour supply) of the domestic labour force. Moreover, it is also 

beyond the scope of any census to include qualitative information on stafBng policy, 

recruitment procedures, job requirements, and training. Such information might have helped to 

explain employment structure and patterns, preference of employers for certain nationalities 

rather than others, discrepancies in the Brunei labour market and other related factors that lead 

to increased dependence on foreign labour.

The fieldwork was designed to deal with these shortcomings. Other unpublished major 

primary materials gathered were data from the BSPC, the Labour Survey from the Labour 

Department, and employers in the construction, and wholesale and retail industries. 

Additional official published statistics on aspects of the economy and society of Brunei 

Darussalam were also obtained.

It is important to mention here that generally, qualitative data have been difficult to obtain 

due to the ambiguous local definition of "confidentiality", such as relating to the roles of
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local shareholders in the company that may be jointly-owned with foreign partner(s), and 

other matters like why some clerical tasks are still performed by foreigners. Consequently, 

some of the analytical results in some sections of the thesis cannot be supported 

convincingly. Inevitably, some speculative judgments are made based on relevant, but 

indirectly related information.

To supplement the inadequacy of secondary data (mainly population census), primary data 

were collected through interviews and questionnaire surveys. Because of the different nature of 

the industrial sectors selected, two sets of questionnaires were designed: one was used as guide 

for interviewing employers in the construction, and wholesale and retail sectors; the other for 

managers, planners, department heads and employees in BSPC, (see Figure 5.1 and Section 

5.4.4b and 5.5.4c).

The fieldwork was carried out in two stages mainly because of the distance (see Appendix 9a 

and 9c). The first incorporated a pilot study, partly aimed to test the practicality of the 

structured questionnaires, in particular the length and duration of time it would take to 

interview employers who are very time-conscious. This stage also involved initial collection of 

unpublished industry data fi*om the official survey up to 1991, gathering of primary data 

through interviews and questionnaires mainly fi*om BSPC, and a smaller sample fi’om 

employers in the construction and wholesale and retail sectors. The bulk of data collection for 

the latter sector was scheduled for the second fieldwork period.

The timing of the second period was specifically chosen to coincide with the availability of 

1992-93 Labour Survey data. The questionnaire for interviews with employers in construction 

and wholesale and retailing was modified for the second fieldwork stage to suit the duration of 

times they were prepared to accommodate. The second fieldwork stage was also necessary for 

updating data fi*om the Labour Survey gathered during the first fieldwork period and filling 

gaps identified fi’om the previous analysis, including the need to obtain information from 

Department of Labour for a succession of years in order to identify turnover of labour 

recruitment trends.
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Figure 5.1: Fieldwork Survey: Sources, Methods and Nature of Data
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The data collected allowed an in-depth investigation of segmentation and the processes that 

created it in selected economic sectors. They enabled identification of not only the existence of 

segmentation, but also which variables interact with one another and how, and the robustness 

of the segmentation processes.
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5.4 Brunei Shell Petroleum Companies*

BSPC is included in the research survey for several reasons. First, the company is the biggest 

private sector establishment in the country, with a workforce, numerically large enough to 

allow a study of the different employment profiles and roles of different groups of workers, 

such as by residential status (local or foreign, citizen and permanent residents, and local ethnic 

groups -  Malays and non-Malays), by occupational types and hierarchical positions 

(managerial, senior level specialists in different fields, junior level specialists, and support staff 

like clerical staffs). Second, BSPC is an industrial and a joint-ownership corporation between 

local (the government) and foreign partners (Royal Dutch and Shell group companies). 

Therefore, an examination of its organisational structure, internal labour market operation, 

company policies regarding procedures for recruitment, training, career advancement and 

promotion opportunities, as well as government intervention in all these, can indicate how 

segmentation and the processes involved, emerged in the company. More detailed Justification 

for the inclusion of BSPC in terms of objectives, hypothesis testing for significance of variables 

causing segmentation, specific to the company, but as a part of the whole the study, will be 

elaborated in Chapter Six.

Three specific hypothesis will be tested. First, the emergence of segmentation in BSPC 

between locals and foreign workers is consequent upon the disparities between the 

structure of labour demand (job hierarchies) and the structure of labour supply (skill 

hierarchies), which exacerbates domestic labour shortages and leads to continuous reliance 

on different foreign nationalities. Second, the company's size and ownership, product, 

technology and skill requirements, as well as staffing, employment and career development 

policies, combine to produce a series of segmentation processes. Third, the segmented 

employment structure is maintained by the reciprocal arrangement between both 

shareholders, the Brunei Government and the Royal Dutch and Shell group companies.

^This consists of five companies: Brunei Shell Petroleum (BSP), Brunei Liquefied Natural Gas (BLNG), 
Brunei Marketing (BM), Brunei Coldgas (BG) and Brunei Tankers (BT).
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through the mechanisms of placement of staffs of the latter in their other corporate 

locations, for training and career development purposes.

In other words, Brunei is one site in the internal labour market of Royal Dutch Shell as a 

whole. The overall result is a segmented employment structure in which certain roles are 

played by foreign workers of varying nationalities and others by Brunei Malay and non- 

Malay citizens.

The following sub-section explains the data collection in BSPC, including an elaboration of the 

data required (Section 5.4.2) for testing the above hypotheses. It is divided into sub-sections, 

under different themes: methods of selection of respondents, sources of data, and evaluation of 

the three sources of data gathered. The fieldwork strategy is similar to that adopted for the 

construction and wholesale and retail sectors (Section 5.3).

5.4.1 Sources and types of data

Three types of data were collected fî om BSPC. First, primary unpublished statistical 

information provided by personnel in the computer section of the company; second, primary 

data collected through interviews with planners of the Personnel Planning and Development 

Department and other department heads of the company; and third, primary data gathered 

through a questionnaire survey of selected employees.

The BSPC’s unpublished statistical information was the company's most recent (at the time, 

1991/92) raw data on the characteristics of the all its employees, such as age, sex, qualification, 

profession, nationalities, duration of employment in BSPC, types of contract. The primary data 

collected through interview and questionnaire surveys were qualitative, on company policies 

relating to recruitment, employment, training and promotion. The interviews were semi

structured and the questionnaire survey was fully structured, and organised as elaborated 

below.
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5.4.2 Organisation of interview and questionnaire surveys

The questionnaires were aimed to gather that information regarded as essential to 

demonstrating the existence and processes of segmentation which, as a consequence, might 

lead to increasing reliance on foreign workers and possibly a permanency of such pattern. The 

questionnaire was divided into eight sections according to different themes (see Appendix 9c), 

each with a specific objective as presented below.

Section 1

To obtain basic information on the background of respondents, mainly for establishing the 

employee’s position. Such information is needed to establish the kind of people deployed by the 

company, by nationality and type of contract (through employment status) offered to which 

nationalities. Such information provides a general pointer towards segmentation tendencies.

Section 2

To establish levels of qualification and experience upon recruitment. These qualities indicate 

whether his/her employment in the company is justifiable (such as to the Department of Labour 

in terms of merit and that no locals are suitable), which will therefore indicate whether or not 

there is segmentation in the selection of his/her employment.

Section 3

To assess how easy or difBcult it is for Bruneians, compared with newly-arrived foreigners, to 

obtain employment in BSPC. The key variable is age because, if respondents are young and 

only recently left educational institutions, they should occupy lower positions in the staff 

hierarchy, salary group, and need fiirther training. For some young foreign respondents 

(particularly staff of the company’s foreign partner) who occupy relatively high level staff 

positions (see Chapter Six), their employment may provide an indication of the company's bias 

towards them. This may then be construed as evidence of the existence of segmentation 

between foreigners and locals because they have been taken on not because of their skills, but 

as a result of the company’s obligation to provide further training for the international staffs of 

its foreign partner.
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Section 4

a) To gather information on vacancy filling procedures, since it is hypothesised that methods of 

recruitment constitute a major segmentation process. The objective is important to the thesis in 

providing additional supporting evidence of the existence of segmentation processes through 

the company’s recruitment methods. Thus the information gathered through this section 

discloses how vacancy information is disseminated to locals and foreigners and how different 

methods of application to the company influence success in getting employment there.

b) To collect information on previous working experience and the present one. Such 

information has been useful in this research in strengthening explanation relating to their 

successful recruitment into the company and indicating the existence or otherwise of 

segmentation processes through factors, such as whether respondents have relevant experience 

or otherwise. Thus, the issue is the quality of foreign personnel. Generally, their superiority in 

skill and experience partly indicates the company's preference for their employment and partly 

BSPC’s obligation to employ them because of the joint ownership (see Chapter Six).

c) To establish respondents’ rationales for changing jobs within the same organisation or from 

one to another, in or outside Brunei, including within BSPC. Such information allows the 

study to identify issues regarding their contentment or otherwise with their working conditions, 

salary levels and promotion prospects. Such information enables detection of segmentation 

tendencies, such as the suitability of salary levels offered and availability of opportunities for 

promotion, that work advantageously for some (particularly the international staffs of Shell 

group companies in BSPC) but not for others.

d) To find whether respondents are recruited because they possess skills appropriate for their 

jobs and whether their tasks are within their specialist areas, and to discover the effect on the 

company and respondents for doing tasks not within their specialist areas. This information is 

usefiil for assessing the importance of skills to the company, and indicating (though partly 

only) why locals and foreigners are allocated to different tasks, and consequently how 

segmentation might be reinforced.
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Section 5

a) To find out eligibility for training including the types, selection criteria (locals - Malay/non- 

Malay, as well as locals or foreigners), and effectiveness in performance after training. The 

rationale is to see if there are disparities in the company provisions for training for different 

employees, in terms of occupational hierarchies, locals or foreigners, and among different 

nationalities. Such information enables identification of segmentation tendencies in the 

provision of training to different groups of workers.

b) To identify discrepancies in career development schemes for citizen and non-citizen 

employees and to discover whether the field for individual career development is based on the 

exercise of options by the employees concerned or is dictated by the company career planners 

based on the company’s requirements. Such information reveals whether or not priority is 

given to one particular group of employees over others and the company's efforts in promoting 

the careers of citizen employees in particular. The availability of such a scheme (career 

development) for citizen employees indicates the strength of the company's efforts to increase 

Bruneianisation among higher level occupations which are still largely dominated by foreign 

personnel.

Section 6

To identify, from the perspective of respondents, eligibility and criteria for promotion, and the 

existence of barriers to promotion for certain groups of employees. Obtaining information 

related to promotion is vital, particularly for establishing that promotion is based on eligibility 

and employee potential and not on other factors, such as race or nationality.

Section 7

The objectives are: a) to explore respondents' views of their prospects in present employment, 

such as future training and promotion, and their likely actions if good prospects seemed remote 

to them; b) to investigate constraints in the company policy towards promotion prospects, and 

thus towards realising employees expectations in promotion; c) to investigate alternative 

sources of information on job vacancies for future employment outside BSPC.
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The aim is to assess the extent of the company's provision in terms of opportunity given to 

employees in their employment prospects. Such information is necessary because it can 

indicate that employees without alternative employment elsewhere have to stay on in the 

company, with or without promotion prospects. This means that the company can easily take 

advantage of their services by letting them stay on in their jobs without having to provide them 

opportunity for promotion. Such employees are therefore discriminated against compared with 

other employees, a fiirther segmentation process.

Section 8 (foreign employees only)

To obtain the views of non-Bruneian employees of the task performance capabilities or 

otherwise of Bruneians. Such information is useful in providing feedback on; job preference 

among Bruneian employees for occupying certain jobs but not others; company preference for 

foreign workers for certain jobs, which can be done by Bruneians; and types of jobs, eschewed 

by locals in and outside BSPC. Although all this information is biased to a large extent, it 

nevertheless, provides usefiil feedback in helping to explain job capabilities and preferences of 

the locals. The information allows the reality as perceived by employees to be checked against 

the printed document of the company (see sub-section 5.4.5c), including information on the 

types of jobs the Bruneians in BSPC mainly occupy.

In summary, the questionnaires are mainly to obtain information, particularly on vacancy filling 

strategy, training, and promotion fi*om the foreign employees’ perspective. From such 

information, both sides of the argument have been obtained since planners and department 

heads were also asked similar themes through interviews.

5.4.3 Respondents for interview and questionnaire surveys

In BSPC, there are five staff categories: International supervisory staff (ISS), regional 

supervisory staff (RSS), supervisory staff (SS), specialist supervisory staff (SSS) and technical 

and administrative staff (TAS) . Names of personnel in these categories were obtained fi-om 

the company's telephone directory. The selection of respondents was made by choosing at least 

one person (male or female) fi-om different departments, profession, occupational hierarchies
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residential status and nationalities. The objective of selecting dififerent background of 

respondents is to get varieties of information in terms of individual work experience in the 

company, including training, promotion, nature of tasks, and career development.

In BSPC, respondents are both employers and employees rather than just employers as in the 

construction, wholesale and retail sectors. In BSPC, the rationale for asking employers 

(represented by managers, planners and department heads) and employees on similar themes is 

to get both sides of the argument and thus to ensure the validity of primary unpublished 

documents of the company with the information given by selected employees.

The sample for interviews and questionnaire survey was designed to derive information from 

personnel of different background: local and foreign, local Malays and non-Malays. As such, it 

would be valuable in detecting evidence of segmentation processes through personal work 

experience in the company, such as how they were selected for training and promotion. The 

objective is to demonstrate that segmentation is not only visible in the Brunei labour market and 

employment structure as a whole (Chapter Four), but is also present in the most important 

private sector company in the country.

5.4.4 Methods of primary data collection

Collection of unpublished primary statistical data from the company was by request to relevant 

departments and qualitative primary data by interviews and questionnaire survey (Figure 5.1 

and Appendix 10a).

In collecting primary qualitative data, such as on training and career development of BSPC 

employees, through interviews with company’s planners and personnel specialists of BSPC and 

sending out questionnaires to other BSPC employees, the approach was either in person or 

through contact by telephone (details in subsequent sections). All the data gathering exercise 

for BSPC was completed within a duration of two months, during the first fieldwork period.
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a) Printed documents

In addition to information gathered through interviews and questionnaires, the BSPC also 

provided primary statistical data on its approximately 4,000 employees at the end of 1992 and 

early 1993 (the most recent at the time). These data are a rich source of information on 

particulars of all the company's employees, such as occupation, age and sex, race, citizenship, 

types of contract, job and salary groups. The data allow an examination of demographic and 

employment characteristics of the company's workforce which can then be used to detect 

elements of segmentation, such as disparities between the qualifications, skills and experience 

(through duration of service in the company) of the locals and foreign workers, and their 

occupational types, positions and salary levels.

b) Interviews with planners and department heads of BSPC

The semi-structured interviews were conducted using similar themes to those in questionnaires, 

particularly those relating to company policy on staffing, recruitment, training, and promotion 

(see Appendix 9c section headings, 1-7). Responses were tape-recorded. Sixteen respondents 

were selected (see Section 5.4.3) all of whom had previously agreed to be interviewed. 

Interviewees were mainly top personnel; planners, managers, department heads of personnel 

relation and training; others included the head of recruitment, liaison officer (between BSPC 

and Government), service contract officer, and workers' union leader. These personnel were 

selected because some of them were policy and decision makers and others were implementers. 

They were, therefore, in a position to impart important information about why and how certain 

policies on recruitment, training, career development and promotion were developed and 

implemented.

c) Questionnaire survey on employees of BSPC

The questionnaire survey mainly sought personal information, such as educational background, 

previous and present employment, training, promotion, personal aspiration regarding present 

and future careers (see Appendix 9c and 10a). Of the fifty questionnaires sent, thirty-three 

(sixty-six percent) were returned. Those who declined to respond were mainly the Chinese of 

permanent residential status (see Section 5.4.5c).
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Individuals in the sample were contacted initially by telephone to ask whether they would be 

willing to answer a questionnaire. The questionnaire was sent to them only if they had no 

objection; and a period of seven to ten days was specified for them to return the completed 

questionnaires to the researcher by internal post (i.e. within BSPC). Respondents who had not 

returned the questionnaires within the specified period were contacted by the researcher and 

reminded to return the completed questionnaires.

The three types of data collected vary in their adequacy for testing hypotheses and reaching the 

thesis objectives. An evaluation of them is given below.

5.4.5 Evaluation of data from BSPC

a) Statistical information on BSPC employees

The information allows an examination of the demographic and employment characteristics of 

the total workforce, such as sex, age, local races, citizenship, qualification, country of origin, 

types of contract, types of occupation and positions, as well as salary levels. The purpose is to 

identify types and hierarchies of occupational selectivity of local and foreign workers, in order 

to reveal the existence and forms of segmentation, and also the processes involved in creating 

and sustaining it. The types of segmentation analysed in Chapter Six are limited to the types of 

occupation and staff hierarchies and salary levels between local and foreign workers and 

between Brunei citizen Malays and non-Malays, because of the limited information made 

available by the company.

Despite the richness of the statistical information from BSPC, it has one outstanding limitation 

for the present research. It is a continuum data source, updated every year. Previous annual 

entries were stored in archives, on a different software system, and could only be accessed with 

a lot of work to which the company was unwilling to commit itself Therefore, the data did not 

permit a study of turnover by employees of BSPC nor allow detailed studies of trends and 

changes in the employment characteristics of foreign and local workers of the company. The 

only available data from BSPC which show trends allows only analysis of a general 

employment profile of the company from 1984 to 1992 (see Chapter Six, Figure 6.1 and 6.2).
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These data also enable graphic presentation and give an indication of changes in the 

employment profile in terms of citizen, permanent residents and foreign national workers in the 

company. However, the limitations of statistical data are partially alleviated by qualitative 

information collected through interviews and the questionnaire survey.

b) Information from interviews

Information gathered through interviews with planners and department heads was relatively 

rich because respondents were managerial and senior staff level and supplemented the 

questionnaires and statistical information provided by the company. The interviews allowed 

retrieval of policy and other factual information which enabled examination of the different 

aspects of manpower study, the question of the shortage of workers, existence of segmentation 

and the role played by foreign workers in the company.

c) Information from questionnaires

The themes of questionnaires were chosen specifically to relate to the hypothesis that 

segmentation tendencies exist in the Brunei labour market which exacerbate the heavy 

dependence on foreign labour; structurally, sectorally and occupationally. This process 

becomes circular, in turn leading to more labour market segmentation in a cumulative fashion.

The questionnaire was designed to tackle a variety of issues, such as the suitability of 

qualifications, relevance of skills and experience of local and foreign workers to the 

occupational types and positions they occupied and eligibility for training and promotion. 

Information was collected on educational qualifications, knowledge about job vacancies, 

previous and present employment, training, promotion, aspirations for future career or 

occupation and views on the local employees in the company. These formed a background to 

eliciting the views of managers on the current labour market segmentation and the segmented 

employment structure in the company.

The responses to questions enabled the researcher identification of those variables which 

constitute segmentation processes. Some department heads, however, prevented their 

personnel fi'om responding to questionnaires altogether, because they found that some
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questions involved sensitive issues (such as prospects of promotion among the Chinese 

employees) which might endanger the security of their employment in the company. In order 

to respect such wishes, the department concerned was excluded from the questionnaire survey. 

This does not affect the validity of information collected as a whole because respondents 

initially chosen from the department that declined to respond were replaced by personnel of 

similar occupational and residential status from other departments.

Another group of the company's personnel, the local Chinese who were mainly permanent 

residents of Brunei, were included as respondents. But the majority (nine out often) declined 

to respond because they felt strongly that the research was unlikely to contribute to any 

immediate changes in the government policy which gives priority to Brunei citizens, in 

particular the Malays, in term of recruitment, training and promotion. They also found the 

questionnaires were too sensitive for them to respond because they were already seen as 

seconds compared to local Malays, and therefore responding to such questionnaires would not 

please their superior. Such a cautious attitude to being “secondary” (i.e. less favoured) workers 

is in itself is an index of segmentation. Hence information from this group of workers could not 

be obtained.

Overall, the information gathered through interviews with planners and department heads was 

generally very informative, especially on the company’s career development schemes and 

training for those locals with potential for managerial appointments and prospects for their 

promotion. In addition, a clearer picture was also drawn from planners and department heads, 

with respect to internal labour market recruitment procedure of staffs from the Royal Dutch 

and Shell Group companies, of specialists from the region and within Brunei, as well as the 

sensitive issue of the priority given to citizen Malays over non-Malays in the company. Such 

detailed information could not be derived from the BSPC statistics nor from the questionnaire 

survey because of the structure of the question. With the interview survey, additional probing 

questions resulted in more detailed information than might otherwise have been possible.

Indeed, the additional probing questions (such as, “Why can the local Chinese not be promoted 

at all even though they have proved that they are good in their jobs?”) turned out to be very
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usefiil in enabling the researcher to compare similarities in the responses of planners and 

department heads with those of employees, particularly regarding opportunities for promotion 

between citizen Malay and non-Malay staffs. Information from planners and department heads 

in this matter, for example, clearly demonstrated the firm policy of the company on the 

eligibility for promotion with respect to residential status of workers and terms of contract, thus 

exposing another very important variable that constitutes a process of segmentation in the 

company.

Information on trends and on other parts of the private sector has to be drawn from elsewhere. 

Hence we now turn to the other two sectors.

5.5 Construction, wholesale and retail sectors

The construction, and wholesale and retail sectors employ relatively small numbers of 

locals (particularly in construction) and a lot of foreigners, the majority of whom are lower 

skilled. These sectors therefore, provide information on demand for and supply of white and 

especially blue collar manual workers. Such information complements the data on the 

professionally skilled workers in BSPC to give a more complete picture of the whole skill 

spectrum and its segmentation.

Several hypotheses which form part of the main thesis hypothesis were tested to 

demonstrate those segmentation processes specific to the construction, wholesale and 

retail sectors. First, segmentation processes that emerged in companies of different activities, 

sizes and sales products, varied as a result of their policies on recruitment and employment, the 

nature of their labour demand and the supply problems they encountered. Second, the trends of 

labour demand and supply, and workforce size and composition (locals or foreign) are 

dependent upon the company’s ownership (locally-owned/ Jointly between local and foreign), 

structure of decision making, policies on recruitment, and whether it is labour or capital 

intensive. Third, local and foreign workers in the two sectors play different roles. The locals 

generally perform semi-skilled, middle level white collar occupations, while the foreign workers 

are mainly specialists at higher skill levels or perform blue collar menial jobs at the lower end. 

Fourth, companies generally prefer recruiting foreign workers, especially skilled ones because
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they are already skilled and do not need further training. Fifth, the absence or lack of training 

opportunities given by companies to locals is a contributing factor to segmentation of the 

labour market and employment structure, particularly in construction. Such a situation tends to 

increase reliance on foreign labour and slow down Bruneianisation of employment. Sixth, 

favourable contractual terms and less strict systems for work permit applications contribute to 

increased demand for foreign workers, reinforcing the existence of segmentation in the labour 

market and employment structure in the sectors examined. Seventh, the tendency for 

employers in the two sectors continuously to prefer employing foreign workers will contribute 

to the robustness of segmentation processes in these sectors.

The collection of different types of relevant data required for testing these hypotheses is 

addressed next.

5.5.1 Sources and types of data

Information from construction, wholesale and retail companies was obtained through 

interviews and from the Labour Survey carried out by the Department of Labour .̂ Companies 

were selected from a list of all registered companies in the two sectors employing local and 

foreign workers, available from the Labour Department^ (see Appendix lla-d, 21 and 22). 

The selected companies were those which had submitted their annual Labour Survey forms 

containing particulars of their employees within the five-year study period, 1989-1993 (see 

below).

The data gathering exercise for these sectors took eight months in all, two during the first 

fieldwork period and six during the second. A pilot study was also incorporated in the first 

fieldwork period, mainly involving interviews with employers and senior personnel in 

construction industries and in BSPC. The objective was to test the applicability and practicality 

of the questionnaires. Data for the construction and wholesale and retail sectors were derived

^The data had to be copied manually, the only method permissible by the department concerned. 

^The list merely contain name of companies and their location in Brunei.
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from two major sources: Labour Survey and from interviews with employers and senior 

personnel (see Figure 5.1, Appendix 10b andl la-d).

The Labour Survey collects an enormous amount of information on employers and employees, 

in particular foreigners employed in the private sector in Brunei. It is conducted towards the 

end of each year by the Government Labour Department. The Department issues three types 

forms, called Census of Employers/Employees, numbered as Forms 700 and 700A, 702, and 

704 (see Appendbc lla-d). These forms are sent to all companies in the country in the semi- 

government and private sectors. There is a deadline for companies to return the completed 

forms to the department, after which a fine of two thousand Brunei dollars is (in theory) levied 

upon any company which has failed to do so. In practice, the fine has never been imposed to 

date and hence some companies do not submit the form annually. However, according to 

oflScers in the statistical section of the Labour Department, most companies submit the form 

occasionally.

Form 700 and 700A contain basic information, such as name of company, address, manager's 

name, name and address of workers' insurance, description of business activities, total number 

of workers and staff, total number of approved quota  ̂by the Labour Department for specific 

the types of profession initially applied by the company concerned, total already employed (out 

of the total initially approved), total number of workers by sex and residential status.

Form 702 requires every company to fill in detailed information about each employee. The 

information is entered by name of the individual worker, sex, date of birth, identity card number 

and colour, race, race code, religion, country of origin, country code, occupation (trade 

profession or work done by employees), occupational codes, full-time or part-time, wages in 

amount paid (daily or monthly), total number of working days in a month, weekly working 

hours (normal and actual), earnings received (actual wages, other earnings, total monthly), and 

provisions (housing, medical, paid-leave). In 1991 two new aspects were added for

This means the maximum number of types of profession (e.g. accountant, masons, etc.) that has been 
approved by the Department of Labour. For example, if a company applied for a quota of five foreign 
accountants, then the employer concerned would not be allowed to employ more than five foreign 
accountants. He has to forward a new application and justification for increasing the initial quota.
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information on level of education and codes, and religion of employees. Thus, Form 702 is 

more detailed than the other two in that it includes every person employed in a company.

Form 704 is a summary of information from Form 702. It contains information on foreign 

workers only, by occupation, nationality, regional (Asia) and international. Three groupings of 

country of origin classified. The first identified contains those from the ASEAN region, and is 

grouped into two: Malaysia (name of states to be specified) and rest of ASEAN region 

(Singapore, Thailand, Indonesia and Thailand to be specified). The second is the rest of the 

Asian countries including India, Sri Lanka, Pakistan, Bangladesh, Hong Kong, Taiwan, Japan, 

Korea and Others. The third grouping is the rest of the world: America, Australia, United 

Kingdom, Netherlands, Austria, Germany, Sweden, Nigeria, New Zealand, and others. The 

content of form 704 provides quick and useful information as to the total number of foreign 

workers in various companies by occupation, gender, races and country of origin. However, it 

does not show the total number of employees in a company as it does not include local 

workers. Hence, it has to be complemented with Form 702. What is clear is that the Labour 

Survey forms provide a rich source of detail on the foreign workforce and its characteristics in 

comparison with those of the locals. Further, because it is annual, it is possible to derive trends 

in the labour force characteristics of the sectors studied.

However, the Labour Survey contains only information, such as on characteristics of local and 

foreign workers which, though rich, is still inadequate for fully testing the hypothesis of the 

study. Interviews and questionnaire surveys with employers and senior personnel of companies 

were therefore necessary to obtain non-statistical information to supplement the Labour 

Survey. Thus, while the Labour Survey contains only statistical information, interviews and 

questionnaire surveys provide rich first-hand qualitative information from which variables 

constituting segmentation processes in the construction and wholesale and retail sector can be 

identified. Important information required for identifying segmentation process, includes, 

among others (see Section 5.5.2), company policies on methods and procedures of recruitment, 

terms of contract for local and foreign workers, causes of specific skill shortages, qualification 

and skill requirements, training and promotion opportunities. This information allows detailed
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testing of several hypotheses relating to segmentation processes that could not otherwise be 

performed.

5.5.2 Organisation of interview and questionnaire surveys

The questionnaires were divided into seven sections (see Appendices 9d and 10b), each of 

which is designed to derive information for testing specific hypothesis (stated in Section 5.5).

These enquiries are aimed, first to gather information on the labour demand for skilled workers 

both for the new jobs created and during shortages within the period of study, the composition 

and characteristics of workers. The importance of this information is in assessing extent of 

Bruneianisation of employment, and hence providing evidences of the extent of the sectors' 

dependence on foreign workers.

Second, is to ascertain the nature and extent of preferences in recruitment, such as for foreign 

nationals rather than Bruneians, thereby helping provide evidence on the nature of reliance 

especially (regarding skill quality) on foreign workers.

Third is to enable the study to infer whether availability of training, absence or lack of it, is a 

contributing factor to speedy or slow localisation of employment in construction and wholesale 

and retail establishments in the country.

Fourth is to identify provisions in the terms of contract, that might attract or distract foreign 

and local workers, respectively, to work for the companies. It could be that favourable 

contractual terms and less strict systems for work permits application, for example, contribute 

to increased numbers of foreign workers in the country.

Fifth is to get general indication of the future workforce composition with respect to locals 

versus foreigners in the two sectors. The point here is to indicate how aware companies are of 

their continued practices of increasingly depending on foreign labour and that this will 

contribute to permanently segmented labour market in the sectors and Brunei in general.
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5.5.3 Respondents for interview and questionnaire surveys

Only employers and senior personnel of the companies selected were interviewed and not 

employees as in BSPC. Employees in these sectors were not included in the survey because of 

the unwillingness of employers to permit the researcher to gain access to them.

5.5.4 Method of data collection

a) Labour Survey

The number of construction and wholesale and retail companies, for which Labour Survey data 

were available were fifty and seventy respectively. Two strategies for acquiring the data were 

employed. The first was to request copies of Forms 700, 702 and 704 directly fi'om companies 

selected for interviews. Out of thirty companies approached, only five in each sector were 

willing to provide copies. Second, the remaining data fi'om the labour survey (55 companies 

construction and 65 wholesale and retail sectors for 1989-93 period) were copied manually 

fi'om the Labour Department, partly done during the first fieldwork period and partly the 

second. The data were supplemented by a programme of interviews and questionnaire survey.

b) Interviews and questionnaire survey

Interviews with employers or senior personnel in companies in the two sectors were conducted 

during both fieldwork phases. The employers or senior personnel of companies were first 

telephoned to explain the researcher’s intention to see them and, once they agreed, 

appointments were fixed. Contact by telephone was preferred because of the speedy way of 

getting feedback. When some employers or senior personnel indicated their reluctance to be 

interviewed, the researcher then pressed for co-operation because the study had the backing of 

the Labour Department. Nonetheless, some employers and senior personnel excused 

themselves for several reasons, the usual ones being: the right personnel were away overseas; 

they were too busy with urgent matters to attend to (even after several appointment made); the 

boss was away, and therefore they dared not disclose any infomiation.

Of the fifty companies in construction and seventy in wholesale and retail sectors, only fifteen in 

each sector were willing to be interviewed. Statistical data for the remaining companies were
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copied from the unpublished Labour Survey returns made by the companies. In the first 

fieldwork phase, five companies were interviewed as a pilot exercise; the other twenty-five 

interviews were conducted during the second phase.

Companies interviewed were selected according to their workforce size. They were categorised 

into three groups: large - 100 workers or more, middle - 50 to 99, and small - 10 to 49. The 

rationale for categorising companies into three sizes was because their policies and methods 

and procedure of recruitment, training and promotion offered, their demand and supply of 

labour, both quantitatively and qualitatively, and their sources (local, regional or international), 

as well as the qualification skill-specificity and profession required, generally differed from one 

another, particularly between large and small companies. Such differences could have different 

effects on the employment structure of the different groups of workers (locals and foreigners), 

different nationalities of foreign workers, levels of skills in different sizes of company. Thus the 

interplay of these variables can generate segmentation processes and a segmented employment 

structure in larger companies, but not necessarily in medium and/or smaller ones. For the 

wholesale and retail sectors, types of products were also included in selecting enterprises to be 

interviewed, such as electrical goods, motor vehicles, foodstuffs, curtain fabrics and beverages. 

These were to ensure that variations in their policies, methods of recruitment and procedures 

for training and promotion opportunities available, in their labour demand and supply in terms 

of numbers, qualities and sources (local, regional or international), as well as qualification and 

skill levels required, were all taken into account when examining variables that created 

segmentation processes in these respective companies.

The interview technique for both sectors was guided by structured questions (see Appendix 

10); responses were tape recorded. The method enabled more detailed information to be 

obtained through probing questions during interviews. The overall method, therefore, was to 

use a dual strategy (manual copying of Labour Survey data and interview) to enable a 

collection of rich statistical information and qualitative materials.
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5.5.5 Evaluation of data from the Construction, Wholesale and Retail sectors

a) Labour Survey

The Labour Survey is a rich source of information (especially Form 702) from which the 

composition and characteristics of the workforce in construction and the wholesale and retail 

sectors can be made. Since the survey is conducted annually, detailed changes in the workforce 

can be detected, including the employment characteristics of locals and foreigners, nationality, 

ethnicity, age-groups, occupational types and hierarchies, salary levels, qualifications and 

benefits provided. In addition to establishing the characteristics of the workforce, such 

information also enables changes in structure to be determined. This is important for the thesis 

because it allows the robustness or otherwise of segmentation to be assessed.

Analysis of the information content of the Labour Survey has important practical applications. 

In particular, it can be used as base information for the government to identify current demand 

and provide an indication of fixture skill requirements. In other words, it can be used as a guide 

for the government to make the necessary changes in its education policies and curriculum so 

as to produce more Bruneians whose qualifications are marketable to companies in the private 

sector in Brunei. In this way, dependence on foreign workers may be reduced. However, the 

information provided by the Labour Survey is limited in some respects. It cannot reveal the 

reasons for the high proportions of certain races and nationalities of workers, particularly in the 

construction sector, nor can it provide information to allow investigation of the process of 

recruitment and the procedure for bringing in foreign workers, their terms of contract and 

provision of training. Such information is vital for the purpose of confirming the continuation 

of segmentation tendencies implied by the information that the census contains. Therefore, it 

was necessary to seek additional information from companies on recruitment specification and 

policies, job requirements and vacancy filling strategies, training and promotion. Such 

information provides evidence to support the main research hypothesis that segmentation 

tendencies exist in a form robust enough to maintain the segmented labour market and 

employment structure and consequently increase Brunei's reliance on foreign workers. 

Complementary qualitative information was obtained through interviews with employers or 

senior personnel in construction and wholesale and retail enterprises.
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b) Interviews and questionnaire survey

The qualitative data gathered through interviews and questionnaire survey were vital in filling 

the information gap left fi'om the Labour Survey (Form 700,702 and 704). The questionnaire 

used (see Appendix 10b) was not distributed beforehand, but given to interviewees at the 

beginning of interviews so that their responses were spontaneous. This prevented them fi'om 

preparing answers to questionnaires in advance because a prepared response might not reflect 

the reality of situation. This way the validity of their responses was therefore better ensured.

The tendency for some interviewees was to generalise some aspects of the information 

provided: for example, " all the Bruneians stay on their jobs for a very short period and they are 

not co-operative in terms of working overtime when required". However, evidence fi'om the 

Labour Survey clearly showed that some Bruneians in fact stayed in their jobs for more than 

two years (see Chapter Eight, Section 8.2.2, Table 8 a and b, 9a and b). As for staying beyond 

normal working hours, the main reason might be that the overtime pay was not attractive 

enough to them. In addition, it proved diflBcult to get detailed responses to some question 

(such as ‘can the locals who replaced foreign workers do the job equally well?’) through 

interviews. It appeared that the majority of interviewees were too cautious in disclosing 

information on local workers’ job performance because they did not want to be seen to be 

biased against the locals by talking about their work performance; or perhaps, they were 

suspicious of the interviewer's intention in using the information provided, as it might lead to 

negative consequences for their companies. Hence, for some companies, information such on 

recruitment policies, hiring practices, preference of workers' nationalities and other related 

matters, was limited. Interviewees' cautiousness required the interviewer to ask probing 

questions in an indirect way to get them to provide answers to questions to which they 

hesitated to respond. Such a situation tended to lengthen interview time, though not in all 

cases, and inevitably slowed down the speed of interviews.

5.6 Practical problems in first and second fieldwork

In general the collection of both secondary and primary data fi'om BSPC did not encounter any 

major problem. The only constraint was the unwillingness of local Chinese employees to co
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operate because the company’s policies, particularly regarding promotion, were already fixed 

and hence they were of the opinion that such a policy which was implemented only in the last 

decade would not be revised so soon, and therefore responding to the questionnaire survey 

would not change anything (see Section 5.4.5c).

More practical problems were encountered in data collection in construction and wholesale and 

retail during both fieldwork periods. They were generally of similar nature and mainly to do 

with lengthy questionnaires, time-consuming exercise in data collection fi’om the Labour 

Survey, difficulty in getting co-operation fi-om employers and postponement of interviews. 

However, problems encountered during the first fieldwork were minimised during the second.

The first major problem was that the initial structured questionnaire (first fieldwork) used for 

interviewing employers and senior personnel in the two sectors was too lengthy and many 

questions required too much statistical information. Consequently, interviews for each of the 

five companies in construction chosen as a pilot had to be conducted in at least two sessions; 

with one company, the questionnaire was only completed after four visits. The initial intention 

in designing questions requiring detailed statistical information was that if employers could 

provide the detailed data required, the copying exercise explained above could have been 

avoided or at least reduced. This was not successful as interviewees in construction and 

wholesale and retail enterprises were unable* and/or unwilling to supply detailed information, 

preferring to provide only general answers. In some cases, respondents felt that the information 

sought was too confidential to disclose. The lengthy questionnaire was revised and shortened 

when used in the second fieldwork period.

Second, the researcher was not permitted to make photocopies of Labour Survey documents 

available in the Labour Department, but had to copy the content manually. This exercise 

absorbed eight weeks of the first fieldwork and six weeks in the second. Initially, the plan was 

to copy four years of Labour Survey (1989-91 and 1993) for sixty companies in construction

*Some of the companies approached did not keep records of employees for more than two years. The 
researcher required five years record.
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and one hundred in wholesale and retail sectors. Because some companies did not submit the 

completed labour survey consistently every year, their records therefore were not available in 

the Labour Department, hence the number was reduced to fifty for construction and seventy for 

the wholesale and retail sector. A lot of time could have been saved (hence shortening both 

field work periods) had photocopying of the Labour Survey documents been approved.

A third problem, was to obtain the co-operation of employers and senior personnel in the 

wholesale and retail sectors, both to allocate time for interviews and to respond to some 

questions. Such a constraint is common in the context of research in Brunei generally, mainly 

due to suspicions about a researcher who, though an academic, is also a civü servant, to whom 

the disclosure of information might jeopardise their company’s credibility. The unwillingness of 

some employers to be interviewed was refiected in an initial reaction that they were too busy. 

Others who were initially willing to spare times often had to cancel or postpone the 

appointment, the usual reason given being that they had some urgent matters to attend. Some 

interviews were postponed, often at the last moment, as many as three times before the 

interview eventually took place .̂ By then, it was too late to fill the time with another interview. 

Ultimately, the interviews obtained were reduced from the initially planned thirty each for 

construction and wholesale and retail sectors to fifteen each.

Fourth, the strategy for deriving and checking information by doing a questionnaire survey on 

planners, department heads and employees as in BSPC, was not possible in the construction, 

wholesale and retail sectors. This was because employers in these sectors did not allow the 

researcher to interview or do a questionnaire survey of their workers, perhaps because they 

feared their workers might disclose confidential information. There was also a communication 

problem, particularly in the construction sector; most workers (such as the Thais) did not speak 

English or Malay. This different treatment was reconciled by obtaining information from the 

Labour Survey (see Section 5.5.4a and 5.5.5a), which to a great extent provided a way of

^Qf the thirty interviews, about half were only successfully conducted after two to three cancellations or 
postponement.
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double-checking information from the interviews with employers in the construction, wholesale 

and retail sectors.

Fifth, some respondents considered information on nationalities of the owner, partners or 

shareholders of company as confidential. Since these were usually the people running the 

company, it was important to get information about them in order to establish the nationalities 

of the workforce at the managerial level.

Perhaps the underlying cause of the unwillingness of some respondents to disclose such 

information was cultural. In Brunei, it is still not a common experience for employers or 

employees in the private sector to encounter students or even academics coming to them 

requesting detailed statistical information, let alone conducting interviews which required them 

to disclose sensitive information, and seeking opinion on the negative aspects of their local 

workforce. They might anticipate that letting out such information could jeopardise their 

business enterprises. The problem was the level of detail required by the researcher. They 

would have been more co-operative if the information sought was of a general or superficial 

nature and might have been more accommodating had they seen the researcher as merely an 

academician rather than a civil servant. Unfortunately, they considered the researcher as a civil 

servant because of the status of Universiti Brunei Darussalam, and the association with the 

Department of Labour.

In spite of the above problems, the questioimaire survey provided valuable and detailed 

information on companies' policies on recruitment of local and foreign workers, general and 

specific requirements with regard to qualifications, experience and skills at different 

occupational levels, terms of contract, training, changes in labour force and occupations, 

employers' experience in dealing with local and foreign workers, roles of local and foreign 

workers, efforts of employers in the sectors investigated in complying with the government 

policy on localisation, as well as future development of companies concerned and its 

implication on labour needs. These were perceived to be the factors engendering and 

maintaining a segmented labour force.
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5.7 Data processing

The data collected through fieldwork were unpublished, hence required processing in order to 

make them into useable for the research analysis. This section explains briefly how this was 

done.

The statistical information provided by BSPC was in the form of a computer printout 

containing particulars of all employees, recorded by job title and fimctional index. Variables 

included were age, sex, citizenship, country, qualification, staff category, duration of service in 

the company (which include previous), types of contract, residential status and salary groups. 

Because of the enormous volume of the statistical information obtained, all variables were 

coded by the researcher to enable computer sort-processing of data to be done systematically in 

her own database.

For the Labour Survey documents, the initial work analysis involved classifying workers by 

occupations. Other variables, such as age, sex, nationalities, residential status, qualifications 

were entered into a self-designed form, exactly as they were in the original Labour Survey. Post 

coding, was necessary to make them processable for analysis. The coding scheme used was 

mostly in numerical form.

The interview survey used structured questionnaires, and asked mainly open-ended questions. 

This qualitative information collected through interviews with employers, senior personnel in 

construction, wholesale and retail sectors, and BSPC were tape-recorded and transcribed, 

according to themes. The information was then used to complement data ifrom printed 

documents and the Labour Survey.

5.8 Conclusion

The shortage of citizen workers, both in terms of quality and quantity, which leads to continued 

heavy dependence of Brunei on foreign workers has been one of the main concern of the 

government. In its five-year development plans, various policy measures have been taken to 

overcome or at least reduce the dependence on foreign workers. The emphasis on human
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resource development is a prerequisite to a more successful process of Bruneianisation of the 

workforce, aimed at reducing labour supply problems (particularly the private sector), which 

are both quantitative and qualitative.

In this chapter an account of the data sources and analysis used, including types and techniques 

of data collected, selection of respondents and problems encountered in both fieldworks, has 

been presented in order to show on the one hand, its sufficiency in pursuing certain aspects of 

the labour market, and on the other its limitation in exploring other aspects within the issue of 

the manpower study. The types of data required to test the hypotheses of the study are primary 

and secondary, unpublished statistical and qualitative fi'om different sectors of the economy.

The combination of secondary data and primary data collected offers a rich source of 

information for the study of segmentation processes in the three industrial sectors selected for 

this research. Overall, the types, quantity and quality of data required for the study to realise its 

objectives are sufficient to allow an in-depth analysis of segmentation processes in the selected 

sectors of the economy. Using the data gathered through the two fieldwork surveys, 

subsequent chapters will therefore examine and analyse those variables that brought about 

segmentation processes and sustenance of segmentation in the labour market and employment 

structure of the three industrial sectors selected.



180

CHAPTER SIX: PATTERNS OF EMPLOYMENT IN BRUNEI SHELL
PETROLEUM COMPANIES

6.1 Introduction

In Chapter Four, the existence of segmentation between sexes, ethnic groups, nationals and 

non-nationals and skilled and unskilled workers in the Brunei labour market and employment 

structure as a whole was revealed. Particularly significant was occupational segmentation 

between the Bruneian and foreign labour. The former were mainly engaged in high and middle 

level white collar occupations, especially in the government sector, while the latter were mainly 

found at both ends of the skill spectrum, in highly skilled and in blue collar jobs in the private 

sector. It was also detected that the Bruneians particularly disdain certain economic sectors, 

such as construction.

Foreign workers to a great extent provide the manpower for jobs in all sectors of the economy, 

which the domestic labour force cannot or is unwilling to satisfy. However, analyses based on 

census data only allow an investigation into the occupational and skill profiles of different 

economic sectors as a whole. There is a need to investigate disparities in the labour demand 

and supply situations across the skill spectrum and to determine the degree of dependence on 

migrant workers specific to certain occupations and sectors, identify segmentation between the 

different groups of workers and segmentation processes, as well as to assess the permanency of 

such a feature. For Brunei, such investigations are significant because they first enable 

identification of those skills in short supply among the locals and in which economic sectors and 

then demonstrate the processes of structural and sectoral segmentation. Such identifications 

also allow government planners to focus on human resource development and identify local 

workers for training in the expertise that is in demand.

In this context, the labour processes in operation in Brunei’s largest private sector employer are 

highly significant since they set the tone for much of the rest of the economy. Because BSPC 

comprises both local and foreign employees, it not only allows a study of whether the 

segmented employment structure found in the Brunei economy as a whole also exists in the 

major employer, but gives important information on the interaction of indigenous (Brunei
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ownership) and foreign (Shell ownership) cultures. An investigation into how segmentation 

processes evolve in such a large technical company, (the lifeblood of the Brunei economy) is 

vital to the study, because it is such a large element in the segmentation of Brunei’s labour 

market as a whole and plays a major role in determining Brunei’s employment characteristics. 

The importance of including BSPC in the thesis is that the employment structure in the 

company produces mismatches between job demands and skills of local employees with the 

result that BSPC requires highly skilled foreign experts, reliance upon whom has become 

ingrained.

The focus in this chapter is on the company’s workforce composition and characteristics, 

employment structure, occupational and skill selectivity. Investigations of these variables are 

necessary because they provide specific information on the differences between citizens and 

foreign nationals, in order to identify disparities among the different groups of workers in the 

company. The objectives are first, to identify the forms of segmentation and examine the 

segmented employment structure with respect to the roles played by local and foreign workers 

of different nationalities, as well as among the local workforce (classified here as citizen Malays 

and non-Malays); second, to identify and explain the processes that engender the segmented 

employment structure within the company; and third to assess the degree to which 

segmentation processes maintain as well as create the segmented labour market in which the 

roles of different nationalities (and ethnicity) become fossilised.

It is hypothesised here that first, the contributing factors to the emergence of segmentation 

between local and foreign workers are consequent upon the disparities between the structure of 

labour demand (job hierarchies) and the structure of labour supply (skill hierarchies), which 

exacerbate domestic labour shortages and lead to continuing reliance on different foreign 

nationalities. Second, the company’s size and ownership, product, technology and skills 

required, its policies towards staffing, employment and career development generate a series of 

segmentation processes. Third, the segmented employment structure is maintained by the 

reciprocal arrangement between both shareholders (the Brunei Government and the Royal 

Dutch and Shell group companies) through the mechanisms of staff placement and career 

development in the ILM of the group as a whole. Thus BSPC is part of the global ILM
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network. The overall result is a segmented employment structure in which certain roles are 

played by foreign workers of varying nationalities and others by Brunei Malay and non-Malay 

citizens.

The chapter begins by examining the employment profile of BSPC to demonstrate the 

workforce distribution and the segmented employment structure between the different groups 

of workers. Then, using the model for analysing segmentation in BSPC (Figure 6.4), it 

proceeds to identify and explain a series of segmentation processes created by the three labour 

market actors. First, is the company as the employer, with a set of factors and mechanisms 

which create segmentation, such as the company size and ownership, recruitment strategy, 

staffing and ethnic policies, which resulted in a segmented employment structure, particularly 

by occupation, salary and workforce composition. Second, is a set of segmentation processes 

attributable to the workers, which are their characteristics in terms of qualification, distribution 

by functions (Section 6.3) and ethnic groups (Section 6.4). Here, it is argued that disparities in 

qualification between the local and foreign workers have reinforced the segmented employment 

structure between them, while the discriminatory staffing policy in favour of citizen Malays 

have led to the subordination of non-Malays. Third, is an examination of segmentation 

processes that emerged through a combination of the government’s role and the company’s 

policies on training provisions, career development and promotion, which are actually aimed to 

improve the skill structure of BSPC’s employees, particularly citizen staffs, and groom them for 

high posts in the company. The chapter concludes that the segmented employment structure in 

BSPC is not only consequent upon the limited pool of skilled citizen staffs, but also on other 

factors and a series of segmentation processes, all of which lead to the permanency of 

dependence on foreign labour in the company.

6.2 Employment Profiles in BSPC

This section examines BSPC’s employment profile since the mid-1980s, focusing on the 

employment structure, workforce composition and salary patterns, in order to demonstrate the 

forms of segmentation in the company. It is proposed that first, a distinct hierarchical structural 

segmentation exists in BSPC by occupational types and hence salary, mainly between local and
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foreign workers. Second, that the segmented employment structure in BSPC with its 

mismatches in jobs demand and skill structure, leads to continued reliance on foreign labour. 

Third, that there is both dual and multiple segmentation by occupation between local and 

foreign workers and among the different foreign nationalities in BSPC. The importance of this 

section to the thesis is that first, it demonstrates the existence of structural segmentation, as 

found in the employment structure of Brunei as a whole (see Chapter 4). Second, it discloses 

that the mismatches in the structure of manpower demand and the structure of skills supplied 

have resulted in a segmented employment structure by types of occupation between the two 

main groups of workers (locals and foreign). Finally, it provides the basis for further 

investigations of those processes responsible for the resultant segmentation of employment in 

the company and maintenance of it.

The propositions above are based on the fact that the company’s manpower includes locals and 

foreigners of different skill qualities who are also staff of Royal Dutch and Shell Group 

Companies. Indeed, the total number of workers employed by BSPC fluctuated between 4,193 

in 1984 and 3,877 in 1992. The trend has been for a steady increase among Bruneians but a 

decline in the number of permanent residents (PR)  ̂ and foreign workers. The share of citizen 

workers in the company's employment has increased fi'om 46.8% to 67.0% in less than a 

decade (Figure 6.1). In 1991/92, the BSPC foreign manpower comprised over thirty different 

nationalities and/or races .̂ Such diversity reflects the company’s job demands, which require 

highly technically oriented workers, few of whom are available locally. This is one of the 

reasons for the BSPC heavy dependence on the international labour market, principally for the 

international senior staff fi'om Shell group companies worldwide. The other is because of the 

company’s commitment to employ and/or provide training to staff of the other half of the 

shareholders (Royal Dutch/Shell Group). BSPC thus has a role in the career development 

paths of a wide range of corporate staff.

In this chapter, Permanent Residents (non-citizen residents) are not integrated with Brunei citizens as in 
Chapter 4, because one of the objectives of the chapter is to identify the effect of changes on the staffing policies 
(which fevour citizen, especially Malays) in the composition of the company's workforce.
^Because the majority of the foreign nationals consists of Europeans, in analysis, they are grouped into one.
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Figure 6.1: Trends of employment in BSPC, 1984-92

1984 1985 1986 1987 1988 1989 1990 1991 1992

Years

Foreign nationalsBrunei citizens Permanent residents

Source: Calculated from the BSPC’s printed document, 1991/92.

The employment structure in BSPC is essentially hierarchical: at the top are senior staff (SS), 

mainly international (ISS) from other Royal Dutch/Shell Groups; in the middle level are the 

specialist supervisory staffs (SSS); below them are the technical and administrative staffs (TAS) 

(Figure 6.2). Of all BSPC’s staff in the ISS hierarchy, 86% (497) were European, mainly 

British and Dutch, and the remaining 14% were North Americans, Africans, Asians, and 

Middle Easterners (Table 6.1). The Europeans were almost exclusively in the top staff 

hierarchy (SS). The remaining staff members were of Southeast Asian nationalities, mainly 

Bruneians  ̂who were heavily represented in the lower staff hierarchies (TAS).

Thus, the salient characteristic in the company’s employment patterns is that foreign labour, 

largely British and Dutch, is dominant in managerial, administrative, professional and technical 

occupations. In the top frve (SS) occupations, foreign workers accounted for 67% of total 

foreign labour in BSPC (Table 6.2). These are highly qualifred and experienced personnel 

(ISS), who have served in different locations outside Royal/Dutch Shell Group Company 

headquarters. Of 614 personnel in the top frve categories, 57.4% had a university qualifrcation, 

31% a diploma or its equivalent, 10% a secondary qualifr cation, 1.3% only primary education.

This includes Permanent Residents: SS, 4.9%, SSS, 8.4% and TAS, 15%.
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Figure 6.2: Staff Categories of Brunei Shell Petroleum Companies, 1984-92

1984
80

70

60

50

40

30

20

10

0
SS SSS TAS

1988
70

60

50

40

30

20

10

0
SS SSS TAS

70 

60 

50 

40 

30 

20 

10 

0 M

1986

80

70

60

50

40

30

20

10 O Z
0

SS SSS TAS

1992

II
II

SS SSS TAS

1984-92
200

150

100

-50

-100

-150

BBR
0 P R
cnFN

Source: BSPC's printed document, 1991/2



186

and 0.3% were without qualification.)' .̂ Such an occupational segmentation implies that there 

are insufiScient trained Bruneian managers and technocrats to fill high level occupations.

Table 6.1 ; Distribution of workers of BSPC by nationalities, 1991/92

Nationality groups
ISS* SS

Percent 
SSS TAS TOTAL ISS SS

Ratios
SSS TAS

North America 2.6 0 0 0 0.4 17 0 0 0

Europe 86.1 0.2 0 0 12.9 578 2 0 0

Southern Continent 6.9 0 0 0 1.0 46 0 0 0

Africa 2.1 0 0 0 0.3 14 0 0 0

Middle East 0.7 0 0 0 0.1 5 0 0 0

Brunei 0 89.0 76.4 99.3 70.0 0 679 263 232

Other ASEAN 1.4 8.8 20.5 0.7 14.1 9 67 70 2

Rest of Asia 0.2 2.0 3.1 0 1.2 1 15 11 0

Total (column: %) 
(total coluirm:num*) 
(% to grand total)

100
577
14.9

100
509
13.1

100
1129
29.1

100
1662
42.9

100
3877

100 100 100 100 100

Source: Calculated from the BSPC’s printed document, 1991/92. * number.

Table 6.2: Local and foreign employees of BSPC by occupations, 1991/92.

Profession BR PR FN Total BR PR FN Total PR:BR FNBR

num num num num % % % % ratios ratios

Management 4 0 9 13 0.2 0.0 1.0 0.3 0 641
Management/higher exec. 10 0 39 49 0.4 0.0 4.3 1.3 0 1112

Professional/Mgt/admin. 41 0 110 151 1.6 0.0 12.1 3.9 0 765
Prof. Mgt/admin support 146 11 254 411 5.6 3.0 27.9 10.6 53 496
Professional/specialists 168 6 202 376 6.5 1.6 22.2 9.7 25 343
Technical Mgt/admin. 686 99 180 965 26.4 26.8 19.8 24.9 102 75
Non-technical M^admin. 86 6 33 125 3.3 1.6 3.6 3.2 49 109
Technical staff 480 67 26 573 18.5 18.2 2.9 14.8 98 15
Non-technical staff 39 5 55 99 1.5 1.4 6.0 2.6 90 402

clerical and related 358 65 2 425 13.8 17.6 0.2 11.0 128 6

Non-ofiBce manual 387 110 1 498 14.9 29.8 0.1 12.8 200 0
Others 192 0 0 192 7.4 0.0 0.0 5.0 0 0

Total 2597 369 911 3877 100.0 100.0 100.0 100.0 100 100

Source: Calculated from BSPC’s printed document, 1991/92.

^Calculated from BSPC’s printed document, 1991/92.
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In contrast, Bruneians were under-represented in the top five (SS) occupations (14%) as 

reflected in the ratios of Bruneians to foreigners. The remaining Bruneians (86%) were in the 

lower occupational levels. In the managerial, administrative and professional categories, the 

proportion of Bruneians with tertiary qualifications was relatively small compared with their 

foreign colleagues. Of 369 Bruneians in the top five occupational categories, 45% had a 

university qualification, 20% a diploma or its equivalent, 20% a secondary education and 15% 

primary education. Thus, Bruneians are mainly support staffs, i.e. TAS level, in which they are 

largely engaged in relatively low-level skilled and semi-skilled office and non-office manual 

jobs, while higher managerial, professional and highly technical occupations remain the domain 

of foreign workers. Such an employment structure demonstrates that segmentation exists by 

types of occupation whereby higher level positions are dominated by specific groups of people.

The segmented employment structure is reflected in the salaries because, since foreign workers 

mainly occupy higher staff positions, they are also better paid than the majority of citizen and 

PR staffs. The significant point here is that the differences in salary levels imply that the last two 

groups of the company’s workforce are still not good enough in terms of skill and experience 

to merit such high salaries as the foreign workers. Generally, therefore, most senior posts 

remain non-competitive.

BSPC has three salary groups: group one consists of the "letter" salary group, A to G, level 1- 

6, and GA to GD; group two includes level 7 to 8 and H; and group three, level 9 to 14̂ . An 

annual increment is paid, based on individual job performance. On top of monthly salary, all 

BSPC workers receive various other fringe benefits, especially the ISS. The distribution pattern 

of workers by salary groups is a reflection of the distribution pattern of workers by staff 

categories. The SS fall within the first group; SSS, get the second group (level 7 to 8 and H); 

and TAS, the third. Since the ISS, mainly the Europeans, are the majority in the SS category, 

they are the top salary earners in the company (Table 6.3, Figure 6.3). In contrast, the majority

^The first group: the amount for the "letter " salary groups is not provided; level 1-6: minimum B$3,298, 
maximum 10,444; the GA-GD are special entiy scales for local graduates (first degree to doctorate):
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of other nationalities (Middle Eastern, Africans and other Asians), and the Southeast Asians 

(mainly the Bruneians, including PR), are in the lower salary groups. The salary grouping thus 

demonstrates segmentation exists among the different foreign nationals in the company 

whereby "home" nationals of Shell Group Company (i.e. ISS), in general, receive the most. 

Thus, the foreign workers are split into two groups; about three-quarters (first group) of them 

(mainly Europeans) were at higher salary levels and a third (second group) in the middle salary 

levels (second group) (less than 1% in the lower levels). Of the foreign workers in the high 

salary levels (first group), 57% dominated salary level 4 and above (group one) while the 

Bruneians in the same level mainly earned salary level 6 and below (group two); the majority of 

permanent residents receive salary level 9 and below (group three).

Table 6.3; Salary levels of workers of BSPC by nationalities, 1991/92

Nationahty
Groups A-G

Salary Group One 
1-6 GA-GD’

Salary Group Two 
7-8

Salary Groups 
9-14

Total

N. Americans 1.6 0 0 0 0.7 15

Australians & 
N.Zealanders

6.0 4.0 0 0 0 1.8 40

Europeans 75.0 46.0 0 3.2 0 21.9 498

Middle Eastern 6.0 0.3 0 0 0 0.0 4

Africans 0 1.2 0 0 0 0.5 12

Asians 0 1.2 0 3.3 0 2.0 47

Bruneians^ 12.5 40.4 100.0 71.4 100.0 72.6 2,966

South-east
Asians

0.5 5.3 0.0 22.1 0.0 0.5 295

Total 16 982 56 1053 109 2273 3877

Source: Calculated from the BSPC’s printed document, 1991/92. 
degree and diploma holders.  ̂Including PR.

1 & 2 Salary scales for the Bruneian

B$2,957-$3,590. Group two: level 7-8: B$l,824-$3,354, H (entry scale for locals with diploma
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Figure 6.3: Salary Levels of BSPC’s Employees by Residential Status, 
1991/92
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Broadly, therefore, such segmentation confirms Piore’s postulation of duality in the theory of 

segmentation, which divides workers into upper and lower tiers in the primary segment. In 

BSPC, the duality is that the foreign personnel form the upper tier primary workers of the 

company, while a large proportion of the remaining workforce, mainly the locals (citizen staff 

and PR) were lower tier workers in the same segment. The significance of this division is that it 

is unique to segmentation of workers in BSPC; in other non-governmental economic sectors in 

Brunei, foreign workers generally occupy a subordinate position in occupational hierarchies as 

they are mainly engaged in blue collar jobs in the private sector, because citizen workers prefer 

white collar employment, in particular in the public sector (see Chapter Four and Seven). In 

BSPC, citizen staff occupy the reverse position to foreign labour. This is because they are 

generally considered to be not yet ready to occupy senior posts because of lack of qualifications 

and skills, and hence signifying a segmented employment structure by types of occupation, by 

which senior positions tend to remain the domain of foreign personnel (see Section 6.3.4 and 

6.3.5).

Although generally citizen staff are not blue-collar workers, they are nevertheless subordinate 

to foreign labour, in occupation, staff category and salary levels. The company’s employment 

structure is further segmented among the local workforce between citizen Malays and non- 

Malays. These two groups of workers are differentiated in employment and promotion 

opportunities, resulting in further occupational segmentation (see Tables 6.11 to 6.13 and 

Section 6.3.3). Such a division results principally fi'om various factors engendering 

segmentation processes, which work differently for different groups in the company.

Such segmentation raises the question of why, after six decades in operation, the locals are still 

a minority in professional, high level managerial and administrative positions in the company. 

With the availability of training facilities in the company (see Section 6.5) and/or the financial 

capability of the company to send locals for training overseas, the maintenance of such an 

employment situation among the locals is surprising. Hamzah (1991) is of the opinion that the 

lack of trained local technocrats and skilled technicians in the company is caused by the 

reluctance of the foreign shareholders to train the locals in the oil-related business. On the one
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hand, this claim may be true because it is not impossible that foreign shareholders have an 

incompatible interest with the host shareholders. For the former, a rapid increase in the number 

of trained locals would reduce opportunity for job placement in the BSPC, for staffs from other 

Shell group companies. These companies constantly need to send their staffs for training 

overseas under their career development schemes (see Section 6.5 and 6.6.2). On the other 

hand, the constant lack of local expertise could be genuinely due to insufScient numbers of 

qualified locals with potential to be trained in highly skilled technical professions. It is most 

probable that these ‘processes’ combine to produce only small numbers of local technocrats 

and technically trained specialists, despite the availability of training facilities locally and 

overseas. The resultant segmented employment structure, might be seen as a compromise 

between BSPC and the foreign partner, because both have made reciprocal arrangements with 

respect to placement of staffs of the latter for training and career development.

In summary, an employment structure has been created in which the international senior staffs 

(ISS) from other Shell group companies occupy higher level occupations in the staff hierarchy 

and generally draw relatively high salaries, while the majority of local staffs occupy lower level 

occupations. Among the foreign workers, there are also divisions in that the non-Europeans 

earn lower salaries than the Europeans. Therefore, in terms of salary, it can be said that there is 

both dual and multiple segmentation, in which Europeans generally receive the highest salaries, 

followed by non-Europeans and then locals. In line with the proposition of the thesis that a 

series of segmentation processes created fundamentally by disparities in job demands and skill 

hierarchies becomes a self-feeding processes which lead to continuous reliance on foreign 

labour, the following section examines those processes that engender such a clearly segmented 

employment structure.

6.3 Segmentation processes in BSPC

This section identifies and analyses those factors and mechanisms responsible for creating the 

segmented employment structure described above. A model is presented which shows the 

interacting roles of the employers, workers and government (Figure 6.4). It is hypothesised that 

in BSPC, segmentation processes are created first, by employers through factors such as the 

company size, ownership, product, technology and activities; second, by their policies on
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employment with respect to skill required, recruitment strategy and career development; third, 

through the skills of local and foreign workers, which themselves lead to segmented 

employment structure and finally government policies on employment, training, career 

advancement and promotion of locals. The interplay of these factors has created a more or less 

permanent segmentation in the employment structure of BSPC.

6.3.1 Company’s size and structure of ownership

It is argued here that not only are the company’s size and joint ownership important factors in 

the emergence of a segmented employment structure but that such a structure in BSPC is 

unavoidable. Basically, the nature of the company’s product and activities (Figure 6.5) and the 

changing sophisticated technology used increasingly require highly skilled and experienced 

personnel in order to perform and manage all tasks in exploration, manufacture, production and 

transportation and sales. For all these operations, the company requires suflBcient number of 

workers both numerically and qualitatively. The company employs 3,000-4,000 workers (see 

Table 6.1) and, for such a labour demand, it has to depend on foreign sources for its manpower 

supply not only to meet the local manpower shortage in numerical terms, but more important, 

to supplement the skill quality not available locally. Such dependence has been purposely 

maintained for many years by certain mechanisms resulting in continued reliance on specific 

sources of foreign labour, causing a segmentation of different groups of workers by occupation.

The majority of skilled foreign workers seconded into the company are headquarters staff of 

Royal Dutch/Shell Group Companies fi'om The Hague and London. The joint ownership of 

the company entails reciprocal arrangements between the two shareholders in terms of 

placement of ISS of the foreign partner, either on secondment or training in BSPC. This means 

that the ISS fi'om the Royal Dutch/Shell group companies continue to dominate the high level 

occupational hierarchies, such as managers and department heads, leaving the majority of the 

locals occupying subordinate positions (see Section 6.2 and 6.5). Segmentation by types of 

occupation between the local and foreign workers in BSPC is, therefore, an inevitable 

consequence of joint ownership. Thus corporate culture itself is a form of segmentation which 

requires the arranged supply of highly technical expertise to come fi'om the foreign partner; and
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likewise, BSPC can send its local employees to other Royal Dutch/Shell group companies for 

training. Such reciprocal arrangements should diminish segmentation over time. However, 

foreign key personnel in the company have continuously labelled the local employees there as 

not ready in terms of experience to perform high level managerial tasks (Interview survey, 

1992/93). Such a label forms one of the factors which actually constitute segmentation 

processes over the years and sustain the segmented employment structure in the company for

Figure 6.5: Brunei Shell Petroleum Companies: ownership, activities and distribution of 
workers

Main Company

Ownership

Names

Companies

Activities

Bnmei Government Mitsubishi CorporateRoyal/DutchShell Group

Brunei
Coldgas
Private
Limited

Exploration
and
production

Brunei Shell 
Tankers 
Private 
Limited

Brunei Shell 
Marketing 
Private 
Limited

Manufacture of 
Uqmfied natural 
gas

Marketing
petroleum
products

Sales of 
Uquihed natural 
gas

Transportation of 
hquified natural 
gas

Brunei Shell 
Petroleum 
Company 
Private Limited

Brunei Liquified 
Natural Gas 
Private Limited

Brunei Shell Petroleum 
Companies

Source: Brunei Shell Petroleum Companies, 1991/92.^

Note: The BSPC consist of five companies, each of which operates different but related activities (Figure 6.1) 
The company is owned by three parties, with varying proportions of the shares.  ̂Of the total workforce of 3,877
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as long as BSPC is jointly owned by the government and the Royal Dutch/Shell Group 

Companies. Such an arrangement implies that the quality of the Brunei local labour supply is 

partly controlled by the Royal Dutch/Shell Group Companies, a control that is not seen in other 

private companies operating in the country (see Chapter Seven). Furthermore, it seems that the 

government allows such a situation to remain. The rationale is that because BSPC is the major 

source of revenue to Brunei, it is important that the company is operated, administered and 

managed by skilled and experienced staff of its foreign partner who have been exposed to 

many international locations in the oil industry. Accordingly, it is also important that placement 

of both local and foreign staffs, should be agreed by both parties. This has led to the practice by 

which that the strategy and procedure of recruitment into the company have to be approved by 

both parties.

6.3.2 Recruitment strategy and procedure

It is argued here that BSPC recruitment procedure and strategy also leads to segmentation 

because certain resourcing methods are preferred over others. The resourcing model of its 

Personnel and Organisation Services Function (CA) and relevant departments^ uses in-house 

filling, internal-international resourcing or manpower supply agents (contractors). The internal- 

international resourcing forms part of the recourcing strategy because of the joint-ownership 

between BSPC and the Royal Dutch/Shell Group Companies. The agreement (Figure 6.6) 

which BSPC and its foreign partner have made is such that when in-house filling is not possible 

due to insufficient skilled locals, BSPC follows a certain procedure. Manpower planners within 

the company in Brunei contact their counterparts in the Hague or London, the centre for 

recruitment for Shell group staffs, especially at the senior level. The headquarters then 

recommend suitable candidates fi'om their career development records of all staff. In this way, 

BSPC is able to tap into the Shell corporate global manpower-resource base. Selection of staff, 

therefore, reflects career development processes within the company worldwide as well as the

in early 1992 88.4% were in Brunei Shell Petroleum (BSP); 9.6% Brunei Liquefied Natural Gas (BLNG), 1.6%; 
Brunei Shell Marketing (BSM), 0.2% Brunei Coldgas (BC); and 0.2% Brunei Tankers (BT).
CA is a function or unit in BSPC which among other services, is responsible for recruitment of manpower for 

the company.
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Figure 6.6: Recruitment Procedures in the Brunei Shell Companies

Regional /

International
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Bruneiians:

mainly

pensionable

Vacancy-filling Strategy
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Mainly Shell 

Goup companies 
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Dutch Shell/ Shell 

Group

First route - In-house promotion .................
Second route - ELM internationally 
Third route - ELM locally
Fourth route - ELM regionally/internationally ►
SS (Senior Stafife); SSS (Senior Supervisory Staffs); TAS (Technical Administrative Staffs). 
Source: BSPC, Fieldwork Interview Survey, 1991/2.

specific requirements in Brunei, thereby creating segmentation processes in the placement of 

staff of the foreign partner in certain occupational positions in BSPC. In essence, both the 

government (as a major shareholder) and Shell combine to produce a particular manpower 

outcome within BSPC.

Failure to recruit candidates through the international labour market (ILM) means that external 

labour market (ELM) sourcing is used. Such resourcing is usually for a temporary period,



197

either on short-term contract (STC), with a minimum of two years or manpower service 

(MPS), with a minimum of two weeks*) and is usually through manpower supply agents, either 

locally and/or overseas. The contracts between such temporary employees and the company are 

renewable, depending on the need of the company for their services.

These short-term contract staff are sought when positions are awaiting suitable Bruneians, 

thought to be available soon (such as after overseas posting or upon return from study leave - 

see Section 6.5), or when the manager of a department requiring additional staff feels that it is 

more economic to recruit new staff from overseas on a temporary basis for a specific task or 

project. Such a short-term employment of already-skilled workers is economically beneficial to 

the company, especially for activities where technological change is rapid. As new technology 

becomes available, qualified new staff can be brought in to operate it without incurring the cost 

of training them. For STC resourcing, the company recruits foreign nationals (such as for 

highly skilled technical jobs) through local contractors, who in turn contact their overseas 

agents to look for suitable candidates, perhaps from Asia or the Middle East countries.

The recruitment procedures adopted by the company also lead to segmentation among the 

citizen staffs. When in-house filling is sought, suitable Brunei Malay citizens have priority over 

non-Malays (see Sub-section 6.3.3). Further, when citizen Malays are not available to fill key 

positions in certain functions and departments, foreign personnel are normally (although non- 

Malay citizens are available) employed until suitable citizen Malays are available to replace 

them. The consequence is not only a dual, but a multiple segmentation of employment structure 

both between Brunei citizens and foreign staffs, as well as among citizen Malays and non- 

Malays, that is created and maintained by recruitment strategy and stafiSng policy (see Section 

6.3.3).

This recruitment strategy has operated successfully for some years, due to an understanding 

between all parties involved, reinforced by the smooth running of the company in terms of its 

daily operational activities and total production. In the Royal Dutch/Shell Group companies, as 

in any other MNC, the talents of top managers must be transferable to other business settings

^Maximum for MPS is for two years only, but like STC, it is also renewable.
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(Lorange 1980, Evans and Lorange 1991), hence the secondment and/or training of its senior 

and young managers outside headquarters. However, things are changing since the Brunei 

government has its own agenda in terms of employment of locals in BSPC. A new staffing 

policy has been adopted and is now examined.

6.3.3 Employment policies in BSPC

The company’s staffing policies are one set of mechanisms creating and maintaining 

segmentation in the employment structure of BSPC. The staffing policies, introduced in 1985 

aim to provide more opportunities for locals to participate in the company, including preference 

of one ethnic group over others.

Thus, the objective of the new staffing policies is for the company to be increasingly managed 

and operated by Brunei citizen staffs, i.e. Bruneianisation. This objective implies that although 

the company’s shares are partly owned by the government, and partly by Royal Dutch/ Shell 

group companies and Mitsubishi (see Section 6.2), the staffing policies are largely geared to the 

eventual accomplishment of Brunei’s manpower goal in the BSPC which is to Bruneianise the 

company’s workforce, thereby reducing dependence on foreign labour. Although the policies 

are aimed to increase Bruneianisation at all levels in the company, they simultaneously act as 

another mechanism producing segmentation processes, because they continue to work 

differently for different groups of workers.

What initiated the launching of the staffing policies was the realisation by the company in 1985 

that sufficient numbers of trained Brunei citizens were available for a wide range of jobs, 

particularly within the technical and administrative (TAS) category, but not for SSS and SS. 

The key elements in the policies since then are recruitment, training and career development of 

Brunei citizens for SSS and SS staff levels. The obligation of foreign shareholders is to conform 

to the government nation-wide employment policy of Bruneianisation in jobs for which 

Bruneians are available and qualified. Since BSPC is not only the largest private company in 

the country but, more importantly, the backbone of Brunei’s economy, the Bruneianisation 

policy implemented is not only to increase participation of Brunei citizens, but to give
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preference to local Malays over non-Malay races. Such policy means that the ethnic 

proportions of the company workforce should eventually reflect the national ethnic balance .̂ 

Consequently, the staffing policies have not only maintained the segmentation by occupation 

between the local and foreign workers, but also created another form of segmentation among 

the local workforce by positive discrimination in favour of the Malays (see Section 6.5). Thus, 

by prioritising Brunei citizen Malay staffs in employment and promotion, the policies constitute 

a segmentation process, resulting in increased participation of the Malays, both numerically and 

in different types of occupation, and at relatively higher salary levels (see Table 6.12). The 

overall effect of prioritising citizen Malays is not only to create segmentation among the locals 

but also to slow down the Bruneianisation of the BSPC workforce, particularly in senior 

positions.

The staffing policy does not affect the international senior staffs (ISS) because they are under 

the jurisdiction of other Shell group companies. The company’s commitment to them as staffs 

of the Royal Dutch/Shell Group is merely to employ and/or provide training while they are 

employed in BSPC. Hence, the company’s staffing policies are based on a global sourcing 

strategy resulting in a dichotomy whereby top jobs are the domain of foreign personnel while 

lower jobs are filled by local labour. For its foreign partner, the rationale for such a strategy is 

two-fold. First, strategic control over subsidiaries is needed to optimise corporate priorities, 

such as global competitiveness. Second, overseas posting is required for career development 

among young managers who need to acquire international experience by working in different 

cultures (Evans, Lank and Farquhar, 1991). Third, the international mobility of personnel 

facilitates information flow between headquarters and subsidiaries and between subsidiaries, 

enabling more efficient production and allowing staff to identify with the corporate culture. 

These rationales explain the dominant positions of the ISS (fi’om other Shell group companies) 

in BSPC, causing segmentation between them (ISS) and the local manpower. This seems to be 

unavoidable because of joint ownership and lack of suitably qualified locals to fill some key 

positions in the SS level.

^BSPC’s, Personnel Planning and Development Manual: Policies, Procedures and Administration, 1988.
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The result of the company’s staffing policies is that the participation of Bruneians has increased 

at all levels of staff category, but largely at lower levels, while foreign labour has increased at 

the higher level (see Section 6.2). The segmented employment structure that the staffing 

policies created has not only reflected that of a corporate (MNC, including Shell group 

companies) culture of segmentation, but also an ethnically-based division of the local workforce 

into two groups: citizen Malays and non-Malays (see Section 6.4).

Overall, the company staffing policy has created a robust segmented employment structure 

characterised first, by a lack of suitable existing citizen staff to be groomed for the middle and 

senior managerial posts, second, where a proportion of top managerial posts is reserved for 

transients'^, seconded as part of ISS career development programs, and third, by a lack of 

initiative in training of citizen staff for higher level managerial positions. The last is difficult to 

verify and was not admitted by the company. However, it is arguable that although the local 

pool of manpower is small, it is not impossible that had the company’s current staffing policy, 

which favours Brunei citizens, been genuinely pursued much earlier in its operations, the 

proportion of local professional and skilled expertise for higher and middle managerial levels 

and specialist skills would have been larger than the present one. Since the policy was only 

introduced a decade or so ago, it is hardly surprising that only a small proportion of suitably 

qualified citizens have been groomed to take up key positions (see Section 6.2 and 6.4). The 

small pool of the country’s economically active population and the propensity of Bruneians to 

favour employment in the public sector, which principally delimits the speed of Bruneianisation 

of employment (see Chapter Four), suggests that the process of filling key positions and 

specialist profession in the company with locals will be slow, and as such the dependence of 

foreign personnel will continue. How long and to what extent (numerically and qualitatively) 

such dependence will be depends on corporate recruitment policies and improvement in the 

levels of education of the locals which would boost the supply of qualified Bruneians.

°This view is also shared by few citizen staffs (Source: Interview survey, 1992/93).
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6.3.4 Levels of education

Generally, differences in levels of education is one of important factors in creating segmentation 

through mismatches between demand and supply characteristics of labour. In any organisation, 

one of the important job requirements is that employees have the required levels of education 

for satisfactory job performance. In BSPC, it is the relatively low education level of the citizen 

staffs that constitutes one of the factors leading to their subordination in occupational position 

compared to foreign staff. Education in Brunei is provided free for all citizens and permanent 

residents (PR) by the government, while job training to improve skills and acquire experience is 

facilitated by employing companies, including BSPC which also sponsors citizen staffs for 

further studies (see Section 6.5). Foreign nationals employed by the company are normally well 

educated and skilled before joining the company. The company gives them only the necessary 

training required by their tasks, such as safety.

This section examines the overall levels of qualification of BSPC employees, with the objective 

to explain that variation in qualifications between citizen, PR and foreign staffs is one of the 

important factors that has segmented the different groups of workers by staff hierarchies, 

occupation and salary levels. It is argued here that because BSPC requires highly qualified and 

skilled employees, highly skilled foreign labour is placed in higher level occupations than are the 

locals, creating segmentation between the two groups of workers. Thus, such segmentation of 

demand has led to selectivity in supply of manpower, with preference for foreign transients.

It has been shown that in BSPC foreign workers generally have higher qualifications and are 

mainly in more skilled occupationsw, and hence in higher staff categories with higher salary 

levels (Table 6.4 and Figure 6.7). Thus, Table 6.4 demonstrated that only 8.1 per cent of 

Brunei citizens and 3.5 per cent of permanent residents (PR) had a first-degree qualification 

compared to 41.4 per cent of foreign labour in the company. At both technical (Petroleum, 

Operation and Exploration) and non-technical (Finance and Service) functional levels. Figure

6.7 portrays vividly the relatively high and low education levels of the foreign and Bruneian 

workers respectively. Generally, the main difference in the levels of education between the three 

groups is that a higher proportion of foreign labour possesses tertiary education, while a higher



202

proportion of citizens and PR have only secondary education. Thus, the majority of Bruneians 

(including PR) do not have tertiary education. This implies that there were not enough high 

calibre Brunei graduates to meet the demand of the company for higher level occupations, 

hence the need to fill them by the highly qualified ISS personnel fî om Shell group companies. 

Lack of tertiary level education therefore seems to be one of the fundamental reasons why the 

majority of Bruneians and PR are engaged in low level occupations in the SSS and TAS. Such 

a situation is reinforced by the company policy of not encouraging locals aged above thirty- 

seven to go for further studies overseas because their remaining service (after study leave) to 

the company will be shorter, hence financially not worthwhile to the company.

Table 6.4: Employees of BSPC by residential status and qualifications, 1991/92

Levels of education Brunei citizens Permanent residents Foreign nationals

Ph.D. 0.0 0.0 0.0

Master degree 0.5 0.0 9.5

First degree / equivalent 8.1 3.5 41.4

Diploma / equivalent 21.4 5.7 28.0

' A' Level 4.2 1.4 1.3

Vocational/cert. 14.4 28.2 13.9

O' Level 18.4 7.0 1.1

Upper Secondary 10.5 15.4 2.5

Lower secondary 15.5 21.4 1.6

Primary education 6.4 15.7 0.4

No qualification 0.4 1.6 0.1

Total 100 100 100
Source: Calculated from the BSPC’s printed document, 1991/92.

There have been ongoing efiforts to upgrade the skills of the locals by training them internally 

and/or overseas. Such a policy causes contradictory segmentation processes in the company. 

On the one hand, there are efiforts by BSPC to bring about Bruneianisation of occupations at all 

levels by sending locals for training to improve their skills, and eventually fill up senior positions 

in the company. On the other, segmentation processes also work simultaneously to keep the 

locals where they are with respect to occupational hierarchy by limiting their opportunities to
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Figure 6.7 Qualification by Residential Status and Functions, 1991/92
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improve their qualifications (beyond thirty-seven years of age); hence there is less prospect for 

them to acquire more advanced knowledge in their fields. These segmentation processes help 

explain why afi;er so many years in operation, the locals generally remain subordinate to foreign 

workers in the occupational hierarchy of the company.

The consequence is that the local labour supply for skilled workers suitable for key positions in 

the SS staff level and for particular professions, such as in engineering and technical fields, 

continues to be inadequate to meet the company’s demand for them, necessitating continuous 

utilisation of foreign labour. Questions remain: are the few local engineers and technicians in the 

company, actually less qualified and experienced than the foreign engineers employed, so much 

so that they are not as suitable to be promoted to senior positions as their foreign colleagues in 

their respective fields, even after some years of service in the company? If not, do the few 

qualified local engineers and technicians in the company get similar opportunities in terms of 

occupying higher level occupational hierarchies as their foreign counterparts if both have similar 

length of service? To investigate these, the following sub-section examines the characteristics of 

the locals and foreign workers in the company.

6.3.5 Qualification and length of service

This sub-section examines the relationship between qualification, occupation and length of 

service because these are factors which affect occupational hierarchies and therefore salary 

levels. The investigation focuses on the characteristics of two of the important professions in 

the company, engineering and technicians, in order to identify variations in qualification and 

length of service between citizen, PR and foreign staffs. It is argued here that the occupational 

segmentation is because Bruneian engineers and technicians in the company lack the 

qualifications, duration of service and experience of their foreign counterparts in both 

professions. The analysis demonstrates that the shortcomings of the locals in these professions 

are sustained by the company’s policy on further studies, its joint ownership and recruitment 

strategy. The last two require BSPC to accommodate the staffs (engineers and technicians 

among others) of its foreign partners, thereby reducing the need to train Bruneians in 

engineering and technical fields.
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a) Engineering Profession

The small proportion of Bruneian and PR engineers is demonstrated by their under

representation in all functions related to engineering, such as Petroleum Engineering (DM), 

Engineering (EM), Operation (CM) and Services (SM) (see Table 6.7) and in nearly all 

departments that deal mainly with engineering activities in their day to day operations (see 

Appendixl3A and B-14A and B). In 1992, there were altogether 387 engineers, specialising in 

different fields: 39 per cent Bruneians, 5.2 per cent PR and 55.8 per cent foreign nationals. In 

terms of differences in the proportions of Bruneians and foreign engineers with a first degree 

and/or diploma in engineering the difference is marginal (Table 6.5). However, Brunei 

engineers lack post-graduate engineering qualifications, thus contributing to a short supply of 

highly skilled local engineers, the demand for whom has to be satisfied fî om overseas sources. 

PR engineers contributed only a small percentage of the supply. The short supply of highly 

qualified local engineers is partly attributable to the company policy of limiting further studies 

beyond thirty-seven years of age. Such a limitation acts as a segmentation process preventing 

an increase in the supply of local engineers. Alternatively, the fact that engineers can easily be 

brought in fi'om overseas means that there are fewer jobs for Brunei engineers and less 

incentive to train them in large enough numbers, to meet the requirement of the company. 

Therefore, the obligation of the company to its foreign shareholders for training and provision 

of different exposure of their staffs in the company maintains a situation in which a proportion 

of these two professions is reserved for staff of the Royal Dutch/Shell Group Companies.

However, it appears that there are Bruneian and PR engineers in the company with similar 

qualifications and years of service to foreigners but which neither qualify them for the higher 

occupational hierarchy nor translate into salary levels similar to those offered to their foreign 

counterparts. In other words, the three groups of engineers are segmented into different parts 

of the occupational and salary structure, despite having similar qualifications and length of 

service. Such a differentiation implies that the locals are considered by the company to be less 

skilled than their foreign counterparts and hence subordinate to them in occupational 

hierarchies and salary levels. This raises the question of the effectiveness of training (local and 

overseas) of Bruneians engineers during their 10-19 years of service (BSPC printed data.
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1991/92). After such duration of service and exposure to an overseas working environment 

while on training, the implication is that they were still not at par with foreign engineers with 

fewer years of service. This is empirically evidenced in that Bruneian engineers with a first 

degree qualification and experience ranging from 1 to 14 years get salary level 5 and 6, while 

their foreign counterparts are entitled to levels 4 and Bruneians with a diploma and 1-4 

years service are placed in salary group H, and 6-7, foreign nationals with similar qualifications 

are in the 5-6 salary groups (see Appendix 17). PR engineers generally get similar salary scales 

to Bruneians at a similar level of qualification, though they have served longer than them 

(Bruneians).

Table 6.5: Brunei Shell Petroleum Companies’ engineers by residential status, 1991/92

Levels of 
qualification

Brunei Engineers Permanent Resident 
Engineers

Foreign Engineers

Post graduate 0.7 0.0 14.8

Graduate 51.0 30.0 51.4

Diploma 23.8 5.0 26.4

Post-secondary 11.9 35.0 6.0

Secondary 12.6 20.0 1.4

Primary 0.0 5.0 0.0

No qualification 0.0 5.0 0.0

Total 100.0 100.0 100.0

Source: Calculated from the BSPC’s printed document, 1991/92.

It appears that qualifications and length of service per se are not the prime causes for 

segmentation by occupation, staff hierarchy and salary levels. This conclusion is confirmed by 

examination of the relationship between qualifications and length of service. It shows that the 

Bruneian engineers were not inferior in terms of length of service in BSPC, at certain levels of 

qualification (Appendix 17). For example, 50.7 per cent of Bruneian engineers with a first 

degree qualification had between 10-19 years of service in the company, compared to 38.5 per 

cent of foreign engineers with a similar qualification; nearly half (46.2 per cent) of total foreign

’BSPC’s printed document, 1991/92.
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engineers in the company had only 1-4 years experience. Similarly, the Bruneian engineers with 

a diploma qualification with similar years of service (such as 5-9 years) were nearly the same in 

proportion as the foreign workers. What then causes this differentiation in occupational and 

staff hierarchies and salary levels between the local and foreign staffs? The higher value placed 

on foreign engineers by the company would appear to be attributed to factors other than 

qualifications, length of service and those (such as joint ovmership, recruitment strategy) noted 

earlier.

One factor which can be considered here as a segmentation process is the wider exposure of 

foreigners in different Shell group companies internationally which has enriched their working 

experience. In contrast, the local engineers were mainly working in the BSPC, except for some 

periods of attachment in other Shell companies and short training overseas from time to time. 

Second, relatively good performance and productivity achieved by foreign personnel merit 

them better occupational status and hence monetary rewards^ .̂ The point is, the difference in 

salary levels implies differences in skills between locals and foreign engineers and hence 

suggests that continued employment of foreign engineers is expected, because it is unlikely that 

the BSPC will be able or wish to train locals to replace 216 foreign engineers within the 

foreseeable future.

b) Technical Profession

It is not only engineering vacancies that are difficult to fill from local manpower source 

(citizens). Local technicians are also in short supply, though not as acutely as engineers and 

they are also differentiated from foreign technicians in occupational hierarchies and salary 

levels. Thus, as with engineers, segmentation also exists between local and foreign technicians, 

particularly in terms of salary levels. In BSPC, there were 805 technicians in different fields:

69.5 per cent Bruneians, 12.2 per cent PR and 18.3 per cent foreigners'^. These figures suggest 

that in the rank of technical occupations, there were more Brunei citizens qualified to do lower 

level technical tasks (i.e as technicians) rather than higher ones (i.e. as engineers). The company

BSPC, employees performance are assessed periodically. 
’^Calculated from the BSPC’s printed document, 1991/92
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therefore hired a high proportion of Bruneians to perform lower level technical jobs, with the 

remaining gap supplemented by foreign nationals. However, between local and foreign 

technicians in the company, the latter have higher level of qualifications than the latter (Table 

6.6). Thus 61.2 per cent of foreigners had a tertiary education in 1991/92 compared to 36.8 

per cent for the Bruneians and 11.2 per cent for PR. As in engineering, the salient differences 

between these three groups are that similar qualifications and length of servicê "̂  do not 

translate into similar salary scales. This is true not only between the Bruneian and foreign 

technicians, but also between regional (Southeast Asia) and non-regional (elsewhere outside 

Southeast Asia) technicians: thus segmentation occurs between different foreign nationals. For 

example, technicians with a first degree qualification and 1-4 years service are in salary group 4 

if they are westerners, in group 7-8 if they are non-westerners foreign nationals (mainly 

Southeast Asians); and 4-6 if citizen staff. Similarly, for diploma holders with 1-4 years service, 

westerner employees would be in salary group 4; non-westerner foreign nationals in group 7 

and citizen workers in group 9-11. But PR diploma holders, with 10-24 years service would 

fall into salary group 8-10. These variations are also discernible for other qualifications and 

length of service (see also Appendix 18).

Levels of qualification Brunei Technicians P. R. Technicians Foreign Technicians

Post graduate 0.2 0.0 2.7

Graduate 1.4 1.0 50.3

Diploma 35.2 10.2 8.2

Post-secondary 25.2 31.6 23.8

Secondary 33.2 41.9 14.3

Primary 4.1 15.3 0.7

No qualification 0.0 5.0 0.0

Total 100.0 100.0 100.0
560 98 147

Source: Calculated from the BSPC’s printed document, 1991/92.

’"’For Bruneians and PR, this means length of service within the BSPC. For foreign nationals, who are in 
the ISS category, length of service includes their services before employment in the BSPC.
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The salary discrepancies among these different groups of technicians, despite having similar 

qualifications and length of service, indicate that there are other factors which influence the 

pricing of workers, such as differentials in the terms of their contracts. Such differentials 

constitute one of the fundamental segmentation factors. The majority of westerners were ISS 

Royal Dutch Shell Group and therefore their employment was on a permanent (pensionable) 

basis. The foreign nationals fi'om the Asian region were neither Royal Dutch Shell Group ISS, 

nor were they employed on a pensionable basis, but on a short-term contract basiŝ ,̂ which can 

be terminated when citizen workers are available. In other words, the permanent contracts are 

reserved for certain groups of people, mainly ISS of the Royal Dutch Shell Group and/or 

qualified citizen staffs. Such segmentation has been maintained by the company’s stafBng 

policy, recruitment strategy and the company association with its foreign partner (see Section 

6.3.2 and 6.3.3).

This section has shown how the company’s stafBng policies and procedures contribute to the 

differentiation of occupational roles by nationalities and residential status (see also Section 6.2). 

It was found that variations in qualifications between Brunei citizens, PR and foreign staffs are 

one of the underlying factors that affect the differentiation in occupational hierarchies of local 

and foreign employees. To provide more evidence of how the segmented employment structure 

is maintained, in which the locals are mainly subordinates to their foreign colleagues, it is 

necessary to examine in more detail the employment characteristics of citizens, permanent 

resident and foreign workers in the company, at functional and departmental levels.

6.4 Segmentation of local and foreign workers by functions and departments

This section examines the distribution of workers in different functions^  ̂ and departments in 

BSPC (see Figure 6.7). The selection of functions to be investigated is based on over- 

and under-representation of citizen staffs and foreign labour^ .̂ However, several

'^Each contract is for two years, but renewable.
’^unctions are the highest administrative units by functional specialization which are further subdivided into 
departments (see Table 6.7).

Over representation means a ratio well over 100, and under representation, well belowlOO.
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functions, in which citizen staffs are over-and under-represented, such as Brunei Cold Gas 

(EC), Brunei Liquefied Natural Gas (BLNG), Brunei Marketing (BM) and Brunei Tankers 

(BT), are not explored because of their extremely small number of workers. The objective 

of this section is to demonstrate the existence and consistency of segmentation between foreign 

and local employees, by occupational structure and salary levels in different functions and 

departments.

Different local and foreign groups of employees dominated the workforce in different fiinctions, 

departments, staff hierarchies and occupations, allowing some to occupy better positions and 

draw higher salaries than others. This is because different activities require different skills, 

some of which are lacking among Brunei citizen employees. The distribution of different 

groups of local and foreign workers varies not only by function but also by department. Such 

distribution is consistently discernible in all the functions (shown in bold in Table 6.7 *̂and 

examined in subsequent sections). In effect, citizen, PR and foreign national staffs occupied 

different occupational roles. Bruneians for example, were relatively over-represented in Brunei 

Tankers, Public Affairs, Brunei Marketing, and Refinery, but much less so in Brunei Coldgas, 

Personnel and Organisation services. Petroleum Engineering, and other engineering functions. 

By ratios, foreign employees were over-represented not only in functions which require highly 

technical skills, such as certain engineering fields (examples Engineering (EM), Petroleum 

Engineering (DM) and Exploration (XM)), but also in some non-technical functions (Personnel 

and Organisation Services (CA), Finance (FM) and Management (MGT)). What these 

technical and non-technical functions have in common, besides qualification and skills, is that 

they require years of exposure and experience in the field, preferably in different international 

locations. Such experience is readily available fi'om the ISS of Royal Dutch and Shell Group 

Companies, which is why they dominate these fiinctions.

'^AP, CA, DM, EM, FM, LGL, MGT, OM, SM, TD, and XM, are all functions under BSP companies. * CPS 
and In-service employees belongs to various functions, but are away on attachment or stucfy leave, respectively. 
MGT (not a function) comprises managerial personnel and secretaries only.
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Table 6.7: Distribution of workers of BSPC by functions, 1991/92

Functions BR
%

PR
%

FN
%

BR
Ratio

PR
Ratio

FN
Ratio

Engineering (EM) 54.3 7.0 38.7 81 73 165

Exploration (XM) 64.4 5.7 29.9 96 60 127

Finance (FM) 64.8 9.0 26.2 97 95 112

Land & Legal (LGL) 100.0 0.0 0.0 149 0 0

Management (MGT)* 30.8 0.0 69.2 46 0 294

Operation (OM) 72.2 13.9 13.9 108 146 59

Personnel & Orgnization Services 
(CA)

50.4 2.9 46.6 75 31 198

Petroleum Engineering (DM) 52.5 13.0 34.6 78 136 147

Public Affairs (AP) 95.5 0.0 4.5 143 0 19

Services (SM) 71.7 11.2 17.2 107 117 73

Technical (TD) 70.7 4.9 25.4 105 51 104

Brunei Cold Gas (BC) 40.0 20.0 40.0 60 210 170

Brunei Liquefied Natural Gas 
(BLNG)

63.5 9.6 26.9 95 101 115

Refinery (ROS) 77.2 10.5 12.3 115 111 52

Brunei Marketing (BM) 91.7 6.6 1.7 137 70 7

Brunei Tankers (BT) 100.0 0.0 0.0 149 0 0

Cross-postees* 100.0 0.0 0.0 149 0 0
In-service degree* 100.0 0.0 0.0 149 0 0

Total 67.0 9.5 23.5 100 100 100

Source: Calculated from the BSPC’s printed document 1991/92. * These are not functions; Bruneians 
only.

6.4.1 Personnel and Organisation Services Function

In the Personnel and Organisation Services Function (CA)^ ,̂ Bruneians were over represented 

in the Personnel Planning and Development (PPD) and Public Relation Services (PRS) 

departments, the foreign workers in Medical (PML), Personnel Organisation Effectiveness

’^See Section 6.3 for reasons for selection of this function.
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(POE) and Training (PTR) departments^®; the permanent residents, generally had similar 

representation as the Bruneians (Table 6.8a). The significant feature of the employment 

structure in this function is that whichever departments Bruneians and permanent residents 

dominated numerically, such as the PRS, they mainly occupied the middle and lower staff 

categories (Table 6.8b).

One of the reasons for the different share of workforce between the local and foreign workers 

in the CA function is related to the nature of activities, job requirements and hence the different 

skill spectrum between different departments within the fimction. Foreign labour provides most 

of the highly specialist skills in the various departments in the CA function, hence a higher 

proportion of them are in the top-level staff hierarchy (see Table 6.8b). Since foreigners do top 

management jobs, they merit higher salary levels in the SS, category (ranging generally between 

1 and 5), while the Bruneians, though in the same staff category (SS) were offered lower 

salaries (between 4 and 6, and GB) (see Section 6.2). The rest of the Bruneians were in the 

SSS and TAS categories and mainly occupied in middle and low level white collar office jobs, 

because job requirements for such tasks can be satisfied by Bruneians and there is no need to 

employ foreign nationals for such jobs. In the SSS category, Bruneians were mainly doing 

assistant administrative jobs, such as to do with housing and remuneration. They received 

middle level salary groups (7, 8 and H). Those in the TAS category were mostly clerical 

workers with secondary education and in lower salary levels, between 9 and 11. Thus, the 

structure of the function is such that the foreign nationals occupy top managerial occupations 

because of their roles as providers of professional and managerial expertise. Such distribution 

of different groups of workers by occupations and salary levels is consistently discernible in all 

departments in the CA functions.

°These are departments under the Personal and Organisation Services Function.
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status, 1991/92
Persoimel & Organisation
Service
Departments

Bruneians

%

P.Residents

%

Foreign
Workers

%

Bruneians

ratios

P.Residents

Ratios

Foreign
Workers

%

Persoimel Organisation 
Services (CA)^^

66.7 33.3 0.0 132 1,140 0

Medical (PML) 41.5 2.8 55.6 82 96 120

Persoimel Organisation 
Effectiveness (POE)

0.0 0.0 100.0 0 0 215

Personnel Planning & 
Development (PPD)

76.1 6.5 17.4 150 223 37

Personnel Relations & 
Services (PRS)

54.3 1.1 44.6 107 37 96

Training Department 
PTR)

46.6 1.7 51.7 92 59 111

Total 50.6 2.9 46.5 100 100 100

Source; Calculated from, the BSPC’s printed document, 1991/92

Table 6.8b: Departments in Personnel and Organisation Function by residential status and staff

Departments Bruneians 
SS SSS TAS

Permanent Residents 
SS SSS TAS

Foreign Nationals 
SS SSS TAS

Medical (PML) 13.6 15.2 71.2 0.0 75.0 25.0 16.5 83.5 0.0

Personnel Organisation Effectiveness (POE) 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0

Personnel Planning and Development (PPD) 45.7 22.9 31.4 0.0 33.3 66.7 100.0 0.0 0.0

Personnel Relations and Services (PRS) 16.0 36.0 48.0 100.0 0.0 0.0 97.6 2.4 0.0

Training Department (PTR) 37.1 29.6 33.3 0.0 100.0 0.0 76.7 23.3 0.0

Total 24.9 24.9 50.2 0.0 60.0 40.0 53.5 46.5 0.0

Source: BSPC’s printed document, 1991/92

The Personnel Planning Development (PPD) is responsible for providing services to the 

company as a whole, with respect to manpower resourcing, job-planning, information regarding 

recruitment and student affairs. Such important and extensive services need few but highly 

skilled and experienced managers and administrators, responsible for career development and 

monitoring for citizen workers. Personnel Planning Development (PPD) is also a service centre.

' This consists of only two persons, the director of the function, a local and a secretary (Malaysian).
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which supports planners in matters relating to job evaluation and organisation design. As such, 

the Personnel Planning Development (PPD) needs large executive and support staffs for 

administration, clerical and related tasks, for which capable Bruneians are available. Thus, the 

structure of the department shows a clear segmented structure where foreign personnel are 

largely in the senior staff (SS) category, acting as department heads, senior personnel planners 

and advisors and job analysts, while the majority of Bruneians and the permanent residents 

provide most of the manpower for the specialist supervisory staff (SSS) and technical and 

administrative staff (TAS) levels (see Table 6.8b). Although in the SS level, there are some 

citizens and permanent residents, they only do middle management jobs, such as career 

development planning of the company's lower rank employees and decision making on less 

complicated matters such as recruitment and resourcing. The salient employment pattern in 

personnel planning and development (PPD) is thus that there is an occupational and staff 

hierarchical segmentation between citizen and foreign staffs: the latter dominate the highly 

skilled occupations, while the former mainly concentrate in middle and lower level skill 

professions. Similar forms of segmentation occur in other departments within the CA function. 

In the Personnel Relation Services (PRS) department, for example, Bruneians dominate the 

workforce because PRS is also a service department for all company employees with respect to 

personal relations, immigration matters, housing, travel and recreation. These are the sorts of 

tasks which can be performed by citizen workers, as jobs require only an upper secondary level 

qualification. However, within the department, the personnel needs of expatriates require senior 

professional expertise fi’om people who are of the ISS of other Royal Dutch and Shell group of 

companies. For example, the teachers in the school run by the company for expatriates’ 

children are all fi’om Britain and the Netherlands because expatriates are almost exclusively 

British and Dutch. Their accompanying children need to be exposed to similar school curricula 

and education systems as in their home countries to which they will eventually return. So for 

teaching, the expatriates in BSPC prefer to recruit the Dutch and the British.

In contrast to the PPD and PRS, the nature of activities in the Medical (PML) and Training 

(PTR) Departments requires highly specialist skills. Penaga hospital, run by the company to 

provide medical service to all the company employees and their families, requires a range of
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medical specialists. Bruneians and PR were under-represented in this department, because they 

lack the required medical skills. Hence the majority of the Bruneians in the medical department 

are support staff, performing lower level tasks; PR workers, though considerably fewer in 

number than Bruneians, include some professionals, such as senior staff nurses and senior 

medical technicians (Table 6.9). Most specialist jobs in the hospital are filled on a permanent 

basis by international senior medical officers, mainly Australians and British, while nurses come 

mainly fi'om Malaysia on short-term contracts. An important reason for the differentiation in 

types of occupation between the local and foreign workers, in addition to the possession of 

medical expertise is the preference for western medical personnel by western expatriates in the 

company (Interview survey, 1992/93)^ .̂

Table 6.9: Distribution of locals in Medical Department (PML) by occupations, 1991/92

Staff category Per cent Occupations

Senior staffs 14 hospital administration, nursing sisters

Specialist supervisory staffs 15 radiographers, physiotherapists, medical 
technician, nurses, and secretaries

Technical and administration staffs 71 Medical orderly, dental surgery assistants, hospital 
administration clerks and receptionists.

Total 100

Source: Derived from the BSPC’s printed document, 1991/92

In the Training Department (PTR), Bruneians are also under-represented for the same reason 

that the nature of tasks in this department requires highly skilled people. (See Table 6.8a). The 

PTR is a training department in the CA fimction, responsible for providing job-related training 

for the company's employees. Most top level jobs, such as head of training and senior trainers in 

the SS category, were occupied by foreign nationals who were specialist in production 

operation, mechanical, technical and instrument training. Bruneians, are mainly section sub

heads, though some were senior trainers, mostly for providing non-technical training such as in 

administration and development. As in other departments, here too the occupational division

^^Since medical profession are not directly related to petroleum production, detailed data were not collected 
during the field survey.
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means that foreign nationals occupy highly skilled jobs, while the local employees engage in 

middle and lower level tasks, serving as support staffs to their immediate superiors (details on 

training - see Section 6.5).

In summary, the CA function demonstrates that employees are segmented into different 

occupational types and hierarchies and salary groups by nationalities and residential status, 

largely in response to the different levels of skill required. The analysis here has revealed that 

the nature of activities in the various departments requires a few high level specialist skills and a 

large less-skilled group to perform middle and low level white-collar occupations. This reflects 

corporate stafBng hierarchies more generally, whereby expatriates fill higher positions while 

locals occupy the lower ones, though strictly speaking BSPC is not subsidiary of the Royal 

Dutch Shell. BSPC depends on foreign personnel for occupations that require highly skilled 

specialists, as domestic supply is scarce. The following section explores one of the technical 

fiinctions to see if a similar pattern of employment is visible.

6.4.2 Service function

Unlike the CA function in which both Brunei citizens and PR were under-represented, and 

foreign workers were over-represented, the reverse was true for the Service Function (SM), 

because of the technical nature of most of its activities (see Table 6.10a). This variation is 

reflected in the different departments within the function. Bruneians and PR are over

represented particularly in less technically oriented activities such as Supplies department (SSU) 

and to a limited extent in Transport Planning and Scheduling (STS), but less so in Aviation 

(SAV), which is more technical in activities. In contrast, the foreign workers are over

represented in SAV, Engineering Maintenance (SES) and Marine (SMR), but under

represented in Supplies (SSU) and STS departments. These differences are attributed to the 

nature of activities and types of occupation: tasks requiring technical know-how generally have 

low representation of locals because of their lack of expertise. But the company’s joint 

ownership obligation is also important because it requires major technically oriented tasks to be 

headed and manned mainly by staffs of the foreign partner. The result is maintenance of the 

segmented structure of the company, hence a slowing down of Bruneianisation.
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Table 6.10a: Distribution of workers in Service Function by residential status, 1991/92

Departments Bruneians
%

Residents
%

Foreigners
%

Total BR
ratios

PR
ratios

FW

Aviation (SAV) 63.0 7.9 29.1 100 88 71 169

Engineering 
Maintenance (SES)

70.6 11.4 18.0 100 99 103 104

Marine (SMR) 73.2 7.1 19.6 100 102 64 114

Supplies (SSU) 77.4 13.0 9.6 100 108 117 56

Transport Planning 
& Scheduling (STS)

88.5 11.5 0.0 100 124 103 0

Total 71.6 11.2 17.2 100 100 100 100
Source: BSPC’s printed document, 1991/92.

In SAV, for example, some personnel, such as helicopter captains, avionics engineers and 

aircraft technicians must be highly skilled specialists while others are less so. More than half of 

the foreigners in SAV are helicopter captains and the rest are aircraft/avionics engineers, 

aircraft/avionics technicians (some were in senior positions), chief pilot, air traffic controller and 

head of aircraft servicing. All had tertiary education, though some only at diploma level or its 

equivalent and vrith experience ranging from 1-14 years. In contrast, Bruneians in the 

department were mainly refuelling assistants, cabin attendants, storemen, junior aircraft 

technicians and aircraft fitters. There are, however, some Bruneian air traffic controllers, 

aircraft/avionics engineers and technicians, but they are mainly at a lower supervisory level. PR 

are also under-represented in the SAV and are mainly in similar occupations as the Bruneians. 

They have lower formal qualifications but longer experience, 10-34 years, but mainly in salary 

levels 10 and 11. Thus the citizen and PR staffs mainly perform less technical tasks, while 

foreigners occupy highly technical jobs. Again, such a distribution questions the adequacy of 

training provided in the company and overseas (see Section 6.5).

In the Engineering Maintenance and Services department (SES) there is little difference in the 

ratio of Bruneians to foreign workers (see Table 6.10a). There is, however, a vast discrepancy 

in the occupational and hierarchical position between the Bruneians, PR and foreign workers.
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Only a few engineers in the department^  ̂ are Bruneians; more than 60% of them are 

technicians, the remaining are supervisors, foremen, maintenance workers and clerks. PR staffs 

are also mainly technicians, storeman and clerical staffs. Foreigners, on the other hand, are 

heads of sections, co-ordinators, engineers and supervisorŝ "̂ .

A similar pattern of employment is also discernible in the Marine (SMR), SSU and STS 

Departments, with foreign workers in managerial and supervisory level (SS) jobs (Table 6.10a 

and b). Most of them had higher tertiary qualifications (diploma level/equivalent) and also long 

work experience of up to 29 years in the SMR department and 24 years in the SSU and STS. 

In contrast the majority of Bruneian employees in the SMR department are employed in low- 

level jobs such as seamen, winchmen and engine drivers. In the SSU department, Bruneians 

mainly deal with the provision of information (such as telex services) and materials (including 

electrical instruments for onshore and offshore operations). In the STS, they are mainly 

engaged in transport planning and scheduling services for transportation of materials and 

workers. Thus, the nature of activities in these departments does not require highly qualified 

manpower to perform them and as such they can be filled by Bruneians and PR. Bruneian and 

PR staffs in middle-level occupations in these departments are stock analysts/buyers and 

assistants, clerk supplies administration, procurement and disposal officers, storekeepers, stock 

auditors, dispatchers, storekeepers and chargehands.

Overall, with these types of occupation Bruneians and PR are mostly concentrated in the SSS 

and TAS levels, and hence receive relatively low salaries. They mainly have primary education 

but with long experience, some amounting to 25-29 years. Permanent residents (PR) in 

particular are engaged in TAS level occupations, such as engine drivers, and clerks; their 

qualifications too, are also mainly of primary level, but they have long work experience, 

fi*equently between 25 and 29 years. Thus, in the different departments in the Service function 

(SM) function, qualification and the types of occupation have a close relationship. Utilisation 

of highly qualified foreign personnel in senior positions is because they have higher

^̂ The overall number of Bruneian engineers in the BSPC is relatively small than that of the foreign 
workers (see Appendices 13-15).
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qualifications and worldwide work experience; hence the foreign employees, occupy better 

positions, and receive higher salaries. Such a situation implies that citizen and PR staffs could 

not satisfy occupational requirements and they are engaged in occupations which do not require 

highly skilled and professional expertise.

Table 6.10b: Service Function by staff categories and residential status 1991/92

Departments Bruneians Permanent Residents Foreign Nationals

SS SSS TAS SS SSS TAS SS SSS TAS

Aviation (SAV) 11.3 30.0 58.8 0.0 20.0 80.0 89.2 10.8 0.0

Engineering Maintenance/Services (SES) 7.9 40.2 51.9 3.6 20.2 76.2 40.9 54.5 4.5

Marine (SMR) 7.3 12.2 80.5 0.0 0.0 0.0 90.9 0.0 9.1

Supplies (SSU) 12.4 32.0 55.6 0.0 26.7 73.3 86.4 9.1 4.5

Transport Planning & Scheduling (STS) 13.0 34.8 52.2 0.0 0.0 100.0 0.0 0.0 0.0

Total 8.9 35.4 55.7 2.3 20.6 77.1 57.4 38.6 4.0

Source: Calculated from the BSPC’s printed document, 1991/92.

Thus far, the chapter has identified segmentation in terms of occupations, staff hierarchies, and 

salary levels and workforce distribution by function and departments between citizen, 

permanent resident and foreign staffs and briefly between foreign nationals. Another distinct 

difference is also discernible among citizen Malay and non-Malay staffs. Their employment 

characteristics are examined next.

6.5 Segmentation between Brunei Malay and non-Malay citizen staff

In Chapter 4, significant differences were found in the employment characteristics of Brunei 

Malay and non-Malay citizens. The two groups were differentiated in employment and 

promotion opportunities, resulting in occupational segmentation. In BSPC, a similar type of 

segmentation occurs because the company’s staffing policies with respect to employment.

24'Derived from BSPC’s printed document, 1991/92.
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promotion and career advancement for citizen Malays and non-Malays discriminate between 

the two groups, in favour of citizen-Malays.

Suitable Brunei Malay citizens are given priority when the company fills key positions, such as 

managerial and department heads although so far there are few of them. The lack of suitable 

locals to fill key positions means that the proportion of foreign labour in the company cannot 

yet be reduced and hence Bruneianisation of higher managerial position will remain slow. A 

further constraint is the positive discrimination in favour of the Malays which means that non- 

Malay citizens find their promotions blocked regardless of their qualifications and skills, unless 

the citizen Malay/non-Malay ratio criteria are met (see Section 6.6.3). Thus, the limited 

opportunity for promotion for non-Malays to senior positions to some extent reduces the 

supply of local skill and qualified labour, hence slowing the progress of Bruneianisation and 

leading to continued reliance on foreign labour.

The number of citizen Malays in BSPC in 1991 was much larger (2,069 or 82 per cent of total 

citizen workers) than that of non-Malay Brunei citizens (453 or 18 per cent). With respect to 

staff hierarchies, the proportion of citizen Malays in the SS level were lower than non-Malays in 

1985 and 1986, but vice versa between then and 1992. In the SSS and TAS levels, the 

proportion of citizen Malays was even remarkably high compared to non-Malays (Figure 6.8). 

These patterns indicate the successfiil implementation of company’s staffing policies which 

continue to prefer employment of citizen-Malays to non-Malays, particularly for the SS level. 

Thus there are differences in the occupational distribution in different functions and 

departments between the two groups. For example, the non-Malays who comprise only 18 per 

cent of the total citizens workforce in the company, are also relatively over-represented in 

limited number of functions, such as the CA, EM and RFN, while the Malays are over

represented in many functions and departments, as well as in management of smaller 

companies, BT and BC (Table 6.11). Since these are small companies, they only need a small 

number of employees to service other companies (such as BSP, BLNG) under BSPC and, 

because the company confers priority of employment, particularly in managerial positions to 

citizen-Malays over non-Malays, it thus explains the over representation of citizen Malays in
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Figure 6.8: Brunei Citizens: Malay (CM) and Non-Malay (CNM) by 
Staff Levels, 1984-1992
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Source: Calculated from BSPC's printed document, 1991/92 
(see also Appendix 16)
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Table 6.11: Distribution of Brunei Citizens: Malays and non-Malays by functions, 1991/92

Functions Malay
%

Non-Malay
%

Total
%

Malay
Ratio

Non-Malay
Ratio

Engineering (EM) 75.2 24.8 100 91 143

Exploration (XM) 82.1 17.9 100 99 103

Finance (FM) 81.6 18.4 100 99 106

Land & Legal (LGL) 100.0 0.0 100 121 0

Management (MGT)* 100.0 0.0 100 121 0

Operation (OM) 83.5 16.5 100 101 95

Personnel & Orgn. Services (CA) 79.7 20.3 100 96 117

Petroleum Engineering (DM) 83.5 16.5 100 101 95

Public Affairs (AP) 85.7 14.3 100 104 82

Services (SM) 83.9 16.1 100 102 93

Technical (TD) 84.5 15.5 100 102 89

Brunei Cold Gas (BC) 100.0 0.0 100 121 0

Brunei Liquefied Natural Gas (BLNG) 82.9 17.1 100 100 99

Refinery (ROS) 79.5 20.5 100 96.3 118

Brunei Marketing (BM) 78.2 21.8 100 95 126

Brunei Tankers (BT) 100.0 0.0 100 121 0

Cross-postees* 66.7 33.3 100 96 117

In-service Degree* 90.9 9.1 100 110 52
Diploma* 95.6 4.3 100 116 25

Total (%) 82.6 17.4 100 100 100
2146 451 2597

(number)

Source: Calculated from the BSPC’s printed document, 1991/92. * These are not functions.

these companies. Similar patterns of employment are also generally found in many other 

functions and departments in BSPC such as those examined in the following sub-sections.

6.5.1 Personnel and organisation function

The Personnel and organisation function (CA) is selected because it is one of the most 

important functions in the company, being responsible for planning career development of all 

citizen staffs. An examination of this function will, therefore, enable a comparison of the
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proportion and staff hierarchical distribution of the citizen Malays and non-Malays in the 

function and also identify the employment patterns of the two groups. The objective is to 

demonstrate the effect of staffing policies on the types of occupation held by the two groups in 

this fimction. Since citizen Malays are the prioritised group, they are expected in this analysis to 

be the ones occupying key and other senior positions in the fimction in order to ensure effective 

programmes for career progression of citizen Malays in BSPC.

Prioritisation of citizen Malays over non-Malays is clearly manifest in their distribution patterns 

and representation in the CA fimction. Citizen Malays are over-represented in three 

departments, and non-Malays in only one (Table 6.12). This stems fi’om the nature of this 

function, dealing as it does with personal and organisation services. The MGT, PPD, PRS and 

PTR departments play very important roles in career development planning, socio-economic 

welfare, training and promotion of employees. The high representation of citizen Malays in 

these departments is because they can more easily enter them than their non-Malay 

counterparts. In fact, being the prioritised citizens, it is desirable for them to be in control in the 

departments concerned, particularly PPD which is responsible for the planning of employees 

progression at all levels. Control of this particular department will ensure that implementation 

of the stafiBng policy is adhered to. Indeed, it is for this reason that the management of the 

CA function, a key position in the business of promotion, is exclusively restricted by the 

company to a qualified citizen Malay staff. It is felt that the career developments of citizen 

Malays is best safeguarded by Malay planners rather than by non-Malays, because the main 

concern is eventually to place suitable citizen Malays in senior positions in the various 

departments in the company. The only department in the CA function which has a high 

representation of non-Malays is medical and health services (PML). It has a high ratio of non- 

Malays who will not be detrimental to the career developments of Malays, because this 

department is not concerned with the planning careers of employees.

6.5.2 Engineering function

The Engineering Function (EM) is selected in order to examine the employment patterns of 

technical occupations, particularly engineering, a profession in which citizen staffs are under

represented generally. The objective is to compare the skill structure of citizen-Malays and
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non-Malays and to test further the hypothesis that segmentation by staff hierarchy and 

occupation between the two groups at functional and departmental level results principally from 

the company staffing polices. It is argued that, as in other functions and departments in the 

company, Brunei non-Malay citizens occupy relatively low occupational positions compared to 

citizen Malays.

Table 6.12; Brunei Citizens: Malays and non-Malays in Personnel and Organisation Function

Departments Malay
%

Non-Malay
%

Total
%

Malay
ratios

Non-Malay
Ratios

Management 100.0 0.0 100 125 0

Medical (PML) 71.2 28.8 100 89 142

Personnel Planning & Development (PPD) 86.1 13.9 100 108 69

Personnel Organisation Effectiveness (POE) 0.0 0.0 0 0 0

Personnel Relation and Effectiveness (PRS) 79.6 20.4 100 100 101

Training 88.9 111 100 111 55

Total 79.8 20.2 100 100 100

Source: Calculated from the BSPC’s printed document, 1991/92.

As in the CA function, the department head in the EM function is a citizen Malay. In 

departments within the function, Malays are significantly over-represented only in the 

Engineering Project Onshore Department (EPS), non-Malays in the Construction Operations 

(ECO) and Central Engineering (EDE) department. However, they are outstandingly under

represented in the Engineering Front-End (EFE) department (Table 6.13) where nearly 40% of 

the jobs are middle-level supervisory positions in which citizen Malays have a priority over non- 

Malays. Disparities between the two groups are expected because the staffing policy 

discriminates one local group against another. By prioritising citizen Malays in employment 

and promotion, the policy segments the workforce.

Generally, the implementation of BSPC staffing policy since the early 1980 seemed to conform 

with the national Bruneianisation policy in the public and private sectors (see Chapter 1). Since 

the policy of giving priority to citizen Malays is a national policy and has been applied to public 

sector employment, the government, as a major shareholder in BSPC, ensures that the
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company adheres to the policy. Although half of the company’s shares are foreign owned, 

foreign shareholders are unlikely to intervene in local politics on matters such as racial 

differentiation in employment and promotion opportunities in the company.

Table 6.13: Brunei Citizens: Malays and Non-Malays in Engineering Function, 1991/92

Departments Malay Non-Malay Total Malay Non-Malay

Central Engineering (EDE) 72.7 27.3 100 97 110

Construction Operations (ECO) 71.8 28.2 100 95 114

Engineering Front End (EFE) 80.0 20.0 100 106 81

Engineering Project Services (EPA) 77.3 22.7 100 103 92

Engineering Project Onshore (EPS) 85.3 14.7 100 113 59

Engineering Quality Assurance (EQA) 75.0 25.0 100 100 101

Total 75.2 24.8 100 100 100
Source: Calculated from the BSPC’s printed document, 1991/92.

Given such a situation, BSPC conforms to the government’s wish to give priority in developing 

the skills of citizen Malays through training. There has not been any official feeling expressed by 

foreign shareholders to verify this assumption, but their silence over the last ten years can be 

interpreted as their abstention regarding the racial-make-up of the locals in the company. 

Indeed, implementation of the staffing policy has resulted in increased participation of citizens, 

mainly Malays (Appendix 16), including in the top staff hierarchy. For BSPC, limiting 

opportunities for non-Malays in career development, particularly those with potential for senior 

positions either at departmental of functional levels, means constraining the company’s local 

labour market. For example, a non-Malay might be suitable to be promoted to a position in SS 

level, but because the company cannot do so as it has to follow a certain prescribed ratio when 

promoting non-Malays (see Section 6.6.3) as specified in the company staffing policy. 

Consequently the pool of local manpower to be promoted becomes even smaller. Such a 

policy, however, benefits the foreign shareholders because they can continuously send their ISS 

to Brunei, either on secondment and/or for training. But the overall implication of the staffing 

policy of BSPC is that Bruneianisation is slowed, particularly at SS level. The resultant 

segmented employment structure between citizen Malays and non-Malays is robust and likely
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to stay so, unless the government changes its policy objective regarding Bruneisation of the 

workforce by giving equal opportunities to all locals irrespective of races. With the current 

emphasis on Bruneianisation in the public and private sectors, training for career advancement 

is necessary for any local staff (Malays or non-Malays) with potential in the company, in view 

of the government’s objective eventually to reduce reliance on foreign labour. However, as will 

be made clearer in the following section, training opportunities in BSPC remain less available 

for non-Malays.

6.6 Training, career development, and promotion in BSPC

This section examines training, career development and promotion in BSPC. The operation of 

these services plays a significant role in the production of a segmented employment structure 

particularly between citizen Malays and non-Malays. The objective of this section is to 

demonstrate how this occurs and is maintained. It is argued here that the discriminatory 

opportunities in training, career development and promotion create and maintain the segmented 

employment structure between the two groups, resulting in citizen Malays occupying higher 

occupational positions than non-Malays, thereby slowing down Bruneisation of the company’s 

workforce as a whole.

The emphasis in the Bruneianisation of BSPC’s workforce is not only to increase the 

proportion of citizens in its total employment, but also specifically to promote citizen Malays to 

key positions in the company. This clearly implies a preference within the company for certain 

group of workers over others occupying key positions. To achieve such objectives, training of 

citizen Malays at all staff levels has been undertaken, and since the mid-1980s, they have 

received the bulk of the training (Fieldwork Survey, 1992/93). Unlike non-Malay citizens, who 

are not on the priority list for training, there is no limitation for citizen Malays in training for 

skill improvement. Being subordinate to citizen Malays in promotion, training for non-Malays is 

mainly work-related for the purpose of improving their skills for better work performance. 

They, therefore, have fewer opportunities for the training that Avill eventually bring about 

promotion. For citizen Malays, training is not only for skill improvement, but it is part of the 

plan for their career development. Thus, if a citizen Malay is judged by his/her line manager to
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have managerial potential, then training will be provided. The limit to their opportunities for 

training for career advancement is their capabilities and potentialities.

6.6.1 Training of employees

This section examines training provided for citizen staJTŝ  ̂ and others. It aims to demonstrate 

its effects on Bruneisation, particularly of Malays, at all levels, but especially in the SS and SSS 

hierarchy. It also seeks to determine how far training contributes to segmentation of citizen 

Malays and non-Malays and in doing so exacerbates shortages of local labour, particularly for 

senior positions.

Training sponsored by BSPC takes three forms: training of existing employees; sponsoring 

Brunei students for degree studies overseas; and sponsoring of industrial training for secondary 

school students in the local vocational school. The last two aim to increase the company’s 

local skill supply. 'A' level Brunei citizen students (Malays and non-Malays) are sent overseas 

by BSPC for degree courses in science-based disciplines, while O' level students undergo 

industrial training locally, mostly in technical and mechanical courses. On the successful 

completion of courses, these students will join the company (at SSS and TAS level 

respectively), where they will be given job-related training from time to time and/or career 

advancement, particularly those identified as having high potential. The limitation faced by the 

company in its effort to increase recruitment of qualified Bruneians is the small pool of students 

to be trained in the first place. Thus, the number of students who have passed 'A  level to be 

sponsored by the company each year depends on how many are allocated to it by the Ministry 

of Education. The Ministry has the priority regarding the number of ‘A’ level passes it wishes 

to sponsor for tertiary education locally or overseas, for other sectors of the economy. It only

^̂ For expatriate staff, training provided is mainly work-related such as for safety reason. They are not given 
training such as for skill improvement or the advancement of their careers because for short-term contract 
employees, they should be already skilled in their jobs, otherwise, they would not be employed in the first place. 
For staff of Royal Dutch/Shell Group Companies in BSPC, their presence in the company is either on 
secondment (in which case, BSPC is not obhged to train them) or for training. For the latter, being attached, 
hence ejqx)sed to working conditions in the company is in itself a training for them (i.e. on the job).
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allocates a small fraction of students annually for BSPC to sponsor^ .̂ However, the number of 

industrial trainees (from local secondary schools) sponsored by the company each year is not 

controlled by the Ministry. It depends entirely on the demand and supply for them.

Training for existing employees is carried out both locally and abroad depending on the types of 

training needed, such as for career development schemes which involve cross-posting personnel 

or in-service further study overseas. These schemes are part of the development schemes for 

improving the skills and experience of citizen staffs, towards increased Bruneisation of the 

company's workforce. Cross-posting schemes involve sending citizen employees to other Shell 

oil companies. For some, training is principally for specific jobs. For others, it is to widen their 

exposure and enrich their experience, thus constituting part of their career development (see 

Section 6.6.2). Although the provision of training is generally exclusive to citizens, it is mainly 

the citizen Malays who get better opportunities. Foreign workers are not included in this 

scheme of training because they are under the jurisdiction of their employers (other Shell group 

companies). For some of them, their presence in BSPC is under cross-posting schemes of their 

employing companies, a reciprocal arrangement made between the government and its foreign 

partner.

The bulk of training is undertaken locally in the company's training centre^ .̂ A large number of 

formal and informal training courses (total cost to the company $27m a year) is carried out 

regularly. In 1992 the training target to be accomplished in terms of man-days was 30,000, of 

which 78 per cent (24,000 man-days) were allocated for citizens as distinct from foreign 

workers. This large allocation of man-days training for citizen staff reflects both the BSPC 

commitment and the government’s pressure on the company to develop the competence, skills 

and knowledge of all employees (including foreign nationals) of new technology and 

management skills. It is likely that the initial pressure came from the government because the 

introduction of the staffing policy (the key element in which was training of local employees)

average, less than twenty students annually. In 1992 and 1993 only 5 and 10 students, respectively, was 
sponsored by BSPCs for overseas degree courses. (Source: BSPC, Department of Persoimel Planning and 
Development).
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was only a year after Brunei’s independence and when the government emphasised

Bruneianisation of local human resource development^*.

Although all BSPC employees are eligible for training regardless of nationality, the types of 

training depend on their contract, residential status and current estimated potentials. For 

pensionable foreign staffs, the company has a fiiU commitment to develop their occupational 

skills and knowledge; for short-term contract (STC) employees, only job-specific training is 

given, for example in use of new technology while on the job. This is mainly because of the 

short contract (usually two years) between them and BSPC. The main purpose of their 

employment is either to fill vacancies while locals are away on training or they are recruited 

temporarily to perform ad hoc tasks. Workers under temporary terms of employment (MPS - 

see Section 6.3.2) are not given training at all because the company expects them to deliver 

their skills on the job. They may, however, undergo familiarisation or induction course for 

safety reasons. For non-Malay citizens of similar potential to their Malay counterparts, 

opportunity for progression and advancement is second in priority to citizen Malays. Therefore, 

a line manager would think carefully whether it is appropriate for the company to invest 

resources and effort to train them for positions (such as managerial) they are not going to 

achieve, even if they are deemed potentially good enough, unless the company’s specified 

citizen Malays-non-Malays ratios is met (Section 6.6.3). Hence, most training for non-Malays 

is for skills acquisition specific to their own jobs, and not, for example, more general managerial 

training, even if they have the potential. This exemplifies how the training processes are an 

integral part of the more general segmentation processes, which structure the workforce. 

Overall, however, after a decade of pursuing the staffing policy, the company appears to be 

more successful in Bruneianising the TAS level, but less so the SSS, and especially SS level 

(Section 6.2), despite the increasing number of Brunei graduates into the company; however, 

the number is small because the number of locals available for sponsoring each year is small.

 ̂BSPC is also a member of Southeast Asia regional training group, and therefore shares the hosting of training 
of employees of member groups, including those from Malaysia, the Phihppines and Thailand.
'"EPV., Sixth NDP: 19.
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Because of the importance of providing appropriate training in line with the capabilities and 

potential of the individual, training needs are based on the recommendation of the line 

department. The selection involves two processes; one is training needs analysis; the other is 

staff appraisal for all employees, undertaken yearly mainly for competency assessment. Each 

employee at all staff levels will have a report in which details of career development planning 

are stated, including training courses they need to undergo. However, the irony is that although 

training appears to be effective, the proportion of locals in the SS and SSS categories remains 

very small (see Figure 6.2). The effectiveness of training was admitted by respondents (local 

employees: Malays and non-Malays) who have undergone training themselves. Out of the 33 

questionnaires returned by these respondents to the researcher, 82 per cent stated that the 

training that they were given was effective in many ways (Questionnaires survey, 1992/93). 

Broadly they found that the training given enhanced and improved their management skills, 

technical skills and knowledge for technological courses; understanding and increased 

awareness of the oil industry; improved job performance and increased efficiency. The 

remaining 18 per cent found that their training was useful, but because they had no opportunity 

to apply it immediately, the knowledge was eventually forgotten.

The implication of these responses is that given the job-related training and career advancement 

training, such as in management skills, Bruneians (Malays and non-Malays) are capable of 

reaching the targeted career development planned for them by the company. This suggests that 

Bruneianisation of workforce is achievable as far as the SSS is concerned (TAS is already 85% 

localised). Thus the priority given to Brunei citizens, particularly the Malays, implies that jobs 

in the company are not secure permanently for the foreign nationals, especially in view in 

increasing number of citizen staff being trained (see Section 6.2 ). This is expected because in 

pursuing the overriding company’s aim of Bruneianisation, it is stated in the policy that 

recruitment and progression of citizens will not be blocked by non-citizen staff Hence, only 

when necessary will non-citizen staff be deployed and redeployed, and they will be released 

when locals are available to replace them.

However, it is the senior staff (SS) category that has been extremely slow to citizenise, 

particularly for managerial and department heads positions. In 1992, 65.9% of department and
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division head positions were filled by foreign labour raising, the question of why does the 

effective training of the locals whose career development is planned five years in advance, not 

translate into them filling the positions of department head or even division head? These 

positions are still largely filled by expatriates fi’om Royal Dutch/Shell group companies. There 

are many Bruneians who have been employed in the BSPC for more than 10-19 years, 

including graduates who have still not been promoted to such positions (Appendix 19). One 

tends to think that the subordination of the locals is either a reflection of the company’s distrust 

of their competence, or simply the foreign partner has to accommodate the ISS in such 

positions. On the one hand, it can be said that the subordination of the locals in BSPC is a 

pragmatic decision by the government because generally locally qualified, skilled and 

experienced manpower is still lacking, Brunei therefore, has not much choice but to depend on 

the staff of its foreign partner which can supply the required manpower sufficiently in terms of 

quality and quantity. On the other hand, the sustenance of the domination of expatriate 

personnel in senior positions for more than three-quarter of a century (since 1929) seems to 

reflect the hegemony of the MNC which is too great for the Brunei Government to do anything 

with its lack of qualified and experienced manpower. This has been so despite the company’s 

effort in grooming the few potentially qualified local graduates through the company’s career 

development schemes for senior and key positions. What is certain is that the joint ownership 

and the resultant reciprocal arrangement regarding secondment and/or attachment for training 

of personnel of the two partners is obliging on both sides. Such an obligation actually 

accounted for the seeming segmentation processes and sustenance of segmented employment 

structure with a domination of foreign manpower in the company.

6.6.2 Career development for Brunei citizen staff

In BSPC, citizen staffs have planned career individual progression schemes^ ,̂ implemented 

through a process combining education, training and testing and salary progression leading to 

the target job. The objective is to provide consistent development practices in related tasks, 

widely applied in the TAS and SSS staff development. The development practice involves 

enhancement of the potentialities of local employees (citizen Malays and non-Malays) to
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improve their skills. For citizen Malays in the SS level, career development is specifically to 

enhance their managerial skill and groom them to replace foreign managerial and department 

head positions eventually.

A short and long term potential career advancement paths plan (3 to 5 years) is made for SS, 

SSS and TAS staffs by the company’s planners (in the PPD function) and line department 

heads based on the employees’ current estimated potentials. Based on the career development 

plan drawn, they are given training either on the current job or the next plarmed job, such as a 

section head to be groomed for department head in a particular function. Performance and 

development reviews are made periodically to indicate citizen development potentials. 

Particular attention is given to identifying those citizens who have the potential to progress to 

senior staff (SS) positions. However, for citizen Malays in the SS, it appears that despite the 

claimed effectiveness of training in general, in 1991 there were still few Bruneians in the SS 

category, let alone division or department heads (see Figure 6.2 and Section 6.4). Although it 

is understood that training is not necessarily related to promotion, the grooming of locals for 

senior positions under the career development scheme should have materialised more 

significantly in terms of numbers, at least at division head level.

In other words, after a decade of implementing the Bruneianisation of BSPC’s workforce, 

including key positions, the number of Bruneians holding the role of supervisory and section 

heads, if not department heads and managers, is lower than might be expected. Indeed, 

evidence fi*om BSPC data since the mid-1980s (see Section 6.2) reveals that a higher 

proportion of ISS staff hold the position of divisional head or supervisor, than citizens with the 

same level of qualifications and duration of service (Appendices 19 and 20). According to 

responses from some of the Bruneian staff (through the questionnaire survey, 1992/93), there is 

a certain company politics that does not permit Bruneians to hold such positions. In contrast, 

the response from some of the ISS was that although some Bruneians have the potential for 

occupying higher managerial positions, they lack qualifications and the experience gained 

through long exposure in the job, backed by periodic training. However, if training is effective,

^^oreign workers in the company have their own career development.
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what then are the underlying factors and/or processes that slow down the promotion of SSS 

citizen staffs into SS category, and those in SS into supervisors and division heads, and increase 

Bruneianisation of these two staff categories? The local respondents’ view (through 

questionnaires) is that there is no evidence to verify that the small proportion of Bruneians in 

the SSS and SS levels is related to the company’s preference for ISS from other Shell group 

companies. However, the too often general explanation from expatriates as to the subordinate 

position of the citizen staffs in the company is that until now (at the time of conducting 

Fieldwork 1992/93) they are not ready for higher positions. Actually, the underlying reason is 

the existence of segmentation processes (particularly the recruitment procedure and joint 

ownership obligation - see Section 6.3) which work to produce such an outcome. Indeed, a 

pattern of local labour utilisation in which the majority provides low level manpower (TAS) 

seems to fit BSPC’s staffing pattern. This is understandable because foreign shareholders want 

to ensure that important positions are occupied by personnel who have been exposed 

worldwide in positions and professions where they have learned appropriate managerial 

specialist skills. The significance of all these is that the future of the BSPC labour market is 

likely to be partly controlled by the Royal Dutch/Shell group companies, with local sources 

providing the majority of the support staffs. However, the locals cannot be ruled out

completely from the senior and key positions. Hence, through training, a few locals will 

continually to be groomed and promoted to section/unit heads, and a fewer still to higher senior 

positions, such as department heads and managers. Bruneianisation might be occurring, but 

slowly because only a small number of Bruneians get sent abroad as part of their career 

development^ .̂

6.6.3 Promotion of employees

It has been revealed in this chapter that the stafiSng policy of BSPC has not only produced a 

segmented employment structure between the local and foreign workers but also among the 

local workforce, particularly in the SSS and SS levels (see Section 6.2). Indeed, among the 

citizen staffs, the issue of promotion to these levels and specifically to department head 

positions and above is very much a racial issue, because the staffing policy emphasises priority

^°BSPC’s printed document, 1991/92
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for citizen Malays. This section examines briefly promotion in BSPC, focusing on the priority 

given to citizen Malays. The objective is to demonstrate that the purpose of the discriminatory 

stafiSng policy in favour of citizen Malays, is to reflect the national ethnic balance and, more 

importantly, to maintain the role of the citizen Malays as the dominant local group in BSPC’s 

workforce (as in the government sector).

Unlike training, for which all citizen employees irrespective of races are eligible because training 

is fundamentally job-related, promotion to senior positions (SS) is based on residential status of 

employees, subject, of course, to demonstration of competency and experience gained. 

Promotion of PR staffs ceased in 1984. With the exception of ISS fi*om Shell Group 

companies, all categories of foreign labour may not be promoted^ ̂ while working in Brunei 

because they are only on shot-term contract. As for the ISS fi'om Shell group companies, their 

promotion is under the jurisdiction of their headquarter companies and therefore, promotion in 

BSPC concerns mainly that of citizen stafifŝ .̂

Among the citizen staffs, however, the issue of promotion, is very much related to racial 

background because the company’s staffing policy gives priority to citizen Malays over non- 

Malays. Because of the ethnic imbalance in the distribution of citizen Malays and non-Malays 

at the SSS and lower SS levels in 1984 (Appendix 16), a promotional zone (i.e. promotion of 

those fi'om salary level 8 in SSS category to salary level 6 in SS category) has been 

implemented, whereby a 3:1 control ratio is applied on a functional rather than Company or 

departmental basis. In other words, 3 Malay citizen promotions are necessitated before a non- 

Malay citizen can be promoted. The progression of non-Malays into salary group 4 and 

beyond continues to be restricted^ .̂ Such a restriction of promotion for non-Malay citizens to 

the upper tiers of SS level constitutes a major segmentation process and to slows down 

Bruneisation of the workforce at SS level, because no non-Malays would be promoted even if 

they had the potential, unless there are three Malays eligible for promotion to a similar staff

’̂This includes regional STC and pensionable staff, as well as non-Group ISS short-term employees (i.e. 
green I/C holders) (Source: BSPCs, PPD Manual: Policy, Procedures and Administration, 1988).
^̂ In 1997, a local was promoted to a managerial post in the engineering department, and few others promoted to 
very senior positions, such as in the PPD function.
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level. Such a policy means that foreign nationals, will be deployed (either ISS for permanent or 

other national for STC) to fill senior positions, rather than promoting non-Malays, except when 

the stated ratios is met.

BSPC does not have the absolute say on promotion, although the line manager is normally the 

one who recommends an employee for promotion. Approval by the Petroleum Unit̂ '̂ , a 

government department, has also to be sought before any promotion can take place. Thus, in 

BSPC, the subject of promotion, in particular of the non-Malay citizens, is very carefully 

controlled, not only by the company but also by the government through the Petroleum Unit 

which ensures that the promotion ratio is strictly adhered to. Control of the promotion of 

Brunei non-Malay citizen stafif is an indication of both the company's staffing policy to reflect 

the national ethnic balance and the government’s employment policy to ensure that the Brunei 

Malay citizens remain the dominant group, socio-economically and politically. For BSPC, the 

restriction on non-Malays is thus predominantly political and the ensuing segmented structure is 

politically determined.

One of the means by which the company achieves the intended employment pattern between 

the two groups, favouring citizen Malays, is by ofiering different opportunities to the two 

citizen groups. Indeed, there is a contradiction in the opportunity given to the citizen Malays 

and non- Malays as far as training and cross posting are concerned. Training is part of 

personnel development and depends on the training needs of individual citizen employees, 

Malays or non-Malays. But in BSPC, the two groups are segmented in terms of opportunity for 

training and thus the chance to improve their skills and occupational positions in the company. 

Thus, cross-posting and the further study scheme^\ both mechanisms for career development 

and for increasing Bruneianisation at the SS level, are mainly offered to citizen Malays, with the 

aim to increase their numbers. Evidence of the effectiveness of this in the distribution of citizen

^̂ BSPC, PPD Manual: Policies, Procedures and Administration, 1988:26.
^̂ The Petroleum Unit has specific roles in the BSPC activities. The Unit’s two objectives directly to manpower 
issue are: one, to encourage citizens' participation in all business relating to the e7q>loitation of hydrocarbon 
resources. Second, to ensure the training of citizen in all aspects of hydrocarbon industry, with particular 
attention to Bruneianisation of workforce (BSPC, PPD Manual, ibid: 36).
^ F̂or further studies.
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Malays and non-Malays in the non-technical and technical functions examined above (see 

Sections 6.5.1 and 6.5.2).

One of the inevitable consequences of the segmentation arising from BSPC’s staflSng policies is 

the under-employment of non-Malays in the company. Currently the main constraint on citizen 

Malays in the SS and SSS categories being promoted to higher position is their lack of higher 

level qualification and experience. If, as frequently happens there are less than three Bruneians 

who merit promotion, resulting in eligible non-Malay citizens not being promoted, expatriates 

have to be recruited to fill the vacancy. This exemplifies a case of disparity in job demand and 

skills supply, which inevitably leads to the continuous heavy dependence on foreign labour. The 

rationale in preferring foreign nationals rather than non-Malay citizens to occupy higher 

positions in the company is that the employment of foreign nationals can be terminated when 

citizen Malays are available to replace them; but it is not ethical to assign citizen Malays to 

positions which are already filled by non-Malays, except when they cannot perform 

competently.

Thus, the present staffing policy which specifies training, career development and promotion of 

certain citizens will alter further the composition of the BSPC workforce, and has several 

implications. First, the progression of non-Malay citizens to senior and key position will be 

very limited. Already in terms of proportion, the citizen Malays do not only have the largest 

population in the company, but their proportion in senior position is relatively higher than non- 

Malay citizens, thus indicating racial segmentation among the two groups (see Appendix 16). 

Second, the non-Malays and PR will have very limited opportunities for promotion. In fact for 

the PR, the company has already stopped recruiting them as pensionable staffs, though the 

current PR staffs can stay in their employment. Third, employment of foreign nationals with 

work permits (expatriates other than staffs from Royal Dutch/Shell Group companies) from the 

region will be phased out first before PR, but depending on how soon their expertise and skills 

can be replaced by citizen staffs. Expatriates from elsewhere in the Shell group continue to hold 

many of the ISS positions pending availability of citizen staffs, particularly Malays, to replace 

them. Based on the previous ten years employment trends since the implementation of the 

staffing policy (1985), Bruneianisation of the SS will remain slow. The implication of the
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prevailing staffing policy is that it will further reinforce the already segmented employment 

structure of the company, reduce local labour supply and increase reliance on foreign labour. 

Furthermore, the lack of citizen Malay senior managers in the country’s largest private 

employer means that a pool of expertise is not being sufficiently developed there that could 

move out into other sectors of the country’s economy.

Overall, the disparities in the employment patterns between the two groups are expected 

because of the policy of giving priority to citizen Malays. The policy was initiated by the 

government in its nation-wide Bruneisation of workforce in the public and private sectors, in 

jobs for which Bruneians are qualified to be recruited. The implementation of BSPC staffing 

policy in the early 1980s is, therefore, in line with the national Bruneianisation policy. Hence 

the priority given to the citizen Malays in the company and the resulting segmented 

employment structure between the two groups is likely to stay robust in years to come^  ̂unless 

the government changes its policy objective which it has not (1999) done. And the implication 

on Bruneianisation therefore, is that it tends to progress on a more gradual phase.

6.7 Conclusion

The chapter has shown the mechanisms that create and maintain segmentation in the company. 

The salient ones have been joint ownership, recruitment methods and strategy and company 

staffing policy. The main result is that BSPC’s employment structure is profoundly segmented 

in types and hierarchies of occupation and salaiy, between citizen, permanent resident and 

foreign labour, as well as between foreign nationalities and ethnicity. Specifically, expatriates 

occupy a larger proportion of top managerial positions, the regional foreign staffs supply some 

of the specialists’ skills, mainly on a temporary basis, and the Bruneians provide most of the 

support staffs, particularly in the lowest occupational levels. Among the citizen staffs, the

^̂ From my enquiry (1999) at the Personnel Organisation Function, regarding the current trend of employment 
and if there are aity changes in the staffing pohcy, it is clear that the patterns of employment remain similar to 
that examined and transpired in this chapter (using the 1991/92 data). From the ^ ta  on the salary structure 
provided for this year, the changes are in terms of increase in the proportion of locals at the SS level, i.e. from 
16.7% to 36.4% (1999). Although these changes doubled the proportion of locals at SS levels, the patterns of 
employment remain the same, i.e. the expatriates still dominate higher level occupations, and these are reflected 
in the salary levels. (Source: BSPC, statistical information. Personal Organisation Department).
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Malays and non-Malays are also segmented with respect to occupational types and hierarchies.

In the theoretical migration context, (see Chapter Two and Three), the occupational and staff 

hierarchical employment characteristics in the BSPC can be explained in terms of demand- 

determined migration. This is due to the nature of tasks, which partly need highly skilled 

manpower and partly non-specialist labour. Since the former cannot be satisfied by domestic 

labour, numerically and qualitatively the demand has to be met fi'om sources abroad. For the 

company, such resourcing has been met by transients fi'om other Shell operating companies 

through the ILM. The demand for less specialist manpower is largely met by domestic labour. 

In effect, duality in occupations (upper and lower tiers) and employment structure (higher and 

lower staff hierarchies) has emerged in the company. Other segmentation processes involve the 

implementation of Bruneianisation of employment, with citizen Malays receiving top priority, 

which influences the labour resourcing of the company, cementing the employment structure of 

the company’s workforce into racial differentiation in terms of career advancement and 

prospective employment status.

With the prevailing government policy objective to reduce the dependence on foreign labour in 

the development process of Brunei, steps have been taken to improve the quality local labour 

force. With respect to the BSPC, training of citizen staffs has been actively pursued under the 

new stafiSng policy since the mid-1980s. In this, the government has a dual aim. First, to 

increase the proportion of citizen Malays in the employment share in the company. The lowest 

staff category, the TAS is already significantly Bruneianised. The next target is to increase the 

proportion of citizen staff in the SSS and SS levels, and eventually to put citizen Malays in most 

decision-making positions in the company. Towards this purpose, a system exists in the 

company to plan career development of citizen Malay graduates by providing training, either 

locally or abroad or both. Those identified to have high potential to proceed to senior 

positions, will be given overseas training and management enhancement skills. Their progress 

is closely monitored, with the expectation that a cadre of citizen Malays will take over a larger 

part of the running of the company's business in the near future.
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Second, the training of citizen staffs is aimed eventually to replace foreign labour with citizen 

staffs. This, however, is to do with the relationship between the Brunei government and Royal 

Dutch companies which operate on a TNC basis, in terms of manpower (relocation for 

secondment and/or training). Replacing foreign transients with locals in significant proportion 

in BSPC will only be possible with a considerable increase in government ownership of the 

company. The fact is, Brunei is far fi'om nearly ready for such a drastic move because of 

manpower shortage, numerically and qualitatively. Nevertheless, the government continues to 

intensify its human resource development programmes (such as in-house and overseas training 

for BSPC’s local staff) to reduce and eventually replace foreign labour with Brunei citizens, 

hence increasing Bruneianisation of employment in the company in the long term. Such efforts, 

highlight its overall goal which is to play a more important role in the hydrocarbon industry 

which is the mainstay of the country's economy. However, educating and training the populace 

for the supply of highly skilled manpower for a highly technical establishment like BSPC is a 

long process. This is especially so when the labour pool is small. Indeed the limitation is not 

restricted to highly skilled manpower in BSPC; other economic sectors in the country are also 

facing shortages of manpower in the lower skill spectrum. This is partly due to the 

occupational selectivity of the locals and will be the focus of the next chapter.
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CHAPTER SEVEN: PATTERNS OF EMPLOYMENT IN THE CONSTRUCTION, 
AND WHOLESALE AND RETAIL SECTORS

7.1 Introduction

In Chapter 6, the employment characteristics of BSPC were analysed and it was found that 

occupational and staff hierarchical segmentation was significant between Brunei citizen and 

non-citizen workers. Bruneians were largely represented in the lowest staff category, but much 

less so in the higher level occupations, particularly in the top managerial, administrative and 

professional levels. The underlying cause was the small size of the Bruneian population, but 

also the disparities between job demands and skill hierarchies, as well as the segmentation 

processes inherent in company operations. However, jobs in BSPC were mainly highly 

technical and white collar. As such the findings portray only a part of the employment 

characteristics of the local and foreign workers in Brunei with respect to these occupations and 

do not reflect the relatively less technical and blue-collar occupations. In order to understand 

segmentation processes among the latter types of occupation, this chapter examines two very 

different sectors in the Bruneian economy: 1) construction and 2) wholesale and retail^ Though 

these two sectors are different in the nature of their activities and the types of skills required, 

they are analysed together in this chapter to highlight the similarity in the segmentation 

processes affecting them.

In both sectors, a dichotomy exists in the employment structures between Bruneian and foreign 

workers, a division that fits the segmentation theory (see Chapter Two). Thus, according to 

Piore (1970) such duality in the labour market consists of primary and secondary workers, a 

division stemming fi'om differentials in workers’ behaviour. Further postulations on the theory 

are that a workforce division results from different company sizes (Edwards, 1979); a 

segregation of classes of workers, such as indigenous versus foreign workers (Gordon, 

Edwards and Reich’ 1982); a differentiation in labour demand, i.e. job characteristics, resulting 

fi'om production process requirements (Peck, 1989; McNabb and Ryan, 1990), and differential

’wholesale and retail sectors are combined though each has relatively different characteristics. This is 
because the labour survey data (primary) available in the Department of Labour for both industries were 
combined as one sector.
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terms of employment to different groups within a workforce (Gallie and White, 1991). In 

examining the employment characteristics among the different nationalities of foreign workers, 

multiple segmentation is also found between the different foreign nationalities working in the 

two sectors examined, as well as in BSPC (Chapter Six). Thus, the principal tenet of labour 

market segmentation is that labour is not homogenised. Indeed, since workers possess different 

qualities; qualifications, skills and experience, they are bound to be segmented in terms of 

employment hierarchies according to these qualities. In both the construction and wholesale 

and retail sectors, the workforce comprises locals and different nationalities of foreign workers.

This chapter examines the workforce composition and the employment structure between 

Bruneians and foreign workers as a whole, and between different foreign nationalities in the 

two sectors. The objectives are first, to identify the forms of segmentation and examine the 

segmented employment structure between local and foreign workers and among the foreign 

nationalities. Second, to demonstrate the extent of segmentation in the construction, wholesale 

and retail sectors, focusing on the roles played by local and foreign workers. These exercises 

serve as prerequisites to analysis of the processes of segmentation in the two sectors concerned, 

which will be presented in Chapter Eight.

7.2 Employment characteristics in the Construction, and Wholesale and Retail Sectors

This section examines the distribution of different groups of workers: local and foreign, and 

among the different foreign nationalities in the two sectors. The objectives are first, to 

demonstrate the important role played by foreign workers in both sectors. Second, to illustrate 

the patterns of employment of these groups of workers. It is hypothesised that in these sectors, 

segmentation exists between local and foreign workers and between different foreign 

nationalities by types of occupation. This proposition is based on the fact that employees in 

both sectors have different qualifications, skills and experience. Revelation of the employment 

characteristics of the different groups of workers sets the scene for analysis of the processes 

involved in creating and sustaining the resultant segmented employment structure.
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7.2.1 Participation of locals and foreign workers

This section compares the participation of Bruneians and different nationalities of foreign labour 

in the construction and wholesale and retail sectors. The main objectives are to demonstrate 

their heavy reliance on foreign workers and to illustrate how employment patterns differ 

between Bruneians and foreign workers and among foreign workers. It is argued here that 

foreign workers play a very important role in the functioning of these sectors and that the 

employment structure of the different groups of workers is segmented.

The majority of employers interviewed revealed and accepted the importance of foreign 

workers to the day-to-day running of their companies. In construction, for example, one of the 

companies expressed that “ Foreign workers are very important. They are the üfe of the 

company”.  ̂ Another stated that, “ Without foreign workers, the company will collapse”.̂  

Such views were expressed by 80 per cent of the construction employers/senior personnel 

interviewed. The remaining 20 percent stated that their companies could not function 

efiQciently without foreign workers, and that their companies’ activities had to slow down. A 

typical view was that, “Foreign workers are very important. The company will not be able to 

function smoothly and work will slow down without them”.'̂

In wholesale and retail, 33 per cent of the companies interviewed also expressed that they could 

not operate their business activities without foreign workers. For example, one of the 

managers interviewed stated that, “Without foreign workers, my company cannot function at 

all. I think the same applies to other companies in Brunei”^ The remaining 67 per cent 

specified that foreign workers were very important at both higher and lower levels, such as 

managerial and manual tasks (example delivery) respectively (Fieldwork/Interview survey, 

1992/93). One of the companies interviewed said, “ The importance of foreign workers

^Company AF (construction) interviewed on 12/1/1994. 

^Company H (construction) interviewed on 19/1/1994. 

'’Company K (construction) interviewed on 7/1/1994. 

^Company 42 (retail), interviewed on 22/1/ & 2/3/1994.
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depends on the types of jobs. For managerial and manual tasks, they are very important. For 

manual tasks, for example, without drivers and delivery men, we cannot fonction foUy”.̂

The above quotations verify the dominant role of foreign workers in both sectors. Their 

importance is further substantiated statistically in terms of their share of employment to total 

employment in both sectors, shown in Table 7.1. Between the two sectors, however, the table 

confomed that foreign workers are much more important in the construction sector than in 

wholesale and retail. In the 120 construction companies investigated^ in the 1989-93 period, 

97.4 per cent and 97.5 per cent of their workforce in 1989 and 1993 respectively, were foreign 

workers. In contrast, Bruneians play only a marginal role in this sector.

Table 7.1: Local and foreign workers in the construction, wholesale and retail sectors, 1989 
and 1993

Workers by residential status
number

1989 
per cent number

1993 
per cent

Percentage Changes 
1989-93

Construction sectors

Bruneians 117 2.6 162 2.5 38.5

Foreign workers 4416 97.4 6259 97.5 41.6

Total 4533 100.0 6421 100.0 41.7

Wholesale and retail sectors

Bruneians 540 32.1 694 39.4 28.5

Foreign Workers 1144 67.9 1069 60.6 -6.6

Total 1684 100.0 1763 100.0 4.7

Source: Calculated from Department of Labour, Census o f Employers/Employees 1989 & 1993.

In the wholesale and retail sectors, although the participation of foreign workers was relatively 

less significant than in construction, it was still dominant with 67.9 per cent and 60.6 per cent in 

1989 and 1993, respectively of all employment. However, unlike the construction sector, in 

which the proportion of foreign workers remained high and the small proportion of the locals

^Company 57 (wholesale), interviewed on 25/3/1994.

5̂0 companies for the construction industries and 70 for wholesale and retail sector. See Chapter 5 for 
explanation.
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hardly changed within the five-year period, the proportion of locals in wholesale and retail went 

up by 7.3 percentage points, representing a percentage change of 28.5%, while that of foreign 

workers declined by a similar proportion. Thus the two sectors behaved in different ways.

Although the increased participation of Bruneians in wholesale and retail reduced reliance on 

foreign labour supply, this change may well be temporary because the locals generally work in 

the private sector merely to fill a time-gap while waiting for employment in the government and 

they find wholesale and retail more congenial than construction. This was revealed by the 

interview survey (1992/93), where 86% and 60% of employers interviewed in the two sectors 

respectively stated so. Whether the increased participation of Bruneians in wholesale and retail 

in recent years is going to continue depends closely on how easy or hard it is to get 

employment in the public sector^in the future. The more difficult it becomes to get public sector 

employment, the more likely are Bruneians to turn to private sector employment.

However, in the wholesale and retail sector, the share of Bruneians and Permanent Residents in 

the three census years was higher than in the construction industries, though it declined in 1991. 

This indicates either the preference of Bruneians for employment in this sector rather than in 

construction because jobs are generally less laborious in nature and/or Bruneians are more able 

to satisfy job requirements in wholesale and retail. The increased proportion of Bruneians, 

particularly in wholesale and retail during the high unemployment period (4.7 per cent)  ̂ in 

1991, is an indication of some acceptance by locals that employment in the government sector 

has become increasingly difficult to acquire, forcing them into the private sector. Therefore, the 

locals’ choice of employment either in the public or private sector to some extent is susceptible 

to market demand for and supply of workers, though they remain selective in the companies

^Between 1991 and 1995, the annual growth of employment in the public sector was only 3.6 per cent as 
compared to 8.7 per cent in the private sector. In terms of occupation, the growth rates of lower levels of 
public sector white-collar employment, such as clerical jobs was 5.9 per cent as compared to 10.5 per cent 
in the private sector within the same period*. Generally therefore, it is becoming difficult to get public 
sector white collar employment, including lower level occupations, as evidenced from the increased 
number of unemployed secondary education school leavers, whom if given a short training, should be 
easily qualified for such occupations if available. In 1995, youth (15-19) unemployment was 41.4 of total 
unemployment in Brunei. (EPU., 1995, Report on the Labour Survey: 23, 24 & 28).
^EPU., (1993), Report on the 1991 Population CensusilO.
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that they work for in the private sector, such as preferring wholesale and retail sector over 

construction.

The survey findings reveal that Bruneians still formed a minority group, especially in 

construction and despite their increased number in wholesale and retail. In 1989 and 1993 for 

example, 98 per cent of the 50 construction companies investigated employed less than 10 

Bruneians (Appendix 21). For the wholesale and retail sector in 1989, 72.9 per cent of 

companies surveyed employed less than 10 local workers. Although the significance of this 

depends on the size of firms, the fact still remains that the majority of firms employ foreign 

workers for various reasons, such as their skill qualities and work experience (see Chapter 

Eight, Section 8.2.1). The corresponding figures for 1993 changed only slightly, 67 per cent 

employing less than 10 locals (Appendix 22). The small change in the composition of local and 

foreign segments over the five-year period implies an ingrained employment situation with 

respect to the workforce composition, particularly in construction, and the existence of 

segmentation processes in sustaining it. This will be elaborated in Chapter 8 (Sections 8.2 -  

8.5). First, it is necessary to examine the different nationalities of the foreign workers in both 

sectors, to reveal the existence of segmentation amongst them and to show the prevalence of 

heavy dependence on foreign labour.

7.2.2 Participation of foreign workers of different nationalities

As demonstrated in Chapter Four, foreign workers comprise a wide range of nationalities. In 

the two sectors, the different skills, qualities, experience required are reflected in the 

nationalities employed. This section examines the workforce profile of different foreign 

nationalities in both sectors with the objective of identifying and illustrating different patterns of 

employment between them. It is shown that first, foreign workers fi'om ASEAN countries form 

the majority of foreign workers employed in both sectors because according to employers, they 

are relatively cheap to bring into the country and to employ compared to non-ASEAN nationals 

in general (see also Chapter 8). Second, segmentation by types of occupations exists among 

different foreign nationalities and generally between ASEAN and non-ASEAN workers.
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Tables 7.2a and 7.2b demonstrate that ASEAN (excluding Brunei) workers predominate over 

other nationalities in construction (94.4 per cent) and in wholesale and retail (55.5 per cent), 

and that this pattern changed little between 1989 and 1993. The share of employment by non- 

ASEAN nationalities was marginal.

Table 7.2a: Foreign workers, by nationalities and regions in the construction sector, 
1989 and 1993

Countries
number

1989 
per cent number

1993 
per cent

Percentage Changes 
1989-93

Indonesia 1 0.0 27 0.4 2600.0

Malaysia 1805 40.9 2307 36.9 27.8

Philippines 199 4.5 592 9.5 197.5

Singapore 24 0.5 30 0.5 25.0

Thailand 2113 47.8 2951 47.1 39.7

ASEAN (total)* 4142 93.8 5907 94.4 42.7

Indian Sub-Continent 214 4.9 318 5.1 48.6

Rest of Asia 57 1.3 30 0.5 -47.4

America & Canada 0 0.0 0 0.0 0.0

Australia & N.Zealand 1 0.0 2 0.0 0.0

Europe 2 0.1 2 0.0 0.0

Total 4416 100.0 6259 100.0 41.7
Source: Calculated from Department of Labour, Census o f  Employers/Employees, 1989 & 1993. *The 
initial five member countries of ASEAN.

Generally, the preference for ASEAN workers is not entirely consequent upon the socio

economic and membership of Brunei in ASEAN, because Malaysia, in particular East Malaysia, 

has long been the main traditional source of labour for Brunei. There are three factors which 

explain the high participation of workers from foreign ASEAN countries in the two sectors: the 

close proximity of these countries to Brunei; workers from these countries, especially the Thais, 

are cheaper than local workers; and foreign ASEAN workers, especially Malaysians, have 

language, cultural and religious affinities with Brunei. These factors were disclosed by the 

majority of employers interviewed in both sectors. (Interview survey, 1992/93/94).
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Table 7.2b: Foreign workers by nationalities and regions in the wholesale and retail sectors, 
1989 and 1993

Countries Number
(1989)

Percent Number
(1993)

Percent Percentage
Changes

Indonesia 2 0.2 9 0.8 350.0

Malaysia 848 74.1 751 70.3 -11.4

Philippines 108 9.4 150 14.0 38.9

Singapore 46 4.0 34 3.2 -26

Thailand 29 2.5 36 3.4 24.1

ASEAN (total)^ 1033 90.3 980 55.5 5.1

Indian Sub-Cont. 98 8.6 73 6.8 -25.5

Rest of Asia 5 0.4 7 0.7 40.0

Total 103 9.0 80 7.5 -22.3

Europe 7 0.6 8 0.8 14.3

America & Canada 0 0.0 0 0.0 0.0

Australia & NZ 1 0.1 1 0.1 0.0

Total 1 0.1 1 0.1 0.0

Grand total 1144 100.0 1069 100.0 4.7
Source: Calculated from Department of Labour, {Census o f Employers/Employees, 1989 & 1993). 

♦The initial five member countries of ASEAN.

Employers’ preferences for the various ASEAN nationalities vary. In construction, the Thais, 

for example, made up nearly half of the workers fi'om ASEAN countries in 1989, followed by 

the Malaysians. A similar situation existed in 1993. The fact that Thais constituted the largest 

nationality in the construction sector implies a growing dependence on them by employers 

wanting cheap unskilled manpower (see Section 7.2.4a). In contrast, Malaysians, particularly 

East Malaysians, were the largest group of foreign workers in the wholesale and retail sector. 

This is not only because of their relatively close spatial proximity as noted above and hence the 

lower costs to employers of mobilising them to Brunei (Interview, 1992/93/94), but also 

because they have similar culture to Bruneians. For example, one of the employers expressed 

that.
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“ I prefer East Malaysian workers to Filipinos for example, because East Malaysians 
are more suitable here in Brunei because their culture is more or less similar to Brunei 
Malay culture''/^

However, new sources of labour have grown in importance especially the Philippines and 

Indonesia (in addition to Thailand), as indicated by their percentage changes. The significance 

of this change is that it extends the degree of dependence of the construction and wholesale and 

retail sectors beyond the traditional source (mainly Malaysia). The demand for new sources of 

labour is mainly because of expansion in the activities of both sectors, which require workers at 

all skill levels who are relatively cheap to import and employ. Indonesians for example, are also 

commonly recruited as drivers and sales girls, Filipinos for middle-level supervisors and sales 

girls. Although the Filipinos were small in proportion, they doubled within the five years in 

construction and also rose markedly in wholesale and retail. This growth was the result of 

employers’ increasing preference for them for their proficiency in English (Interview survey, 

1992/93/94), which actually constitutes part of the segmentation processes. Proficiency in 

English is important because as sales assistants they need to communicate with customers and 

the majority of customers are Bruneians who are literate in this language (see Sections 7.2.4b 

and 8.2.1bii). Similarly, the Indonesians were proportionately insignificant in construction, but 

numerically rose fi'om only 1 worker in 1989 to 27 in 1993. Their increase in the wholesale and 

retail sector was even more significant, mainly because they are not only relatively cheap to 

employ, but their language is similar to Brunei’s in contrast to the Bangladeshis, for example, 

an important feature in a job requiring a high level of interaction.

Having examined the total number and proportion of foreign workers as a whole and of 

different nationalities (ASEAN and non-ASEAN) to total workers in each sector, it is now 

necessary to compare their employment patterns with those of Bruneians because this exercise 

will reveal the existence of occupational segmentation between them and between foreign 

nationalities. Overall, as far as locals and different foreign nationalities of ASEAN are 

concerned, employers in both sectors have different preferences for their employment in

Company 35 (retail), interviewed on 12/2/1994.
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different occupations, which consequently produce different employment patterns between 

them.

7.2.3 Employment patterns of local and foreign workers

This section examines the occupational distribution of local and foreign workers. It is 

hypothesised that in both sectors, Bruneians were mainly concentrated in white collar 

occupations, while foreigners are dichotomised between higher white collar occupations and 

blue collar manual jobs.

For analyses of occupational distribution, the various jobs in both sectors are classified into 

eight categories'^ (see Table 7.3a), based on Brunei’s Economic Planning Unit (EPU) 1991 

occupational classification, which has been used in the Brunei censuses of population. Some 

modifications to the EPU classifications were made for this study, for example the professional, 

managerial and technical (PMT) is classified into PMTl, PMT2 and PMT3^ ,̂ to differentiate 

between PMT occupations. Other occupations are classified into clerical (for middle-level 

office and non-office white-collar occupations) and skilled, semi-skilled and unskilled, to match 

with the classification of job requirements in the sectors. This reclassification enables the sort

''Category 1: PMTl consists of directors and managers; category 2: PMT2 includes assistants managers 
and those with professional qualification (such as engineers, accountants, and quantity surveyors); 
category 3: PMT3 comprises supervisors, foreman, personnel with technical qualification and those with 
specialised trades, as well as those who are assistants to professionals in category 2; category 4 is clerical 
and non-manual jobs; category 5 is skilled manual workers (such as carpenters, bricklayers, masons and 
plumbers); category 6 is semi-skilled workers engaged in tasks such as machine operators and drivers; 
category 7 is made up of all unskilled workers, mainly general labourers; category 8: those who are not 
specified elsewhere, such as business partners and helpers.
’̂ PMTl: top managerial tasks; personnel may not possess tertiary qualification, but have long experience 
in rurming their business; the category includes owner or proprietor of the business, taking posts such as 
director, chairman and general managers. PMT2: comprises persormel with specialist qualifications, such 
as engineers, quantity surveyors, accountants and business analysts. PMT3 comprise lower level managers, 
such as supervisors, foreman, sales executives or representatives, mechanics and technicians. Clerical and 
non-manual employees are those doing office clerical and related tasks; non-office employees include 
those dealing with matters related to Immigration and Labour Departments, such as recruitment of foreign 
workers. Skilled workers category includes carpenters, bricklayers, painters and the like in the building 
trade; semi-skilled comprises drivers, sales assistants and sales girls; unskilled consist of general 
labourers who serve skilled workers. Others are largely Bruneians who are mainly shareholders or 
'sleeping’ partners to the company they invest in.
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of detailed examination on employment structure necessary for subsequent analyses of 

segmentation processes (see Chapter Eight, Sections 8.2 to 8.5).

a) Construction Sector

The occupational distribution of Bruneians and foreign workers in the construction sector is 

revealed in Table 7.3a. The locals and foreign workers were over-represented in certain jobs 

(exhibited in bold) but under-represented in others (in italic). The patterns of employment for 

the locals in both 1989 and 1993 hardly changed^ .̂ Bruneians’ shares of employment in PMTl, 

clerical and non-manual Others were large in both years, suggesting a stable pattern. This 

situation was also reflected in terms of ratios of Bruneians in the same occupations to total 

Bruneians employed within the sector, thus portraying their degree of representation in these 

occupations. The most salient change was in the PMT2, in which the locals’ representation 

increased from 39 in 1989 to 256 in 1993; while for skilled workers the ratios of Bruneians rose 

from 4 to 20. In contrast, the share of employment of foreign workers in both 1989 and 1993 

was significant in all occupations except for PMTl and clerical, non-manual occupations and 

others. Overall, therefore, foreigners constituted the dominant group in all occupations in both 

years and such concentration therefore demonstrate the importance of their role in the 

construction sector (see Chapter Eight).

The overall distribution pattern demonstrates the preference of Bruneians for white-collar 

occupations and their rejection of blue-collar jobs, thus segmenting the locals and foreign 

workers in the construction industry by occupation. This reflects the country’s emphasis on 

formal education as opposed to vocational training. In other words, Brunei’s education system 

is partly responsible for the creation and maintenance of segmentation of its employment 

structure. Indeed, according to employers in the construction sector, the relatively small 

proportion of locals in PMT2 and PMT3 occupations can be explained by their lack of work 

experience in the private sector as a whole, let alone in construction. Therefore, only a few 

were able to fulfil the job requirements (see Chapter Eight, Section 8.2.1 ai). In effect, all job 

categories were dominated by foreign labour, thus demonstrating clearly their importance in

'^Over-represented numerically means a ratio of well over 100 in a certain occupation per 100 workers of local of 
foreign labour. Under-represented a ratio of well under 100.
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enabling construction activities to stay in operation, a point overtly admitted by several 

companies (such as Company S and AY)̂ "̂ . Even though locals increased their representation 

in parts of the construction sector (such as PMT2 and skilled category), they remain a minority. 

Although foreigners experienced some reductions, they remained dominant (Table 7.3b). This 

trend indicates that convergence between the locals and foreigners in the sector is quite remote 

even in the longer term, especially when other industrial sectors like banking, other financial 

institutions and services are generating jobs that are not of 3Ds (dirty, dangerous and 

degrading) nature.

Table 7.3a: Local and foreign workers in the construction sector, by occupations, 
1989 and 1993

Occupations 1989 (per cent) 
Brunei Foreign

1989 (ratios) 
BR FN

1993 (per cent) 
BR FN

1993 (ratios) 
BR FN

PMTl 47.0 53.0 1808 54 50.6 49.4 2024 51

PMT2 1.0 99.0 39 102 6.4 93.6 256 96

PMT3 7.4 92.6 287 95 5.9 94.1 236 97

Clerical & non-manual 57.7 42.3 2219 43 60.2 39.8 2408 41

Skilled workers 0.1 99.9 4 103 0.5 99.5 20 102

Semi-skilled workers 1.0 98.2 39 101 1.7 98.3 68 101

Unskilled workers 0.2 99.8 8 102 0.2 99.8 8 102

Others 50.0 50.0 1923 51 30.8 69.2 1232 71

Total 2.6 97.4 100 100 2.5 97.5 100 100

Source; Calculated from Department of Labour, Census o f Employers/Employees, 1989 & 1993. Note: 
Figures in bold show over-representation / well representation of locals and foreigners. Figures in italic 
indicate under-representation of locals and foreigners.

Overall, the pattern of employment for the locals and foreigners was maintained over the five- 

year period, suggesting that such a structure is endemic in the construction sector. The 

segmented pattern is clearly demonstrated in that Bruneians were mainly concentrated in top 

managerial (PMTl) and clerical and non-manual occupations, while foreign labour occupied 

lower managerial level (PMT2 and PMT3), skilled and unskilled manual jobs.

''interviewed on 23/10 and 12/11/1992, respectively.
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Table 7.3b: Percentage changes in the employment of local and foreign workers in the 
construction sector, 1989 and 1993

Occupations Bruneians
1989 1993

Per cent 
change

Foreign National 
1989 1993

Per cent 
change

PMTl 39 39 0.0 44 38 -13.6

PMT2 1 8 700.0 102 117 14.7

PMT3 21 35 66.7 263 563 114.1

Clerical & non-manual 45 56 24.4 33 37 12.1

Skilled workers 2 8 300.0 1741 1491 -14.4

Semi-skilled workers 4 6 50.0 224 349 55.8

unskilled workers 4 6 50.0 2008 3653 81.9

Others 1 4 300.0 1 9 800.0

Total 117 162 38.5 4416 6257 41.7
Source: Calculated from Department of Labour, Census o f Employers/Employees, 1989 & 1993.

This heavy dependence on foreign labour is significant in view of the implementation of the 

government's development programmes, such as building more roads, schools, and housing for 

the public. Without foreign workers these would have to slow down tremendously, if not cease 

to progress at all. Thus foreign workers have played a vital role in keeping construction 

activities in operation, a situation that seems set to continue.

A major question now is how far such employment characteristics are likely to perpetuate? The 

government’s employment plan by occupational category for the 1986-95 period assumed that 

all categories of occupations would grow^  ̂ and fi-om 1995 until the year 2000 continuing 

increases are expected for managers and administrators, professionals and semi-professionals, 

craftsmen and related workers. For the first four types of occupation, some 1000 to 1500 

degree and diploma holders^  ̂are required annually (between 1996 and 2000). Since there are 

not sufiScient locals to meet such a demand, the volume of the inflow of foreign personnel to

‘̂ PU., Sixth NDP, 1991-1995-. 31.

Seventh NDP, 1996-2000: 160-161.
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both the upper job hierarchies, such as engineers, quantity surveyors, and skilled craftsmen is 

unlikely to slow down.

b) Wholesale and Retail sector

The wholesale and retail sector had a similar occupational distribution pattern to that of 

construction in both 1989 and 1993. Bruneians comprised more than half of the workforce in 

PMTl, clerical and non-manual jobs and others and were over-represented in these occupations 

(shown in bold) and under-represented in low-level jobs (shown in italic. Table 7.4a). The 

notable change among Bruneians in 1993, however, was their relative increase among skilled 

(two-fold) and semi-skilled (nearly three-fold) workers. Despite this change, skilled and semi

skilled occupations (except PMTl, clerical and non-manual, and others) were still dominated by 

foreign workers, particularly in the bottom-level jobs (shown in bold). This demonstrates the 

important role of foreign workers in wholesale and retail and suggests that the resultant 

segmented employment structure by types of occupation in the sector in Brunei is robust.

Indeed, foreign workers in this sector provided the majority of manpower, despite a decline in 

their numbers in all occupations (except for PMT2) in 1993. As for the locals, although their 

share of employment increased in all occupations, especially skilled and semi-skilled jobs, they 

formed less than half of the total number of workers in the sector in 1989 and improved only 

slightly in 1993 (Table 7.4b). The biggest change among the locals was in skilled jobs, where 

numbers doubled (an increase of 111.8%). The least significant change was in PMT2, a 

category which consists of specialist professions, such as accounts, business analysts, sales 

representatives and which require qualifications and experience. These professions are still 

lacking among Bruneians in general. The few with the qualifications, experience and 

willingness to work in the private sector are diflBcult to find. Therefore, employers’ reliance on 

foreign nationals for these occupations (PMT2) increased as evidenced in their percentage 

increase in 1993 (39.5%).
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Table 7.4a: Local and foreign workers by occupations in the wholesale and retail sectors, 
1989 and 1993
Occupation 1989 (per cent) 

BR FN
1989 (ratios) 

BR FN
1993 (percent) 

BR FN
1993 (ratios) 
BR FN

PMTl 52.9 47.1 165 69 61.7 38.3 157 63

PMT2 30.9 69.1 96 102 25.4 74.6 65 123

PMT3 32.3 67.7 101 100 48.6 51.4 123 85

Clerical & Non-Manual 50.0 50.0 156 74 56.8 43.5 144 72

Skilled Workers 8.6 91.4 27 135 16.9 83.0 43 137

Semi-Skilled Workers 13.2 86.8 41 128 35.7 74.3 91 123

Unskilled Workers 12.8 87.2 40 128 14.2 85.9 36 142

Others 71.4 28.6 222 42 100.0 0.0 254 0

Total 32.1 67.9 100 100 39.4 60.6 100 100

Source: Calculated from Department of Labour, Census o f Employers/Employees, 1989 & 1993. Figures 
in bold show over-representation / well representation of locals and foreigners. Figures in italic indicate 
under-representation of locals and foreigners.

Table 7.4b: Percentage changes in the employment of local and foreign workers in the 
wholesale and retail sectors, 1989 and 1993

Occupation Locals
1989 1993

Percentage
Change

Foreign
1989 1993

Percentage
Change

PMTl 81 113 39.5 72 70 -2.8

PMT2 17 18 5.9 38 53 39.5

PMT3 64 90 40.6 234 95 -29.1

Clerical & Non-manual 293 343 17.1 293 264 -9.9

Skilled 17 36 111.8 181 176 -2.8

Semi-skilled 20 35 75.0 132 101 -23.5

Unskilled 43 51 18.6 292 310 6.2

Others 5 8 60.0 2 0 -100.0

Total 540 694 28.5 1144 1069 -6.6

Source: Calculated from Department of Labour, {Census o f Employers/Employees, 1989 & 1993).

In summary, this sub-section has demonstrated that the occupational structure differs 

significantly between the locals and foreign workers in both sectors. Locals are mainly 

concentrated in some managerial and clerical and non-manual occupations, while foreign 

workers are mainly in specialist occupations (PMT2) and skilled, semi-skilled and unskilled
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manual tasks. The processes that bring about such a segmented occupational structure now 

need to be identified and explained (see Chapter Eight, Section 8.2.2). First, though it is 

necessary to examine the employment characteristics of the different foreign nationalities in 

both sectors following the examination of the employment patterns between local and foreign 

workers. The purpose is to see if segmentation also exists among them. The processes 

involved in creating segmentation of employment between the different foreign nationalities will 

also be examined in the next chapter.

7.2.4 Employment patterns of foreign workers of different nationalities

The previous sub-section showed how the overall occupational structure in the two sectors has 

become segmented between the locals and foreigners. This section demonstrates that the 

employment structure also varies between the different nationalities (including Bruneians) 

working in the two sectors, thus indicating that segmentation of employment between different 

foreign nationalities also exists. The processes that bring about their segmented employment 

pattern will be examined in Chapter Eight. It is hypothesised that in both sectors, segmentation 

processes operate among workers of different nationalities as well as by types of occupation. 

Thus, for example, employers recruit Malaysians, Singaporeans, Taiwanese or Hong Kongers 

for managerial and specialist jobs, Thais and Bangladeshis for skilled and unskilled manual 

tasks. The selection is based on the skill quality of foreign workers, and/or employers’ 

preference, which may include the socio-cultural background of workers, policies of labour 

receiving and sending governments, and the role of employment agents.

a) Construction sector

The employment patterns in construction were highly segmented by occupations and 

nationalities (Table 7.5a) and the lack of significant change between1989 and 1993 indicates 

stability. The occupational distribution of Bruneians was already addressed in Section 7.2.3. A 

salient change in their occupational characteristics, however, is a high increment in the PMT2 

and PMT3 occupations (by 700 per cent and 66.7 per cent respectively - Table 7.3b). This 

finding contradicts comments by employers during interviews that it was difficult to recruit 

Bruneians with professional, managerial and technical skills due to relatively low pay and other
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benefits and to the scarcity of the overall local supply. The growth in the share of employment 

among Bruneians in PMT2 and PMT3 implies more of them became available for occupations 

requiring professional, specialist expertise and work experience respectively. However, labour 

survey data (1992/93) suggest that almost all the locals in PMT2 and PMT3 job categories did 

not possess any professional qualifications. This implies that they got the jobs either because of 

family connection (for family-owned companies) and/or merely had some experience in 

managerial and supervisory work, but not necessarily the relevant qualification^ .̂ This is not 

surprising because Bruneians with university qualifications generally prefer public sector 

employment which offers better pay and other benefits, as indicated in their proportionate 

increase fi-om 30.7% to 55.8% in 1989 and 1993 respectively^*. Nevertheless, the increase in 

the proportion of Bruneians in the managerial and supervisory occupation as shown in Table 

7.5a (PMT2 - 0.9 per cent to 4.9 per cent in 1989 and 1993 respectively; PMT3 -17.9 per cent 

and 21.6 per cent)^  ̂is an encouraging trend for the government in terms of Bruneianisation of 

jobs in the private sector. These figures must have risen by now (1999) due to saturation of 

employment at almost all levels in the government sector while the government has been 

encouraging the locals to work in the private sector by giving them incentives - such as pension 

funds (EPF) which are partly contributed by employers.

The segmentation by nationality was due to employers’ preferences for certain nationalities 

over others for particular occupations. For example, Malaysians, Filipinos and the Thais were 

concentrated mainly in the skilled and unskilled jobs. According to most employers, this is 

because they are generally good as well as relatively cheap compared to non-Asians. Neither 

the Indonesians nor the Thais were employed in the top two managerial levels in 1989 because 

of lack of qualifications and experience; however, a marginal increase appeared in 1993 for the 

Indonesians in PMTl. The Singaporeans declined significantly in PMTl, but rose markedly in

Such a situation is difficult to prove because employers were not willing to disclose such information.

'^These figures are derived from the total number of degree holders in the working population divide by 
the total number of civil servants in the government's division two-salary scale (which mainly requires 
first degree qualification). Source: EPU., Summary Tables o f  Population Census, 1981 and 1991, Brunei 
Darussalam\\9% & 263; EPU., Brunei Statistical Yearbook, 1993: 50.

Latest figures available.
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Table 7.5a: Distribution o f  workers by nationalities and occupations in the construction sector, 
1989 and 1993 {per cent)

Countries/
Occupations
1989

Brunei Indo
nesia

Malaysia Philippines Singapore Thailand Indian
Sub-
Cont

Rest o f  
Asia

others

PMTl 33.3
0.0

1.3 0.5 29.2 0.0 0.5 15.8 66.7

PMT2 0.9
0.0

2.7 6.0 4.2 0.0 1.4 61.4 33.3

PMT3 17.9 100.
0

10.0 22.1 29.2 1.2 0.9 7.0 0.0

Clerical & 
Non-Manual

38.5
0.0

1.2 3.0 8.3 0.0 0.9 0.0 0.0

Skilled 1.7
0.0

52.5 43.2 8.3 33.0 2.3 7.0 0.0

Semi-
Skilled

3.4
0.0

7.5 4.0 20.8 3.0 5.6 0.0 0.0

Unskilled 3.4
0.0

24.8 21.1 0.0 62.7 88.3 8.8 0.0

Others 0.9
0.0

0.0 0.0 0.0 0.0 0.0 0.0 0.0

Total (%) 100 100 100 100 100 100 100 100 100

(num)

tm
117 1 1805 199 24 2113 214 57 3

PMTl 24.1 3.7 0.9 0.0 16.7 0.0 0.0 36.7 50.0

PMT2 4.9 0.0 2.3 6.8 26.7 0.0 1.6 33.3 50.0

PMT3 21.6 0.0 14.5 25.0 30.0 1.9 1.9 23.3 0.0

Clerical & 
Non-Manual

34.6 3.7 1.0 2.0 3.3 0.0 0.0 0.0 0.0

Skilled 4.9 14.8 43.6 19.9 10.0 11.8 3.8 3.3 0.0

Semi-
Skilled

3.7 3.7 8.3 10.5 3.3 2.2 5.3 3.3 0.0

Unskilled 3.7 74.1 29.3 34.8 10.0 84.1 87.4 0.0 0.0

Others 2.5 0.0 0.1 1.0 0.0 0.0 0.0 0.0 0.0

Total (%) 100 100 100 100 100 100 100 100 100

(num) 162 27 2307 592 30 2951 318 30 2

Source: Calculated from Department of Labour, Census o f Employers/Employees, 1989 and 1993.
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PMT2 and unskilled jobs. The decline in PMTl for the Singaporeans is due to employers’ 

preference for Malaysians for reasons stated above; for the latter two types of occupation 

(PMT2 and unskilled jobs), they are as comparatively skilled (PMT2) and cheap as the 

Malaysians. Of the non-ASEAN countries, those from the Indian Sub-continent were mainly 

engaged in unskilled jobs, those from the Rest of Asia and Others were in managerial 

occupations.

The uneven distribution of workers by nationalities and occupations was further substantiated 

by the ratios of workers in each occupational category within each nationality (Table 7. 5b). In 

both 1989 and 1993, Bruneians were over-represented in white collar occupations, especially in 

the PMTl category, and clerical and non-manual jobs. Singaporeans had a similar pattern, 

though their ratios were generally lower in 1993 than in 1989. The Malaysians and Filipinos 

were spread out in managerial and skilled and semi-skilled jobs; both the Thais and those from 

the Indian Sub-Continent were heavily concentrated in unskilled jobs and the remaining 

nationalities in managerial occupations.

What can be deduced from this is that in construction occupational segmentation existed 

among the foreign workers and may well be the result of several segmentation processes. First, 

the availability of a bigger pool of foreign workers in the Southeast Asian region allows 

employers to select people with the required qualifications, experience and skills. Malaysians, 

Singaporeans, Filipinos and Indonesians do different jobs because, generally, they have different 

qualities, as well as variability in the cost of their labour. Second, some construction companies 

(jointly and foreign-owned) prefer to employ only selected nationalities for certain types of 

occupation. As will be made clear later the Korean and Japanese companies (Company S and 

AS, Interview survey 1992/93/4) have a policy that their senior management personnel should 

be Korean and Japanese respectively, while low level workers are recruited from other ASEAN
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Table 7.5b: Distribution of workers by nationalities and occupations in the construction sector, 
1989 and 1993 {ratios)

Countries/
Occupations
1989

Brunei Indo
nesia

Malaysia Philippines Singapore Thailand Indian
Sub-
Cont

Rest
of
Asia

Others

PMTl 1820 0 73 27 1592 0 26 862 3641

PMT2 38 0 120 265 183 2 62 2702 1467

PMT3 287 1596 159 353 465 19 15 112 0

Clerical &
Non-
Manual

2235 0 71 175 484 3 54 0 0

Skilled 4 0 136 112 22 86 6 18 0

Semi-
Skilled

68 0 150 80 414 59 112 0 0

Unskilled 8 0 56 48 0 141 199 20 0

Others 1937 0 0 0 0 107 0 0 0

Total 100 100 100 100 100 100 100 100 100

Num 117 1 1805 199 24 2113 214 57 3

ms
PMTl 2007 309 72 0 1389 0 0 3057 4168

PMl'2 254 0 118 347 1369 0 81 1712 2568

PMT3 232 0 156 269 323 21 20 251 0

Clerical &
Non-
Manual

2386 256 69 140 230 0 0 0 0

Skilled 21 63 187 85 43 50 16 14 0

Semi-
Skilled

69 69 155 196 62 41 100 62 0

Unskilled 7 130 51 61 18 147 153 0 0

Others 1321 0 46 542 0 0 0 0 0

Total 100 100 100 100 100 100 100 100 100

(%) 2.6 0.0 39.8 4.4 0.5 46.6 4.7 1.3 0.1

Source: Calculated from Department of Labour, Census o f  Employers/Employees, 1989 and 1993. Figures 
show either over- or under-representation (i.e. either well above 100 or well below, respectively) of workers by 
occupations.
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countries (see Sections 7.2.2, 7.2.4a and 8.2.1 ai). This reflects their worldwide policy, which

they normally implement in order to maintain their corporate culture. Other companies

(Company AF and AZ, Interview survey, 1992/93) give priority to employing not only

management personnel but also low level foreign workers (through overseas employment

agents - see Section 8.2.5b), who are of the same nationality as at least one of the foreign

shareholders. Company AZ, for example, which is wholly foreign-owned, preferred to employ

Indians because one of the three foreign shareholders was of Indian nationality (the other two

were Omanis). The managing director of Company AZ stated that,

“We are largely an Indian-based company in terms of employer and employees. We do 
have a few scattered workers from Bangladesh and the Philippines, most of whom are 
in the skilled job category (mechanics). Filipinos are not used to hard labour; we don’t 
have Pakistani workers because they prefer to go to the Middle East - which is closer 
to them. The ideal construction workers are the Thais, but since we are Indian, we 
prefer to recruit mainly Indian workers. And since one of the partners of the parent 
company is Indian, it is easy for us to get workers and senior technical staff from India; 
the remaining one percent is local.” (Fieldwork/Interview survey, October 1992).

Such a preference contributes to racial and/or nationality segmentation.

Third, the existence of pools of cheap and unskilled rural labour in neighbouring countries, such 

as Thailand, and the existence of an organised labour migration established by commercial 

labour agents, as well as the intention to earn higher incomes abroad, encourage them to seek 

employment overseas. In 1989, 10 per cent of Thai workers found jobs in Asian countries and 

in 1992, 46.4 per cent of those working abroad were in ASEAN states (Gooneratne, Martin 

and Sazanami 1994; Tingsabadh, 1994; Sussangkam, 1995), 21 per cent of whom were 

working in Brunei. This makes Brunei one of the major importers of Thai workers in the 

Southeast Asian region (Stahl, Appleyard and Nagayama, 1992; Sussangkam 1995). Low 

wages make Thai workers highly preferred by employers looking for unskilled labourers for 

construction activities.

b) Wholesale and retail sector

The distribution of workers by nationalities and occupation is shown in Table 7.6a. The pattern 

for Bruneians changed a little, except for the slight increase in their participation in blue-collar
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occupations, particularly the skilled and semi-skilled job categories. Such changes seem to be a 

newly emerging feature among Bruneians, signifying greater willingness to accept such Jobs in 

response to an increasingly limited capacity of the government sector to provide employment̂ ®. 

It seems, therefore, that Bruneians are adapting to market forces, in the process becoming less 

dependent upon the government for employment and beginning to respond to the demands of 

private sector employers.

Foreign workers from ASEAN countries in 1989 were distributed disproportionately in the 

eight job categories. There were hardly any Indonesians in both years, which is unusual, 

because of the close proximity between Brunei and Indonesia, hence low financial cost of 

bringing workers to Brunei what is an abundant supply of cheap labour, attractive to employers 

at least for the unskilled jobs. The main reason is that employers still prefer workers from 

Malaysia, particularly East Malaysia, which is in even closer proximity to Brunei, so that 

transport costs are lower. In 1989, Malaysian workers were employed in all occupational 

categories, particularly in clerical and non-manual jobs, and their employment patterns had 

hardly changed by 1993. The participation of Filipinos generally had increased in the PMTl, 

PMT2, PMT3 and clerical and non-manual occupations, but declined in lower level, particularly 

unskilled, jobs. The representation of Singaporeans generally declined between 1989 and 1993, 

except for top managerial occupations. The Indonesians remained concentrated in clerical and 

non-manual jobs and the Thais continued to be preferred for unskilled jobs and their share in 

this type of occupation increased considerably, but declined absolutely in semi-skilled jobs. The 

main reason is that the Thais are least preferred for higher level occupations because of the 

language problem (interview survey, 1992/93/94). According to most employers interviewed, it 

is difficult to find Thais who can communicate in a second language, which in Brunei is either 

English or Malay. Employers in the wholesale and retail sector prefer their top personnel to be 

proficient in English, and to a limited extent, lower level workers are also expected at least to 

understand a second language, English or Malay. For managerial occupations, therefore, 

employers prefer to employ Malaysians, Filipinos or Singaporeans because these people, in

°̂Tan and Hashim, (1995), “Employment Impact of Economic Growth and Structural Change in Brunei 
I>̂ nx&sa\2jxv", Malaysian Journal o f  Economic Studies, 32(1): 30-43.
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Table 7.6a; Distribution of workers by nationalities and occupations in the wholesale and retail 
sectors, 1989 and 1993 {per cent)

Countries/
Occupations
1989

Brunei Indo
nesia

Malaysia Philippines Singapore Thailand Indian
Sub-Cont

Rest o f  
Asia

Others

PMTl 15.0 0.0 5.5 1.9 23.9 0.0 4.1 40.0 75.0

PMT2 3.1 0.0 3.4 2 .8 8.7 0.0 0.0 40.0 0.0

PMT3 11.9 0.0 12.9 2 .8 39.1 0.0 2.0 0.0 25.0

Clerical & 
Non-Manual

54.3 0.0 31.4 13.9 15.2 0.0 5.1 0.0 0.0

Skilled 3.1 100.0 9.6 28.7 2.2 17.2 62.2 0.0 0.0

Semi-
Skilled

3.7 0.0 11.6 5.6 4.3 41.4 8 .2 0.0 0.0

Unskilled 8.0 0.0 25.7 44.4 4.3 41.4 18.4 0.0 0.0

Others 0.9 0.0 0.0 0.0 2.2 0.0 0.0 20.0 0.0

Total (%) 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Num

PMTl

540

16.3

2

SSiSsiwiwiwSS

0.0

848

5.2

108

1.3

46

:*:ÿS:W;%vÿÿ

41.2

29

0.0

98

6 .8

5

85.7 44.4

PMT2 2.6 0.0 5.2 4.0 8.8 0.0 0.0 0.0 44.4

PMT3 13.0 0.0 9.7 8 .0 23.5 2 .8 0.0 14.3 11.1

Clerical & 
Non-Manual

49.4 88.9 27.4 25.3 11.8 0.0 11.0 0.0 0.0

Skilled 5.2 11.1 12.0 26.0 8 .8 30.6 43.8 0.0 0.0

Semi-
Skilled

5.0 0.0 9.5 14.0 0.0 0.0 12.3 0.0 0.0

Unskilled 7.3 0.0 31.0 21.3 5.9 66.7 26.0 0.0 0.0

Others 1.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0

Total (%) 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Num 694 9 751 150 34 36 73 7 9

Source: Calculated from Department o f Labour, Census o f Employers/Employees, 1989 & 1993.

particular the last two, are usually adept in English. In this regard the wholesale and retail sector 

differs from construction in terms of language proficiency as one o f the job requirements. Thus,
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in the construction sector, a second language is not necessary for lower level workers because 

normally employers use a foreman of a similar nationality who speaks the same language as 

them; for example, a Thai foreman would be employed to give instructions to manual Thai 

labourers.

The employment patterns of the non-ASEAN nationalities, i.e. those from the Indian sub

continent and the rest of Asia (Japan, Hong Kong and Taiwan) also differed significantly from 

one another. While those from the Indian sub-continent were mainly concentrated in the lower 

occupational groups, the Japanese and those from Hong Kong and Taiwan largely occupied 

managerial level occupations in 1989. Their employment patterns in 1993 remained 

unchanged, suggesting that segmentation processes are prevalent (see Section 7.2.3b and 8.2). 

The proportion of workers from the Indian Sub-continent increased in nearly all job categories, 

particularly in clerical and non-manual occupations, where they doubled within the five-year 

period. This is again attributable to wholesale and retail sector employers’ preferences for them, 

especially the Bangladeshis. According to one officer from the Department of Labour, in small- 

scale retail trading employers now prefer to recruit Bangladeshis in their shops because they are 

cheap and willing to stay several contracts. The representation of personnel from Japan, Hong 

Kong and Taiwan doubled in top managerial occupations, but declined in the PMT2 category 

because of employers’ preference for PMT2 workers from cheaper ASEAN sources (Interview 

Survey, 199392/94). Indeed, the geographical proximity of Brunei to its ASEAN counterparts 

emerged as the main reason for employers to hire specific ASEAN nationalities. This is 

because the closer the country of origin of the foreign workers to Brunei, the lower the 

transport cost and the amount of deposit per head paid to the Labour Department or credited in 

banks for later use, such as for repatriating employees when disputes emerged between 

employers and employees (Appendix 23).

The differences in the employment pattern by nationality are also clearly discernible in terms of 

ratios of workers of each nationality in a particular occupation to its total participation in all 

occupations (Table 7.6b). In 1989 for example, Bruneians were over-represented in some 

occupations, such as PMTl, clerical and non-manual (indicated in bold in the table). A similar
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Table 7.6b: Distribution o f workers by nationalities and occupations in the wholesale and retail 
sectors, 1989 and 1993 {ratios)

Countries/
Occupations
1989

Brunei Indo
nesia

Malaysia Philippines Singapore Thailand Indian
Sub-Cont

Rest o f  
Asia

Others

PMTl 165 0 61 20 263 0 45 440 826

PMT2 96 0 105 86 266 0 0 1225 0

PMT3 101 0 109 24 333 0 17 0 213

Clerical & 
Non-Manual

156 0 90 40 44 0 15 0 0

Skilled 27 1000 81 244 19 147 530 0 0

Semi-
Skilled

43 0 133 64 50 477 94 0 0

Unskilled 39 0 127 220 22 204 91 0 0

Others 222 0 0 0 523 0 0 4767 0

Total
(ratios)

100 100 100 100 100 100 100 100 100

Total (%) 

1 1 ^

32.1 0.1 50.4 6.4 2.7 1.7 5.8 0.3 0.5

PMTl 157 0 50 13 397 0 66 826 428

PMT2 65 0 131 101 222 0 0 0 1119

PMT3 123 0 92 76 223 26 0 135 105

Clerical & 
Non-Manual

143 258 80 74 34 0 32 0 0

Skilled 43 92 100 216 73 254 365 0 0

Semi-
Skilled

65 0 123 182 0 0 160 0 0

Unskilled 36 0 152 104 29 326 127 0 0

Others 254 0 0 0 0 0 0 0 0

Total
(ratios)

100 100 100 100 100 100 100 100 100

(%) 39.0 0.5 43.0 85.0 1.9 2.0 4.1 0.4 0.6

Source: Calculated from Department o f Labour, Census o f  Employers/Employees, 1989 and 1993. Figures 
show either over- or under-representation (i.e. either well above 100 or well below, respectively) of workers by 
occupations.
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pattern is discernible for 1993, except for some increases, particularly PMT3. The employment 

patterns of other foreign nationalities are clearly segmented by occupation, with only some 

slight changes. For example, between 1989 and 1993, the participation of Indonesians 

fluctuated from no representation at all to over-representation in the clerical and non-manual 

jobs. In skilled jobs, they declined in representation, from a ratio of 1000 to 92. The Filipinos 

representation increased markedly in the PMT2 (86 to 101) and semi-skilled (64 to 182) 

occupations. The Thais increased in their representation in skilled jobs (147 to 254), but 

declined absolutely in semi-skilled occupations (477 to 0). Workers from the Indian Sub- 

Continent declined in their representation of skilled jobs (530 to 365) but increased for 

unskilled occupations (91 to 127). Workers from the Rest of Asia, increased in PMTl and 

PMT3 jobs, but an absolute decline in PMT2. These fluctuations is significant in the sense that 

they highlight the preferences of employers for certain foreign nationalities for particular types 

of skills, thus confirming the robust segmented employment pattern, not only between local and 

foreign workers as demonstrated earlier (Section 7.2.3) but as well among foreign nationalities.

7.3 Conclusion

In summary and conclusion, analyses of the workforce profiles of the construction and 

wholesale and retail sectors reveal distinct characteristics in both sectors. Both, but particularly 

construction, rely heavily on foreign workers and the situation seems to be endemic over the 

five year-period investigated. Second, foreign ASEAN workers predominated in both sectors, 

though among them there were fiirther preferences on the part of employers, expressed in 

nationalistic-occupational specificity. The most notable example is the Thais who were 

specifically recruited for low level manual occupations, in contrast to Singaporeans, some 

Malaysians, and Other Asians (excluding those from the Indian Sub-Continent) who were 

mainly recruited for higher level occupations. Bruneians remain largely in middle-level white- 

collar occupations. Thus, the employment structure in both sectors is segmented, with local and 

different foreign nationalities performing different occupational roles. The distribution patterns 

of the different foreign ASEAN and the Rest of Asian nationalities in the wholesale and retail 

sector also reveal segmentation according to occupations. Overall a heavy reliance on foreign
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labour prevails in both sectors and is polarised at the two ends of the skill spectrum, especially 

in construction.

The participation of Bruneians in the construction sector was marginal during the 1989-93 

period and there was a slight increase in the wholesale and retail sector. In the former, the lack 

of participation of the Bruneians is hardly surprising, because of the tedious nature of most 

construction tasks, inability to satisfy job requirements, and job insecurity in the sector. 

However, in the wholesale and retail sector, although their participation was also stable, their 

small proportion in most job categories was unexpected because the locals are known to prefer 

"soft" jobs. But as the research findings disclosed, the predilection of locals in the wholesale 

and retail sector for white-collar occupations serves to exacerbate shortages of domestic labour 

supply for blue-collar jobs. The wider implication of this situation is selective occupational and 

sectoral shortages which aggravate the overall shortages for the economy as a whole. This is a 

characteristic of a labour-short economy where the demand for migrant workers is largely 

demand-determined (Bohning 1984). For Brunei, the overall effect is an endemic heavy 

utilisation of foreign manpower, particularly in blue-collar manual occupations in construction.

The thesis here is that the segmented employment structure between different groups of 

workers by occupations and nationalities in the two sectors has been created and maintained by 

the three labour market actors: government, employers and workers proposed in the model 

described in Chapter Two and Three and elaborated in Chapter Eight, Figure 8.1. The model is 

tested in the latter chapter.
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CHAPTER EIGHT: SEGMENTATION PROCESSES IN THE CONSTRUCTION,
AND WHOLESALE AND RETAIL SECTORS

8.1 Introduction

The previous chapter has shown the extent and nature of segmentation in construction and 

wholesale and retail sectors. It was found that the two sectors relied heavily on foreign 

workers, particularly the construction sector, and that both sectors were segmented by types of 

occupation and nationality. The overall employment pattern is such that the locals are mainly 

concentrated in some managerial and semi-skilled white collar occupations, while foreigners are 

mainly engaged in specialist occupations, skilled and unskilled jobs. Segmentation by 

occupations were also discernible by different foreign nationalities, in that workers of ASEAN 

nationalities dominated both sectors because of employers’ preference for them over the non- 

ASEAN workers.

The objectives of this chapter are, first, to identify and explain the processes that created the 

segmentation in the employment structure in the construction, wholesale and retail sectors. 

Second, to assess the permanency of segmentation in both sectors. It is hypothesised that the 

resultant segmented employment structure in these sectors is consequent upon segmentation 

processes created by three principal actors (workers, employers and government) supported by 

certain non-government institutions. A model developed for analysis of segmentation in these 

two sectors is based on the inter-play of factors and mechanisms through the roles of the three 

labour market actors (Figure 8.1). In this model, the factors and mechanisms that cause 

segmentation in both sectors vary slightly fi*om those discussed in relation to Brunei’s 

employment structure as a whole (Chapter Three, Figure 3.1 and Chapter Four) and BSPC 

(Chapter Six, Figure 6.4). The main difference, which are specific to both sectors, are the role 

of non-government institutions, for example, gang leaders and labour agents. The skills 

required by employers and the attitude of local workers towards nature of jobs in both sectors 

also vary fi-om other economic sectors as a whole and in BSPC .



FIGURE 8.1 : PROCESSES OF SEGMENTATION IN THE CONSTRUCTION, AND WHOLESALE AND RETAIL SECTORS
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The three main labour market actors who are postulated to have created segmentation 

processes do so through different mechanisms as presented in the model. Local workers, for 

example, contribute to segmentation through their unpolarised skill qualities: lack of work 

experience and training; preference for white collar occupations, leaving blue collar jobs largely 

occupied by foreign workers; unwillingness to work unsocial hours; absence of employer- 

worker contract in the two sectors (as in other private sector companies); and unstable job 

tenure. Both skilled and unskilled foreign workers on the other hand, are abundantly available, 

giving employers an alternative source of manpower. Employers’ actions create segmentation 

through employment policies (such as those of MNCs’); polarised demand for skills; 

preferences for the different skills possessed by foreign nationals who are relatively cheap and 

readily available; job requirements; and unwillingness to train locals. Government actions 

create segmentation principally through employment policies in the public and private sectors, 

including labour laws regarding employment and recruitment, and its role in providing job 

security, monetary and non-monetary benefits for locals The non-government institutions, 

labour agents and gang leaders help to create segmentation through their selective manpower 

resourcing strategies. The combination of these actions produces a set of segmentation 

processes, which differentiate labour by nationalities and create a labour market structure 

characterised by an increasingly permanent reliance on foreign workers.

Following the introduction, the chapter examines segmentation processes, and explains how the 

three labour market actors have created and sustained the segmentation of different groups of 

workers by occupations and nationalities. The hypotheses for local workers are, first, that they 

are unable to meet job requirements because of the unpolarised nature of their skills in terms of 

work experience, qualifications and language proficiency. All these lead to a sustained reliance 

on foreign labour for both higher level occupations and lower level skilled and unskilled manual 

jobs. Second, the locals generally disdain jobs in the private sector, especially those 3D in 

nature leading to increased dependence on foreign labour. Third, locals dislike working unsocial 

hours, an employment feature common in both sectors. For employers, it is argued that they 

initiate segmentation through three main processes: preferences for foreign workers; 

unwillingness to train locals; demand for high quality performance (such as in construction).
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The non-govemment bodies create segmentation through their selective recruitment strategy 

by occupations and nationalities. The government creates and sustains segmentation through, 

first, favourable remuneration employment policy; implementation of Bruneianisation policy at 

semi-skilled occupations. Second, easy procedures and recruitment of foreign labour, to the 

extent of providing no minimum quota for locals in a firm, thereby allowing employers to 

employ up to 100 per cent foreign labour in their companies. Third, labour laws, which require 

different cash deposits by foreign nationalities, leading to increased labour inflows fi’om 

ASEAN countries (see Figure 8.1). The chapter reveals that the construction sector in 

particular and the wholesale and retail sector to a limited extent are segmented by occupations 

and nationalities and that segmentation processes maintain durability of the process that lead to 

the significant role of foreign labour. In order to demonstrate the validity of the above 

hypotheses, it is necessary to analyse in detail the processes in operation in both sectors. The 

analyses are done by incorporating the findings fi'om other studies (Chapter Four and Six) with 

the information gathered through interview survey with employers in both sectors.

8.2 The role of workers in segmentation processes

This section examines the two main features related to the role of local workers: the 

unpolarised nature of local skills and the attitude of locals towards working in the two sectors. 

The objective is to demonstrate how both features contribute to creating and maintaining 

segmentation of employment structure in both sectors. The unpolarised nature of local skills 

(Figure 8.1) here refers to their limited quality in meeting different levels of job requirements, 

making employers not keen in hiring them. Based on employers' perspectives (interview 

survey, 1992/93/94), the locals lack both the necessary professional qualifications for high level 

occupations and the skills for manual jobs, as well as work experience, so that employers are 

encouraged to recruit and utilise foreign labour. This view implies that one of the causes of the 

segmented employment structure in both sectors is that there is a mismatch in the local labour 

market between the skills required and supplied. It is ,therefore, hypothesised that the 

disparities between different job requirements and skill supplied locally (Bruneians) lead to 

sustained reliance on foreign labour.
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8.2.1 Unpolarised supply of local skills

a) Work experience and qualifications

i) Construction sector

One of the main factors that has undermined the ability of Bruneians to occupy managerial 

positions is their lack of work experience. Indeed, in modem constmction activities, work 

experience and practical knowledge, especially of technology and ideas, are vital job 

requirements. Despite little practical change in the types of skill required by construction 

industries over the last five years (Interview survey, 1992/93/4), work experience and formal 

qualification requirements have been upgraded, in response to government demands for higher 

standards of finished products. For example, some of the government projects of the late 1980s 

and early 1990s, such as construction of swimming pools, had to be of international standards 

because of Brunei’s wish to host regional competitions, such as the Southeast Asian Games in 

1999. This necessitated the recmitment of appropriate managerial and supervisory expertise in 

planning, decision making and advising lower rank employees (Interview, 1992/93/94). For 

personnel at the supervisory level and upwards, work experience in instmcting juniors 

communicating and basing with consultants is necessary for performing intermediary roles 

efiectively. Such expertise is only acquired and improved after some years of working in a 

similar trade. In addition, new materials used by some companies in construction activities, such 

as ready-made walls also need skilled manual workers.

The duration of work experience required by employers varies; for skilled occupations, most 

companies interviewed demanded at least 2-5 years, some even 10-15 years. According to 

some employers, Bruneians generally do not satisfy such job requirements as indicated by the 

statement made by one of the interviewees:

“In construction, many jobs have to be done by experienced people. Locals are not
experienced, and skilled enough to do many jobs satisfactorily in the construction
industry”.^  Also, some companies do not trust the locals to do certain jobs well.
They lack experience, even for clerical jobs.

'Company H (construction), interviewed on 13/1/1994. 

^Company S (construction), interviewed on 23/10/1992.
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Actual work experience (in addition to qualifications) is vital for good quality work, which is 

just one of the traits that are found by employers to be inadequate among the locals. Foreign 

workers who fail to perform satisfactorily have their contracts terminated and they are 

repatriated. For example, one company recruited a foreigner with a degree in engineering but 

limited experience in managerial skills for a project managerial post; his employment was 

terminated and he was repatriated when he failed to perform (Company AZ). This exemplifies 

the need for both paper qualifications and actual work experience for efficient performance. 

Bruneians, according to employers, may have paper qualifications, but they often lack 

managerial skills and experience because they do not attempt to work in private companies 

fi'om which they can enhance their management skills and enrich their experience. One 

company stated that,

“Top managerial level is difficult for Bruneians. Tasks involve making important and 
sometimes quick decisions. Such ability needs at least five years experience working in 
one construction industry”.̂

It is not simply the possession of a qualification that is important, but also fi'om which 

institution it was acquired. For example, for jobs requiring tertiary qualifications for 

engineering, surveying, accounting posts, some foreign-owned construction companies (e.g. 

Company S and AS) have a preference for employing professionally qualified people from their 

"home""* universities. This further rules out Bruneians fi'om recruitment for high level 

occupations, thereby rendering them less opportunity to acquire work experience. Such a 

situation constitutes a segmentation process because, by channelling only specific foreign 

workers (that is graduates fi'om “home” universities) into higher level occupations, the 

companies concerned segment the managerial posts to foreign nationalities.

For skilled manual jobs in the construction sector qualifications are less important, though it is 

better if the workers concerned possess them. What is more important for manual jobs is skills 

and work experience. Again, these are the qualities, according to employers, that are difficult

Company K (construction), interviewed on 7/1/1994.

'’This refers to the country of origin of the company. A Korean or Japanese company, for example prefers 
principal persoimel to graduate from universities in Korean or Japan, respectively. This information was 
expressed by some persoimel during interview.
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to find among the Bruneians. Carpenters, masons and plasterers, for example, have to prove 

their practical skills during a probation period (usually 3 months). Failure to show an acceptable 

quality of work results in a lower salary or move to a different task. If neither (lower salary or 

tasks oflfered) is acceptable to the local worker, his employment will be terminated; if he is 

foreign, he is repatriated.

For unskilled manual jobs, such as general labourers in the construction sector, qualifications 

are not important. Many construction companies employed illiterate people (Fieldwork 

interview survey, 1992/93/94). However, these people should be in good health, of acceptable 

age, willing to work hard, able to follow instructions and ready to work overtime when 

requested. Again, such willingness (especially hard and overtime work) is very diflBcult to find 

among the Bruneians, and hence such jobs are almost exclusively the domain of foreign 

workers, such as the Thais and those fi'om the Indian sub-continent (see Chapter Seven, Table 

7.5a and b).

ii) Wholesale and retail sector

In the wholesale and retail sector, higher level jobs, such as a managerial job in a big 

department store, also require related work experience and a tertiary qualification. For 

enterprises which retail electrical equipments such as computers, specialist and supervisory 

services, as in some branches of catering, personnel should have at least a relevant diploma.

For lower supervisory positions, employers require secondary education, preferably at upper 

level. However, despite the importance of education for good work performance, small 

enterprises settle for lower job requirements (lower secondary education) for local applicants 

due to the diflSculty in attracting locals to work in the private sector and the small pool of local 

labour. As for foreign workers, employers can afford to ask for more stringent requirements 

(upper secondary education) than those requested from the locals to fill the posts (lower level 

supervisors), because of the larger pool of overseas applicants with such qualifications. This, 

therefore, constitutes another segmentation process because, with lower secondary education.
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Bruneians usually have difiBculty in performing supervisory tasks, causing employers to depend

more on foreign workers for such occupations. One retail company said that,

“The Labour Department wanted us to employ locals as supervisors, managers and 
cashiers. But we have not been able to find suitable ones, including they don’t have the 
right experience. We want to make as much profit as we can; with suitable and hard 
working stafiF, we can do that. But if the government forces us to take locals who are 
not suitable to run our business as managers and supervisors, than perhaps we, and 
some other companies may just leave the country and start business elsewhere”. ^

The above statement implies that employers prefer to employ ready skilled and experienced 

foreign personnel for high level occupation; and that they are not willing to train the locals. 

Such an attitude further implies that managerial and supervisory jobs remain non-competitive 

because, without training, the locals will continue to be handicapped by lack of work 

experience.

For middle level personnel, mainly skilled workers and ofiBce and administrative staflf, 

employers in wholesale and retail require a secondary qualification. But for sales supervisors, 

sales promoters and salesmen, secondary education needs to be supplemented by relevant 

experience, enabling them to deal with a range of customer product queries. Clerical staffs are 

required to have secondary education, though typing and computer skills are not always 

necessary. Bruneians, even those unemployed^, have little difficulty in meeting these 

requirements. Once recruited, most companies provide their clerical staffs only with on-the-job 

training to improve their skills.

For lower level unskilled manual jobs in the wholesale and retail sector, for example, as sales 

assistants some years of schooling are required by employers but not necessarily experience. 

For unskilled tasks such as delivery, the work involves ability to read labels describing types of 

goods and addresses written on packages. Workers for such tasks should at least be literate. 

For skilled manual jobs such as motor vehicle drivers, an appropriate licence is required. Most 

Bruneians can satisfy such requirements for these types of jobs, but as employers commented.

^Company 35 (retail), interviewed on 12/2/1994.
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they are not really keen to take up jobs of these sorts; when they do, it is mainly on temporary 

basis. In order to avoid instability in their workforce, employers have recourse to foreign 

labour.

Generally, therefore Bruneians are qualified to do lower level unskilled manual jobs but they 

refuse to take them up. They are willing to do higher level managerial, supervisory and middle 

level jobs in the private sector, but more often than not neither qualified nor experienced 

enough. Provision of training would make more Bruneians suitable for white-collar jobs in the 

private sector, including construction, wholesale and retail, but employers in general are not 

willing to train them (see Section 8.3).

b) Language proficiency

i) Construction sector

Employers in construction (and in wholesale and retail - see below) also attach importance to 

language ability, in addition to qualifications, skills and experience. For example, when 

supervisors and foremen (such as Chinese and Thai) do not have a similar mother tongue, they 

usually use their second language, which is normally English. Therefore, they need to be able 

to communicate in English, as well as the language of the workers of whom they are in-charge. 

This is because they need to give instructions to lower level workers and these workers also 

need to communicate with supervisors and foremen for consultation. For middle level 

occupations, such as clerks and related jobs, which do not require specialist skills (Fieldwork 

interview survey, 1992/93/94), secondary school qualifications, including language proficiency 

in both English and Malay are required. Bruneian secondary school leavers generally have no 

problem in fulfilling such jobs requirement as English is the medium of instruction in school.

The implication here is that there is segmentation in clerical and related jobs because some 

employers prefer locals who have language proficiency. It is the higher level posts, for example 

foremen that are seldom filled by Bruneians since foremen have to communicate in the mother-

În 1991, of the 5.2 thousands unemployed, 1.6 thousands were school leavers. Source: Tan and Hashim, 
op. cit.
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tongue of lower level manual workers who are mainly Thais. Thus language plays a role in 

creating a segmented structure in the construction sector.

ii) Wholesale and retail sector

Employers in this sector, also attach importance to language ability for certain types of

occupation, such as sales workers, for whom Malay and/or English, is a prerequisite and

preference is given to those with some proficiency in English. One company stated that,

"Our foreign employees must be able to speak and understand English, but for the local 
girls, this is not necessary, though we prefer them to know a little bit of English, 
because we do get English customers and some of the items we sell are labelled in 
English."^

Thus English is made compulsory, especially for foreign employees. One big departmental 

store goes to the extent of giving short English language tuition to Bruneians with the Malay 

stream educational background* because English language is widely spoken in the store. For 

foreign applicants who do not speak Malay, fluency in English is one of the more important 

requirements they must fulfil. Malaysian and Filipino applicants usually have some knowledge 

of English; it is part of their school curriculum back home. It is usually when selecting 

Indonesian and Thai applicants that employers are particular in looking for proficiency in 

English. Hence shop assistants tend to be Malaysians and Filipinos rather than Indonesians and 

Thais (Company 35, Fieldwork interview survey, 1994). Language proficiency is, therefore, 

one of the causes of segmentation of workers by occupations and nationalities.

In summary, job requirements create a series of demands that can only be fulfilled to a limited 

extent by locals because of the unpolarised nature of their skills, experience and qualifications. 

The result is that the inability of locals to meet specified job requirements as noted above forces 

employers to rely on foreign labour both for high level and skilled and unskilled manual 

workers. The main diflSculty according to employers is that while highly qualified Bruneians 

tend to opt for government sector jobs, those with lower qualifications do not want to do low 

level jobs. Furthermore, what is often lacking among the Bruneians generally is work

Company, 35 (retail), interviewed onl2/2/1994.
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experience for those management and skilled tasks required in the private sectors. The result is 

that foreign labour occupies top and lower level occupations and the Bruneians those in the 

middle. Such patterns were stable during the investigation period, 1989-93 (see Chapter 7, 

Tables 7.3 -7.6), suggesting that segmentation processes are ingrained. What is also clear is not 

only the inability of the locals to meet the skills required, but that their attitudes to working in 

the private sectors have discouraged employers jfrom recruiting them. Such attitudes are 

examined in the following section.

8.2.2 The attitudes of Bruneians in the construction, and wholesale and retail sectors

Frequent mention has been made of the attitudes of Bruneians to certain types of work and 

sector. Using employers’ perspectives, this section examines the attitudes of Bruneian workers 

to employment in the construction and wholesale and retail sectors. The objective is to explain 

the reluctance of Bruneians to undertake private sector employment. It seems that wages are 

not an important consideration in the unwillingness of locals to work in the private sector. 

Indeed, it would appear that their preference for white collar public sector employment is not 

only caused by its job security, better pay and other benefits, but also other traits. It is argued 

that the locals generally shun low level manual tasks, especially in the construction sector and 

that they also dislike working unsociable hours. Hence they work in the private sector only on 

a temporary basis. These attitudes have engendered and sustained segmentation in the labour 

market. It must be emphasised here that the analyses of the attitudes of Bruneians towards 

working in the private sectors are based on the perspectives of employers and not the local 

workers themselves .̂ Indeed, according to employers, the lack of experience among Bruneians 

is not the only impediment for satisfactory performance; other attributes such as their dislike for 

blue collar jobs in private sector; reluctance to work during unsocial hours, and temporary basis 

of their employment, make them less favoured by private sector employers.

^Brunei used to have two systems of education; one used Malay as the medium of instruction, and the 
other used English Language. The products of the former therefore are not proficient in Enghsh.
Employers interviewed did not grant permit for the author to talk to their employees and do questionnaire 

surveys on them.
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a) Locals dislike blue collar jobs

i) Construction sector

Bruneians regard manual jobs dirty, dangerous and degrading and view work on construction

sites as demeaning and embarrassing (Fieldwork interview survey, 1992/93/94). Such an

attitude is not unique to Bruneians. In many developed or developing countries, such jobs have

long tended to be occupied by immigrant workers. With respect to Bruneians, the statements

below represent a common opinion voiced by most contractors interviewed,

"It is impossible to localise at all levels, if it has to do with manual jobs. It may take 
some years before locals are willing to do such jobs. Mechanical jobs may be easier, 
but may take years also."

And,
"It is hard to find Bruneians to work in construction industries, not because they can't 
do the jobs, but they just don't want to do hard and dirty jobs. For internal jobs like 
carpentry work such as kitchen fitting, interior decor, you might find some locals doing 
that in some other companies". "

These views suggest that wages are not the sole or even main consideration for not working in 

blue-collar jobs. According to some employers, it was common for locals to work in the public 

sector for lower salaries than they might have received in construction (Company H). They 

seem to prefer to wait for more congenial jobs to turn up, normally white collar, rather than 

work on construction sites. In construction, the few local people that do come forward are 

usually untrained and inexperienced and do not meet employers’ job requirements. Bruneians 

are generally unwilling to undertake training for construction jobs as they do not intend to stay 

long in them. Although construction employers say that they do not employ locals because 

they lack the skills, this is only part of the problem. Indeed, when Bruneians leave construction 

companies it is to public sector employment or other private sector jobs, and not to other 

construction companies. Such an attitude leads employers to rely on foreign workers. 

Furthermore, since attitudes are changing only slowly if at all, the segmentation engendered 

proves remarkably robust.

'^Company AF, interviewed on 12/1/1994.
’'Company F, interviewed on 10/12/1993.
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The unwillingness of Bruneians, including the young unemployed, to be engaged in blue-collar 

jobs in the construction industries has further exacerbated the shortages of labour there. The 

demand for labour in construction fluctuates according to the demand for construction 

activities. Labour shortages become more acute when demand for construction work increases 

in different years and/or periods within a year. Evidence of increased construction activity may 

be derived jfrom government development projects in the Sixth NDP, 1991-95 that portray a 

busy period during the first half of the 1990s. Projects included industrial infi*astructure 

facilities, shops, houses, primary, secondary, vocational schools and a new university campus; 

government housing scheme for civil servants and national housing schemes, such as public 

buildings and utilities, including roads, aviation, telecommunication, power stations, drainage 

and sanitation. These prompted an upsurge in the volume of civil engineering work, including 

the emergence of new construction companies (Bruneian, non-Bruneian and jointly owned) 

during that first five years (1991-95). Worst hit by the shortage were employers who had 

several ongoing projects simultaneously, as a result of the boom in the building trade. One 

company stated:

"We experience shortages of workers, such as foremen, engineers, unskilled workers.
We are always short of ten percent of the required workers on site; it usually happens
when we have many projects at the same time or when we need to meet the dateline.
m12

Such persistent labour shortages in the local labour market create a situation in which foreign 

workers are essential. The result is a segmented employment structure in the sector.

ii) wholesale and retail sector

In the wholesale and retail sector, employers also find difficulty in employing locals for less 

skilled work. Recruitment of shop labourers (such as delivery workers ) is difficult for the usual 

reason that the locals eschew low-level jobs which they see as embarrassing (see Section 

8.2.2ai). During peak periods, such as festive seasons, employers usually ask their existing 

foreign works to work overtime, a demand which local employees have difficulty in fulfilling 

(Fieldwork Survey, 1992/93/94).

12,Company S (construction), interviewed on 23/10/1992.



280

b) Locals dislike working unsocial hours

i) Construction sector

In construction, Bruneians are generally reluctant to work unsocial hours, while employers 

want reliable workers who can be instructed to work any time, including weekends and at any 

length of period when required. Indeed, the nature of construction activities, which frequently 

requires workers to work unsocial hours to make up time lost, perhaps due to bad weather, 

acts as a major deterrent.

With the unwillingness of Bruneians to work in the construction sector, especially during the

unsocial hours and weekends, companies have overcome their manpower shortages in various

ways (Interview survey, 1992/93/94). Some employers request their existing foreign workers

to work overtime, including weekends and public holidays if necessary. Others reshuffle

workers between different construction sites, an option commonly taken by companies which

have several on-going projects simultaneously, giving priority to the one that needs to be

completed urgently. Some companies may subcontract certain tasks to other contractors who

have few construction projects and hence have workers available to do the jobs. Other

employers may apply for an extension for completion period, though not many choose this

option because it adversely affects the reputation of the company for being unable to complete

a project on time, especially if the reason is that of an inadequate number of workers. The

government as the client expects that the construction company undertaking the project has

adequate workers when it accepts to do a project. A final option is to borrow workers from

other companies. This can be difficult if the jobs require scarce skills because construction

companies are not usually willing to lend such workers, but for unskilled worker shortages

borrowing from other construction companies is less difficult. However, such practice is

unlawfiil unless with prior approval by the Department of Labour and by the company which

lend the workers. For example, one company admitted that,

"We borrow workers from other companies which might not have projects or have 
workers to spare. Strictly speaking, this is not allowed, but the Department of Labour 
condones such action and we make sure the insurance company understands. In 
construction, you can't find on site one hundred percent of workers sponsored under

13All foreign workers have to be insured during their employment; their respective employers pay the 
insurance.
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one company because subcontracting of certain tasks to different companies is 
common. When immigration officers come round to check the identity cards of 
workers, the officers are largely interested in identifying legal or illegal workerŝ "̂ , not 
who the workers' employers are. So there won't be any problem as long as they have 
the cards.

The Brunei Labour Laws prescribe that foreign employees should only work for the employer 

that sponsors them. Therefore, the practice of solving ad hoc shortages by borrowing foreign 

workers from other companies, without prior approval by the Labour Department, is illegal but 

clearly goes on. Larger and some medium-sized companies (see Appendix 24) tend to opt for 

sub-contracting whenever they experience shortages and also request workers to do overtime. 

Smaller companies tend to overcome the shortages by overtime; only a small percentage (13%) 

of companies interviewed overcame shortages by borrowing workers (Fieldwork Survey, 

1992/93/94).

Generally, employers recognise that it is convenient in many aspects to employ more 

foreign workers than locals. For example, foreign employees in the private sector are not 

normally accompanied by their families and hence have no family chores to worry about. 

Furthermore, foreigners come to Brunei as target workers (Bohning, 1972) in order to 

make as much money as possible and, as they are sponsored by employers, it is wise to be 

as flexible as possible rather than risk being sacked. In contrast, Bruneian employees, 

being in their local environment, find it less easy to detach themselves from family 

commitments, particularly during unsocial hours, weekends and public holidays. Included 

in that family commitment are socio-cultural and religious functions which they feel a need 

to attend as part of their social obligations. The fact that Bruneian employees do not 

always meet employers’ demand on them to work beyond normal working hours makes 

them less preferable compared to foreign employees.

'"'Between 1988 and 1992, employers reported 805 cases of foreign workers who 'run away' from them; 
out if this total, only 406 (50.4%) were caught. In 1992, out of 553 cases of breach of Immigration Acts 
by foreign labour, Brunei citizens and Permanent Resident employers, 55% were for overstaying, 27% for 
illegal entry, and the remaining 18% for various offences, such as employing illegal workers, giving false 
information to acquire employment pass, forging of document (employment pass) issued by Immigration 
Department. (Source: Immigration Department's Annual Reports, 1992: 9 and 22).
'^Company F (construction), interviewed on 10/12/1993.
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ii) Wholesale and retail sector

The demand for workers is periodic in nature. There is a particularly high demand for workers 

during the period approaching the Muslims’ fasting month and the festive season that follows, 

when employers face problems of manpower shortages. As far as filling the vacancies during 

normal working hours in the festive seasons, employers recruit part-time workers fi’om among 

local youths who are on school break and full-time employees, fi’om among the pool of 

unemployed locals. The demand during this period is mainly for sales assistants, and shop 

labourers. As the festive season comes closer, and labour shortages become more acute despite 

overtime working (existing foreign workers), some retail enterprises go to the extent of 

recruiting locals (as part-time workers) who can only satisfy part of the job requirements in 

terms of qualification and experience. Thus, shortages can be overcome if employers are 

prepared to take locals as part-timers, or even on a full-time basis in the case of unemployed 

locals. It is mainly large and medium-sized enterprises which usually have less difficulty in 

recruiting part-timers than smaller firms because, according to the personnel management of 

these companies, employees perceive that working in big and popular department stores convey 

a sense of prestige (Fieldwork interview survey, 1992/93/94). In fact, during such periods, they 

normally have more applications fi*om the locals for shop assistants (Company 26 and 35) than 

the stores actually need. Some of the employees who were initially recruited as part-timers 

(who were unemployed before) during the festive seasons request to continue working with the 

companies after the festive seasons, but this is usually only temporary until they find white 

collar permanent jobs, especially in the public sector where they are seldom required to work 

unsocial hours.

However, the fact that employers are able to recruit some locals as part-time workers during 

festive seasons does not solve all their manpower problems at this time. The increased demand 

for their service during such period require employees to work overtime throughout the fasting 

month and the festive seasons as well. The problem is that generally, locals (including part- 

timers) are often reluctant to work for long hours and during festive seasons for domestic, 

cultural and religious reasons (Fieldwork interview survey, 1992/93/94), so that employers still 

have to request their existing mainly non-Muslim foreign workers to do overtime. Companies
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experiencing shortages of shop labourers have to make do with their existing employees, 

normally foreign workers, overcoming the shortages mainly through longer working hours. As 

such, employers generally still prefer to employ foreign workers in the first place, so that they 

have no problem of employees not wanting to work during unsocial hours during the festive 

seasons. Thus, segmentation in the sector persists because locals are mainly recruited as part- 

time workers, while foreigners remain their ‘permanent employees’.

Other retail enterprises may find greater difficulty in coping with enlarged service demand 

during festive seasons and cannot simply resort to part-time workers because they need skills 

which part-time locals cannot provide. This is the case with some retail enterprises (example. 

Company 25) whose products need to be prepared by skilled and experienced employees in 

order to maintain quality, such as curtain designers and sewers, and which may have to turn 

down orders. For them, recruiting foreign workers to fill intermittent shortages is neither 

practical nor economic because of the labour and immigration lengthy procedures, before they 

can be brought into the country. If they recruit them in advance, they risk getting insufficient 

orders and reduced profit margins, especially in view of the extra expense of mobilising foreign 

workers fi"om their home countries to Brunei. Moreover, foreign workers employed on this 

basis become under-utilised and a financial burden after the peak period in which case 

repatriation may become necessary. Enterprises which mainly employ foreign employees^ ,̂ 

especially for the middle and lower level tasks, are not normally handicapped in coping with 

extra services demanded during peak periods. Their workers are mainly non-Muslim foreigners, 

such as the Filipinos, who are normally willing to work overtime, including taking evening shffis 

when required. This is because they do not need to get home prior to the break of the fast in 

the early part of the evening during the Muslim fasting month, or take leave to make the 

necessary preparation for the festive season, towards the end of the fasting month (Fieldwork 

interview survey 1992/93/94).

In summary, various options are taken by employers in the two sectors to overcome the 

unwillingness of locals to work during unsocial hours which perpetuate an endemic reliance on

1633% of employers interviewed said so.
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foreign workers. Some enterprises tend to prefer their workforce to consist totally or mainly of 

foreign labour (see Appendix 21 and 22). Overall, however, labour shortages in the wholesale 

and retail sector, according to employers interviewed, were for managerial and low level 

manual jobs which were more easily filled by foreign labour. In effect the workforce 

composition in both sectors comprises of a small proportion of locals and a much larger and 

increasing foreign workforce which possesses different skills (see Section 7.2.3b). The 

increasing recruitment of foreigners indicates clearly that locals are in short supply partly 

because of their unwillingness to work overtime in the two sectors. Employers in both sectors 

also claim that the locals have a high turnover rate because when they do work it is mainly for 

temporary periods only.

c) Locals work mainly on a temporary basis

Local employees generally see that working in the private sector is temporary while waiting for 

a job in the public sector. Such an attitude was confirmed by 80 per cent of employers in the 

construction sector interviewed and 73 per cent in wholesale and retail. During this time, it is 

not surprising that they tend to hop fî om one company to another, in search of less laborious 

jobs within the private sector even for less paŷ .̂ The result is that they are unable to 

accumulate sufficient experience and skill to be promoted to higher-level white-collar jobs, such 

as assistant division managers or even supervisors. Generally, employers in both sectors are not 

keen to train the locals because they can resign at short notice (legally one month) wasting the 

time and effort spent in training them. According to Ali (1992), both persuasion and legislation 

have not been able to induce private employers to employ Bruneians because the latter 

considers private sector as a stepping stone to enter the government service. The easy 

alternative for employers to meet their demand for lower skilled workers is to resort to 

overseas sources fi*om where labour is readily available without the need to train them. In the

^Tn 1992, the government introduced Employment Pension Fund (EPF), as a measure to make employment in 
the private sector more attractive to the locals. The fund accumulated for individual local worker comprised of a 
contribution by individual local workers (5% of monthly wages) and by employers (5%). Before the introduction 
of EPF, local workers in the private sectors have had no such benefit at all. Despite the EPF, some employers 
felt that it is still not attractive enough to lure locals to stay longer in their jobs because more important than the 
EPF is that pubhc sector employment normally provide life-long job security, which th^  can never count on in 
private sector employment, including the construction and wholesale and retail sectors.
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resulting segmentation, skilled jobs are mainly filled by foreigners because they are likely to 

prove more permanent than the temporary basis of many Bruneians employed in the private 

sector. This proposition will be tested in the next section.

i) Turnover of workers in the construction sector.

This section compares the turnover rates of Bruneians and foreign workers as a whole, and 

among the different nationalities of local and foreign labour, using data fi'om a sample of five 

companies^*. The objective is to test employers’ claims' that the Bruneians work for shorter 

periods and have higher turnover than foreign workers.

According to employers, Bruneians in the construction sector had higher turnover rates than 

foreign workers, implying that the latter were more reliable. The segmentation process here is 

that because employers reckoned that Bruneian employees would stay for shorter periods, they 

were inclined towards recruitment of foreigners. However, statistical evidence fi'om five 

companies interviewed (Table 8.1a) does not support employers' claims that the locals have 

higher turnover. Of the five companies for which detailed data were available and which 

employed both locals and foreign workers, only one (Company AJ) had any turnover of locals 

during the 1990/93 period. In other words, the locals employed in these companies stayed in 

their jobs. Further, turnover among foreign workers was higher than that of locals. This 

evidence contradicts employers’ perceptions of instability among locals.

Low labour turnover among locals in these five companies is most probably associated with the 

types of jobs they do: mainly supervisory, clerical and related. Their turnover might have been 

higher were their jobs manual, as reported by employers whose local employees stayed in such 

jobs as little as two to four weeks (such as in Company AA) and four months at the longest 

(Company H). Because of the short stay of locals in manual jobs, employers inevitably resort to 

recruitment and selection processes which give preference to foreign workers. Such a 

recruitment strategy is therefore inherently one of segmentation.

*The only companies which provided detailed data of their employees for the years 1989-93.
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Table 8. la: Turnover rates of local and foreign workers in the construction sector’̂ , 
1990-1993

Companies Total
1990/91 1991/92 1992/93

Local
1990/91 1991/92 1992/93

Foreign
1990/91 1991/92 1992/93

Company K* 62.8 63.1 29.5 0 0 0 98.3 63.5 26.7

Company O* 46.1 79.7 61.0 0 0 0 46.5 80.6 61.6

Company AA* 4.2 31.0 75.0 0 0 50.0 4.8 34.4 70.0

Company AJ 109.5 84.0 61.4 22.2 61.5 28.6 113.0 85.4 59.1

Company AV* 139.7 50.6 84.0 0 0 0 147.8 53.3 84.0
Source: Calculated from Department of Labour, Census o f  Employers/Employees, 1990-1993.
* In 1992, these companies did not employ Bruneians, except for company AA.

No data are available to provide evidence of whether these Bruneians had applied or not to 

secure employment in the government sector. According to the employers interviewed the 

majority did, but because the capacity of the public sector to absorb lower level white-collar 

workers was becoming limited, some chose to take jobs in the private sector on a temporary 

basis while others just stayed unemployed, waiting for job vacancies in the public sector. This 

situation implies that more Bruneians with low level education should in future become 

available for recruitment into such types of occupation in private sector such as in construction. 

Whether they do so depends on how far attitudes to the type of work change; until then 

employers will continue to rely on foreign workers.

The employment of foreign workers, including manual ones, was usually on a project-tied basis 

with consequent high turnover. However, there were variations among the different 

nationalities (Table 8.1b). For example. West Malaysians and Singaporeans had the highest 

turnover rates throughout the period considered, while Filipinos and Others had the lowest, 

except in 1991/92. East Malaysians, Thais and those from the Indian sub-continent generally, 

had similar turnover rates throughout the period, except for the last of these in 1990/91.

’figures in the table are derived by: dividing the total the number of joiners and leavers in two years (Yr 
1 and Yr. 2, e.g. 1989 and 1990, respectively) by the average number of workers within the two years and 
multiplied by 100.
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Table 8.1b; Turnover rates by nationalities in the construction sector, 1990-93

Nationalities 1990/91 1991/92 1992/93

Bruneians 26.1 51.9 34.5

East Malaysians 75.3 73.7 77.6

West Malaysians 129.6 112.0 104.3

Filipinos 31.1 95.2 32.4

Singaporeans 120.0 100.0 85.7

Thai 67.9 78.0 49.7

Indian Sub-Continent 42.9 85.7 77.8

Others 40.0 80.0 0.0

Source: Calculated from Department of Labour, Census o f Employers/Employees 1990-1993.

The high turnover among foreign nationalities in PMT occupations in construction could be 

related to the competition for such workers from other ASEAN countries (Malaysia, Singapore 

and Thailand), as well as other NICs. This means that people have more choice of destination. 

Indeed, according to the employers of Companies F, X and AY, the trend now is for ASEAN 

migrant workers to prefer to go to the NICs. It is, therefore, increasingly diflBcult to employ 

highly skilled and specialist expertise because other ASEAN countries and the NICs (Singapore 

and Hong Kong) have been experiencing rapid economic and employment growth.

In summary, the salient employment characteristics of Bruneians in the construction sector have 

been that they shun manual jobs. However, employers’ claims that Bruneians were unstable in 

their employment were not evident from the statistics. Nevertheless, because Bruneians 

generally eschew employment in the construction sector and because of their lack of skills and 

training, most employers interviewed believed that for the foreseeable future (the next ten years 

or so at least), they would have to depend on foreign workers, especially for skilled and 

unskilled manual Jobs. If locals are to work in the private sector, construction will not be their 

first choice because of the nature of most jobs. This implies that sectoral and occupational 

segmentation will prevail as employers continue to rely on foreign workers.
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ii) Turnover of workers in the wholesale and retail sector

This section examines turnover rates in the wholesale and retail sector. Here Bruneian staff are

regarded by employers as unstable because of the temporary basis of their employment and

their inconsistency in daily working hours, especially during festive seasons. Employers

complained that local employees, especially females, were not keen to work beyond the normal

working hours during the festive season when their services are desperately needed and that

some preferred to take longer leaves than allowed, without pay. The employer of one of the

leading departmental stores in the capital, remarked that:

"We do not give longer break, but they (the locals) don't care; they would just absent 
themselves for up to seven days, although we give only two days off. Even before the 
celebration, they already ask for leave.

Another retail employer said that:

"Ever since we started business, it has been difficult to get the locals. We prefer them 
because employing them can reduce costs. But the locals have problems working with 
us because of long hours and shift system.

These statements confirm the Bruneian workers' dislike of overtime working. To what extent 

the reluctance of local females to work longer hours or their predeliction for taking longer 

leaves affected the services during peak period is difficult to assess. However, data from the 

five sample companies^  ̂revealed that during the 1989-93 period, Bruneian females constituted 

between 20% and 30% of the total female workforce in the five companies concerned, enough 

to be very disruptive when withdrawing full co-operation. To meet the demand for extra 

manpower during the peak period, wholesale and retail employers take part-time local workers 

although they fall short of normal job requirements. This is possible because, according to 

employers interviewed, vacancies during the peak period are mainly for middle and lower level 

jobs which do not require high qualifications, specialist skills or experience. Indeed, due to high 

job turnover among the local employees, some employers admitted to keeping local part-timers 

for as long as they wished to stay so that they can replace the full-time local workers when the 

latter leave resign.

“̂Company 35 (retail), interviewed on 12/2/1994.
^'Company 35 (retail), interviewed on 12/2/94.
^^Company K, O, AA, AJ and AV (construction), interviewed on 7/1/94; 25/4/94; 20/11/93 and 25/2/94.
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As in the construction sector, claims by some wholesale and retail employers that the locals 

were unstable in their employment seem to be contradicted by the five companies (Table 8.2a). 

Wholesale and retail employers interviewed stated that the turnover rate of the Bruneians was 

higher than that of foreign workers. However, contrary to these claims, the turnover rates of 

the foreign workers in four the five companies were generally higher than those of Bruneians; 

and figures for the total turnover rates (of the five companies) showed high turnover rates 

among the foreign workers throughout the period. Thus the employers’ claims that Bruneians 

were unstable in their jobs were unfounded. The seeming instability of Bruneians in 

employment claimed by employers would seem to be a device to allow them to continue 

employing foreign workers. This is not to say that the domestic labour supply is sufficiently 

available but mainly to suggest that the dependence on foreign workers in wholesale and retail 

could be more occupationally selective. In other words, the reliance on foreign workers should 

be limited either to occupations that require specialist skills or to bottom level occupations 

which Bruneians (including the unemployed) continue to refi’ain fi'om entering. By adopting a 

more selective recruitment of foreign labour (by types of occupation), not only could the 

unemployed local manpower be utilised, but the overall dependence on foreign labour could 

also be reduced.

Table 8.2a: Turnover rates of local and foreign workers in the wholesale and retail 
sectors, 1990-1993

Companies Total
1990/91 1991/92 1992/93

Locals
1990/91 1991/92 1992/93 Foreign Workers

1990/91 1991/92 1992/93

Company 8 45.6 36.7 29.0 33.3 0.0 0.0 47.1 40.7 31.1

Company 25 80.0 131.6 57.1 63.2 136.8 50.0 100.0 126.3 61.5

Company 35 61.1 60.6 69.0 57.9 35.9 94.7 62.3 68.3 61.7

Company 40 57.7 76.6 59.1 57.1 70.6 0.0 60.0 80.0 45.1

Company 57 60.6 55.0 35.6 72.7 16.7 37.5 54.5 71.4 34.5

Total 44.9 65.7 69.0 59.0 58.1 55.6 60.2 68.5 53.3

Source: Calculated from Department of Labour, Census o f Employers/Employees 1990-1993.

There are also variations in turnover rates among the different foreign nationalities (Table 8.2b). 

Those of Singaporeans and Thais were among the lowest in 1990/91 but highest in 1992/93,
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implying short job tenure. For the Singaporeans, the explanation is their high labour costs, so 

that employers tend not to renew their contracts if they can be replaced by other nationalities 

for cheaper wages. The high turnover of Thais is because the majority of them are low-level 

unskilled manual workers and so employers keep them as long as there is work for them but 

send them back during periods of low construction activity because Thai workers, especially 

the unskilled, are relatively easy to find. Thus, employers re-recruit the same workers they have 

repatriated before or, if they were not available, employ other unskilled Thais when the demand 

for them arises. In contrast, it is not as easy to find relatively cheap skilled foreign workers, 

such as West Malaysians, and so employers tend to keep them even during periods of low 

wholesaling and retailing activity. This explains why West Malaysians generally had lower 

turnover rates then East Malaysians. The turnover rates for the Filipinos were not significantly 

different fi'om those of other ASEAN nationalities and, compared to the Singaporeans and 

Thais in 1992/93, their turnover rates were relatively low. This is because the majority of them 

are employed in large department stores which tend to do well in their retailing activities. 

Therefore, the job tenure of these Filipino workers is more stable than some other ASEAN 

nationalities (such as the Thais) because they are working in more profitable and higher wage 

establishments. The turnover rates for the Rest of Asian (non-ASEAN workers) were, 

however, not significant because of their small number.

Table 8.2b: Turnover rates by nationalities in the wholesale and retail sectors, 1990-1993

Nationalities 1990/91 1991/92 1992/93

Bruneians
— —

6o?r

East Malaysians 79.8 70.9 59.3

West Malaysians 47.0 95.0 16.7

Filipinos 57.1 66.7 70.6

Singaporeans 50.0 0.0 150.0

Thai 40.0 60.0 114.0

Rest of Asians 0.0 0.0 0.0

Others 0.0 0.0 0.0

Source; Calculated fiom Department of Labour, Census o f Employers/Employees 1990-1993.
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Overall, Tables 7.9a and b demonstrate some significant diflference in the turnover rates of the 

difièrent nationalities. The high turnover is not only among Bruneians, but among other 

ASEAN nationalities as well. It appears that employers are using the rationale of high turnover 

by locals (implying that they only work on temporary basis) as an excuse to recruit foreign 

workers. However, foreigners are preferred not only because of the perceived short job tenure 

of Bruneians but for other reasons, such as their lack of experience, dislike of working unsocial 

hours and negative attitudes to blue collar jobs, all of which lead to segmentation.

8.3 The role of employers in segmentation processes

The objective of this section is to illustrate how employers create and maintain segmentation 

processes. It is hypothesised that they initiate segmentation through a set of mechanisms 

indicated in Figure 8.1: their preferences for foreign workers; their unwillingness to provide 

training to the locals; and their demand for high quality building standards.

8.3.1 Construction sector

In construction, a fundamental underlying segmentation process is the continuous preference of 

employers for foreign labour for skilled work because the locals often fail to satisfy job 

requirements. As far as the upper end of the skill spectrum (managerial, professional and 

skilled) is concerned, the pool of local labour is very small. This situation is exacerbated by the 

fact that most qualified and experienced Bruneians - engineers, accountant, technicians, 

mechanics and others - are already working for the government, since the majority were 

previously government-sponsored scholars and, therefore, are required to work in the 

government sector. They can only be released from the government sector after completing 

their service as specified in their terms of scholarship contract with the government. By the time 

they complete the number of years that they are required to serve in the government sector^ ,̂ 

many of them have already become seniors in their respective posts. Therefore, the prospects 

for further promotion would then be too good for them to leave government service for

^̂ The required length of service in government sector for locals who previously pursued tertiary education 
under government sponsorship depends on the number of years that they studied. First degree - five 
years; first and second degrees (Master)- seven years; and with doctorate degree - ten years.
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employment in the private sector. In order to attract them to work in the private sector, 

employers need to offer them a much better salary scale and other non-monetary benefits, as 

well as better prospect of promotion than offered by the government. With the exception of a 

few big companies, such as BSPC and Royal Brunei Airlines, employers cannot afford them 

and resort to the larger pool of foreign labour fi'om which they can select equally skilled but 

cheaper personnel. In this way, higher level occupations persistently remain dominated by 

foreign workers, thus sustaining segmentation.

A second segmentation mechanism on the part of employers is their reluctance to set up 

training schemes for locals. Bruneians trained in the local vocational schools as technicians, 

mechanics, woodworkers, brickworkers, painters and the like, according to employers still lack 

work experience. In consequence employers prefer to recruit foreign workers who need no or 

little training. By continuously employing foreign workers for these types of jobs, segmentation 

is maintained.

A third segmentation process engendered by employers stems fi'om their concern for high 

quality finished products with the aim to establish a good company reputation. Completing a 

project within the specified duration and of an acceptable quality (especially to an important 

client like the government) is important in boosting their reputation and winning farther 

contracts. Indeed, as construction activities become increasingly competitive and better quality 

products are demanded, particularly by the government, employers continue to require more 

highly skilled and experienced foreign expertise. With skilled foreign workers, employers are 

able to maintain quality of production and also meet datelines. Employing unskilled and 

inexperienced locals means giving further training, some on-the-job, which some companies 

prefer not to offer because it would only slow down their overall construction activities. By not 

providing locals with the opportunity to train for the various tasks in construction, employers 

ensure that most skilled occupations are monopolised by foreign workers.

A fourth segmentation process is that employers, other than BSPC, do not seem to be strongly 

obliging to help the government in implementing its localisation policy. This is mainly because
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training the locals costs, money and time. The types of occupations for which they engage 

foreign workers include those (like clerical jobs) which do not require high level skills (see 

Chapter Seven, Tables 7.3a & 7.4a) but which have been specified by the Department of 

Labour to be given priority to the locals. The non-obliging attitude of employers implies that 

they have different priorities (such as low cost production and highest-possible profit making) 

fi'om the government. Failure of the government to get its policies acted upon further implies 

that it is not sufficiently active in monitoring the implementation of its policies and enforcing 

penalties on employers who do not abide its rules and regulations.

As the government is remiss in scrutinising the implementation of its policies, the prevailing 

tendency of the locals to shun private sector employment is conveniently used by employers to 

convince the Department of Labour that it is difficult to find suitable locals who want to work 

under them, other than on a temporary basis. A clear evidence of the tendency of locals to 

reject private sector jobs is that in general, even the locally trained vocational school leavers 

prefer to take up public sector jobs, which may differ fi'om their training background. There are, 

however, some vocationally-trained school leavers employed in occupations related to their 

training (such as woodwork and brickwork), work in other industries in the private sector 

(Company AU)̂ "̂  . But clearly, the number of locally-trained vocational school leavers 

employed in the construction (and wholesale and retail sectors) has been extremely small, as 

evidenced by the low proportion of Bruneians in the skilled occupations particularly in 

construction. This situation contributes further to the scarcity of locals for skilled jobs 

particularly in construction and also provides a way for employers to turn to foreign labour 

even for jobs which only require very short periods of training.

As employers in construction continue to recruit more highly skilled and more experienced 

foreign expertise, Bruneians are unlikely to acquire the necessary experience and skills required 

by contractors. While this pattern continues, localisation of high level jobs becomes more 

difficult to achieve. Indeed, the difficulty in localising jobs in construction industries can be best 

summarised according to one interviewee's experience:

Interviewed on 6/4/1994.
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"Sometimes local applicants have the right qualification, but they don't have the right 
experience. Local engineers, trained overseas, usually join the government sector. The 
rest of the locals who are locally trained in vocational schools, for example technicians, 
masons, brick layers, plasterers, are not really interested to work in construction. 
Sometimes, they demand a salary that is not acceptable to us. For skilled workers, we 
pay sixty dollars per day, as approved by the Labour Department, but the locals still do 
not stay long on the job. Usually, the few locals that have been working with us in blue- 
collar jobs are those waiting for examination results. Some stayed as short as two 
weeks, especially the Malays. Others disappear without even bothering to take their
wages.

This statement reflects the largely negative attitudes felt by employers about locals, making 

localisation of jobs in construction remains diflBcult to achieve. Some employers said that 

recruitment of locals into the construction sector over the last five years had increased only 

slightly, mainly in middle level white-collar jobs (Chapter Seven, Tables 7.3 a and b and 7.5 a 

and b). For top level jobs, some contractors reckoned that it might take perhaps ten or more 

years before locals were ready to take over. For low level jobs, locals are simply not prepared 

to undertake hard, laborious and dirty jobs on construction sites (Company AU). Indeed, locals 

may not need to take up these jobs at all because as their levels of education rise so will their 

aspirations for a better standard of living to be achieved through having a higher level jobs. To 

date the middle level is being localised more successfiiUy because jobs here are mainly clerical 

and related in nature. The implication, then, is that segmentation of employment structure will 

be maintained with low-level jobs will remain dominated by foreigners.

Most employers in the construction sector were of the opinion that Bruneisation is going to be 

very difficult to implement. The lower middle level jobs, particularly secretarial and clerical, are 

the easiest to localise, but top and bottom level occupations are the most difficult. Management 

tasks involve making important and sometimes quick decisions, and giving advice, suggestion 

and supervision, often technical, to lower rank workers, abilities which are only acquired after 

long (at least five years) experience. Such ability and experience is scarce among those locals 

who are willing to work in construction. In consequence segmentation begins to appear 

permanent.

25Company AS, interviewed on 12/10/1992.



295

8.3.2 Wholesale and retail sector

Wholesale and retail employers also experienced difficulty in recruiting suitable Bruneians, 

complaining that it was especially difficult to fill vacancies at management level. Again, a major 

problem was said to be lack of work experience among the local manpower, exacerbated by 

lack of training. Wholesale and retail employers were also not prepared to train locals, 

preferring instead to recruit ready-skilled and relatively cheap foreign labour, again 

contradicting with the government’s expectation of private sector involvement in developing 

the skills of the locals.

Thus far, however, private sector employers have not responded actively to the government’s 

requests for them to train and develop the locals in various skills. Instead of training the locals, 

they generally wait for the qualified Bruneians who graduate fi'om public sector institutions 

who may want to take up high level jobs.

Some retail employers anticipated that the increase in the number of graduates fi'om the 

University of Brunei Darussalam would make it easier to recruit Bruneians for management 

jobs^ ,̂ but only if they were prepared to accept lower salaries than those offered in the 

government sector. For less skilled occupations, such as clerical, marketing and sales assistants, 

some employers claimed that it was less difficult to recruit locals because of a large number of 

upper secondary school dropouts who are looking for employment^ .̂ These young Bruneians 

can be employed in the wholesale and retail sector as sales assistants, positions which are 

perhaps the easiest to localise because training is easy. There are other tasks in this level, such 

as supervisors and cashiers, for which Bruneians are found to be less suitable: according to 

some employers they lack the experience, while others alleged them to be untrustworthy (e.g. 

Company 42).

Among courses offered by University Brunei Darussalam are Management Studies and Public Policy and 
Administration, at both first degree and post graduate levels.
 ̂Many young Bruneians who are unemployed registered themselves in the Department of Labour for the 

purpose of finding jobs offered by public and privateer sectors.
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Of all jobs in the wholesale and retail sector, manual ones are the most difiBcult to Bruneianise. 

Neither local Malays nor Chinese are keen to do such jobs as drivers, delivery men, shop 

labourers or cleaners and so these are mostly done by foreigners (Interview survey, 

1992/93/94). The only local people prepared to perform such tasks are the non-Malay 

indigenous races from rural areas, such as the Iban and Dayak. Thus as occupational 

segmentation occurs among different nationalities of foreign workers, racial-based 

segmentation occurs among Bruneians (see Chapter Four, Section 4.3.3). The racial-based 

segmentation is partly due to the attitudes of the Malays who prefer public sector employment 

and partly to the socio-economic status of other indigenous races who, in general, have lower 

education levels (see Appendix 7) and cannot afford to be so selective in the types of jobs that 

they are willing to do, either in public or private sectors. In the private sector, the non-Malay 

indigenous locals can only meet a small part of the demand for workers, mainly for lower level 

jobs (Chapter Four, Section 4.3.4). For the rest of the workers needed, particularly for higher 

and middle level occupations, employers here as in construction still have to rely heavily on 

foreign nationals.

In summary, employers play a significant role in sustaining segmentation of employment in both 

sectors. Their role is effectuated through several factors and mechanisms. These are their 

continued preference for foreign workers in almost all levels of occupation, especially in 

construction; reluctance to provide training to locals which reflect their unobliging attitude 

towards the government’s localisation policy; job requirements which are polarised in nature.

Their preference for continuously employing foreign workers particularly in construction, is 

reinforced by two important circumstantial factors which are partly related to the characteristics 

of local workers and partly to those of foreigners. One is the limited supply of qualified and 

experienced local workers who are willing to work in these sectors. The other is the availability 

of a large pool of foreign labour in the Southeast Asian region, from where employers can 

select across the skill spectrum of labour (from highly skilled to unskilled, depending on job 

requirements). Therefore employers, whose main goal is profit-maximisation, are naturally not 

keen to provide training to unskilled locals but instead, they continue to import the different
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skills of foreign labour. This is despite the emphasis in the last two five-year National 

Development Plans (NDP), the Sixth and the Seventh. In the Sixth NDP, 1991-95, it was 

stressed that;

“Each business organisation will be required to allocate a certain percentage of their 
operational expenditure for training and/or upgrading the skills of their local 
employees.” *̂

A similar emphasis is made in the current NDP (1996-2000) where, as part of the government’s 

strategy to improve the country’s human resource to meet the needs of the twenty-first 

century^ ,̂ it is stated that a more active and aggressive role of the private sector in training and 

skill development of locals is expected. Obviously employers in the construction and wholesale 

and retail sectors have not played their role in training the locals, as evidenced in the 

employment pattern in both sectors (Chapter Seven). The obvious effect on the locals is that 

their skills and work experience are not improved and enhanced, thus making them 

continuously unable to meet job requirements for the different levels of occupations, as 

specified by employers. The reluctance of employers to train the locals is thus another major 

contributing factor to the sustainment of segmentation in both sectors.

Overall, employers have adjusted and developed their recruitment procedures and job 

requirements by emphasising skill qualities for high quality products and performance. This has 

allowed them to justify their preference for foreign labour. Their task has been made easier 

because the locals are lacking in skills and work performance and are reluctant to do blue collar 

jobs. Furthermore, as locals fi'equently work in the private sector on a temporary basis (see 

Section 8.2.2c) employers can conveniently rationalise their increasing dependence on foreign 

labour that there is little point in training the locals. All these processes combine to sustain 

segmentation of employment in both sectors. The robustness of segmentation of employment 

structure in both sectors is further nourished by the role played by the government which is 

examined now.

^"EPU., Sixth NDP, 1991-1995: 21.

Seventh NDP, 1996-2000: 19.
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8.4 The role of government in segmentation processes

One of the principal elements contributing to segmentation in the two sectors is the 

government's public sector employment policy which continues to offer better job security, 

salary and non-salary benefits, terms and conditions than those in the private sector (see Figure

8.1). These higher benefits are offered because the government is not a profit maximisation 

employer, but rather a welfare one. However, in trying to maintain a welfare state and 

simultaneously strengthen the private sector economy which largely employs foreign labour, the 

government inevitably creates segmentation through several mechanisms.

Firstly, its generous monetary and non-monetary remuneration as part of its employment policy 

in the public sector̂ ® strongly ties locals into the civil service and attracts new recruits into the 

government rather than the private sector. Currently, the locals still have job opportunities in 

the government sector (though it is now becoming saturated) as well as in the more established 

and bigger companies in the private sector, such as the Brunei Shell Companies, Royal Brunei 

Airlines, and financial institutions. These companies generally offer better pay and job 

conditions than other companies in the private sector. In other words, Bruneians currently have 

better choices of employment than in the construction and wholesale and retail sectors.

Indeed, unlike the private sector, the public sector provides life-long employment, there is some 

very serious misconduct. It is thus the insecurity of employment in the private sector, in 

addition to relatively low wages, that generally discourages Bruneians to seek work in or stay 

longer in the private sector. In construction, for example, great competition to secure building 

projects and the cyclical nature of construction activities mean that jobs are unstable, 

particularly in smaller companies. In these circumstances Bruneians are not desperate enough 

to do manual jobs in light of better job opportunities and job security in the government sector 

and in some other private sector industries.

^°This was confirmed by Economic Planning Unit, in its study of private sector companies in 1984; it 
revealed that private firms were facing staffing problems because of better pay and fringe benefits offered 
by the government (Fiimerty, 1991).
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Such a situation is not unique to Brunei. In any society in which education levels accelerate, 

people aspire to better standards of living which include having a better job with higher pay. 

The populations of other labour-short ASEAN countries have experienced similar processes of 

transition (see Chapter Three). As Bruneians have become increasingly educated, they have 

correspondingly aspired to white collar jobs, with the consequence that the indigenisation of 

skilled manual and unskilled jobs will continue to become more remote. Realising the reluctance 

of the locals to occupy blue collar jobs particularly in construction, the rising unemployment 

and the prevailing economic turmoil affecting Brunei which has resulted in reducing jobs 

availability because of closure of several private sector companies, the government aims to 

generate more jobs, particularly non-menial jobs for Bruneians^\ It plans to do this by 

identifying economic niches that can be developed such as tourism industry, generating jobs for 

the locals, particularly those with secondary qualifications and who can be trained to upgrade 

their skills. The overall consequence is that blue-collar manual jobs become the entrenched 

preserve of foreign workers, and employers’ strategies become institutionally segmented and 

maintained.

Secondly, the government's policy of Bruneisation the private sector, stimulated first, by the 

limited capacity of the public sector continuously to absorb the increasing local working-age 

population and second, to limit the maximum proportion of foreign workforce to about a third 

of the total workforce^ ,̂ itself constitutes a segmentation process. For instance, the Department 

of Labour will help the unemployed locals (who register in the Department’s Employment 

Exchange) to obtain private sector jobs, particularly for middle-level occupations. Since this 

service (employment seeking in the private sector) is provided to Bruneians only, with the 

overriding aim is to increase Bruneian participation in the private sector, a further segmentation 

progress has been created. Indeed, concerned with the rising unemployment and to reduce 

dependence on foreign workers (see Chapter Four, Section 4.2), the Department of Labour 

since 1988, has attempted to restrict the employment of foreign nationals fi’om some middle

’̂This was deliberated recently by a government official during a brainstorming session between some 
Government officials, personnel form private sectors companies and staffs of Universiti Brunei 
Darussalam (UBD), 19 September 1998, UBD.
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and lower level occupations which do not require specialist skills, such as cashiers, clerks, 

drivers, shop assistants, receptionists and cleaners^ .̂

The Labour Department Employment Exchangeŝ "̂  have a pool of registered unemployed, 

mainly young Bruneians. The Department is automatically notified of vacancies in various 

government departments and in companies in the private sector. At the request of the latter) the 

Labour Department will select and send for interview any unemployed registered Bruneians 

who fit the job requirements specified. The companies interview the candidates whom, if found 

suitable, are taken on. Almost all companies in the construction and wholesale and retail 

sectors interviewed resorted to the Employment Exchange for filling clerical and related posts. 

In 1992, out of total 474 vacancies notified, 95.8 per cent were filled by the registered 

unemployed persons, and in 1994, all the vacancies notified (821) were filled by them^ .̂ Since 

the unemployed are mostly local secondary school qualification holders, the types of occupation 

that they are capable of doing are mainly middle-level. Resourcing through the Employment 

Exchange thus constitutes a mechanism, which creates a structural segmentation by occupation, 

whereby the middle-level jobs stated are prioritised for the locals.

Determined to increase the Bruneisation of employment in the private sector, the government 

embarked on long and short-term measures. The short-term measure was the introduction of 

the employment pension fund (EPF) in 1992, in which both local employees and their 

employers contribute a total of 10 per cent of the individual employee's monthly salary. The 

objective of EPF is to encourage locals to work in the private sector. On the contrary, the 

payment of EPF by employers has had a negative effect as far as localisation of employment in 

the private sector is concerned. By employing locals, employers infiate their labour cost by 10

^̂ The government proposal’s in the latest NDP, 1996-2000 (EPU., Sixth NDP, 1991-1995: 28). See also 
Chapter Four, Section 4.2.
^^Derived from a document issued by Department of Labour; and Finnerty, (1991); 31.
^^This is a unit in the Labour Department, where the unemployed locals register themselves on voluntary 
basis; those registered fluctuates every year; during the 1981-1991 period, they ranged between 2,421 and 
2,480, that is 3.4% and 1.3% of the total labour force in 1981 and 1991, respectively; or 95% and 48% of 
the total unemployed in 1981 and 1991 respectively (Calculated from EPU, Brunei Statistical Yearbook, 
1993:3 7 and 47).
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per cent through payment of EPF. Since employers do not have to make such payment to their 

foreign employees, the tendency is for them to continue to prefer to employ foreign workers. 

Thus EPF contributes to maintaining segmentation of employment in the private sector.

The long-term measures include the adoption of an education curriculum with particular 

emphasis on science-based subjects to suit the Brunei labour market and future industries. The 

underlying objective is to boost the supply of skilled locals, thereby making them more 

marketable. Accordingly expansion of national training and retraining schemes has been 

implemented, as evidenced in the opening of more vocational, new courses in the local 

university and sending of students and government civil servants overseas for selective courses 

not available in local institutions^ .̂

In light of the findings that Bruneians remained a minority in the construction and wholesale 

and retail sector, which hardly changed over the five year period investigated, it appears that 

such a short-term measure as EPF has not lured Bruneians to work in the private sector. 

Currently, however, as the opportunity for securing employment in the public sector becomes 

more diflBcult because job creation may not increase as fast as the labour force, the 

effectiveness of long-term measures will depend on an increased supply of local skills. In this 

respect, improving the quality of local manpower, under the government’s long-term measures 

and developing economic niches for generating jobs in the private sector are important. 

Increasing the quality of local manpower will increase participation of locals in private sector 

companies and reduce the dependence on skilled foreign labour, as well as breaking down the 

current segmented employment structure for top level occupations.

To date, however, even the efforts to localise the middle-level jobs has been slow mainly 

because of the negative attitudes of Bruneians towards private sector employment. To many 

Bruneians, the public sector is the top option to earn a livelihood. The laborious nature of work 

in the construction sector is certainly not a pull factor for Bruneians to work in the sector. In

^^This includes vacancies notified and filled in the government sector and private sectors (Source:EPU, 
Brunei Statistical Yearbook, 1993 and 1996/1997: 47 and 47.
^^PU., Sixth NDP, 1991-1995: 19.
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wholesale and retail, the recent (1998) closure of the biggest department store (Yaohan) in the 

country has certainly shaken up the confidence of the locals, as far as job security is concerned 

to work on a long-term basis in the sector. For foreign workers, the problem of lay-off was 

dealt with by repatriating them; for the laid-ofif local workers, the best the government could do 

was only to request them to register at themselves at the Department of Labour, and wait for 

job vacancies and/or new jobs created in the public and private sectors. But as far as the latter 

is concerned, such as in construction, wholesale and retail, the prevailing reluctance of 

employers in general to train locals (see Section 8.3) and absence of government enforcement 

on this matter, segmentation of employment is likely to remain sturdy. This is further 

reinforced by the Bruneisation policy which specifically reserves middle-level jobs to the locals, 

an arrangement which conveniently leaves employers to oblige to giving such jobs to the locals, 

but continue filling other jobs with the foreigners.

Thirdly, absence of provision in the Brunei Labour Laws regarding the maximum proportion of 

foreign workers allowed in each company itself is a process which creates and maintains 

segmentation because it allows employers to vary fi'eely the composition of their workforce, 

even to the extent of total dependence on foreign labour (See Appendix 21 and 22). With their 

preference for foreign workers, the tendency has been to employ more of them than locals. In 

fact, in 1989, 10 out of 50 construction companies surveyed did not employ locals at all; only 7 

companies had between 10 per cent and 20 per cent of their workforce comprised of locals, and 

the rest (43 companies) had less than 10 per cent. The pattern remained almost unchanged five 

years later. In 1993, the number of companies that relied completely on foreign workers 

dropped to 6 (as compared to 10 in 1989); only 4 companies had between 10 and 20 per cent 

(a drop by 3 companies only). The remaining 40 companies (43 in 1989) had less than 10 per 

cent (Fieldwork survey, 1992/93/94). The fi’equent complaints fi*om employers that locals are 

either unavailable or unsuitable for the many heavily craft-based jobs in the construction sector, 

despite rising unemployment during the period, imply that locals prefer to stay unemployed 

rather than work in construction.
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Fourthly, the cash sum required by Brunei’s labour laws to be paid by employers to the 

government (through Department of Labour) varies between different nationalities. This forms 

another mechanism which has created segmentation of employment in both sectors (see Figure

8.1). The deposit is specifically to cover the worker's repatriation when the need arises, such as 

for overstaying in the country (i.e. after their work permits expired). The payment for each 

worker is made in cash or bank guarantees by employers to the Labour Department. The 

amount differs according to the distance of the country of origin; the further away the country 

fi-om Brunei, the higher the deposit. In effect, this makes the overall cost of recruitment of 

workers from foreign ASEAN countries cheaper than non-ASEAN. Employers therefore prefer 

to employ larger number of foreign Asean nationalities than others. Thus, the disparities in the 

deposits for employing foreign workers partly contribute to segmentation of foreign workers by 

different nationalities (see Table 7.5 and 7.6).

Fifthly, there is a lack of co-operation with the government from construction companies in 

providing the necessary training to the locals. Lack of active government enforcement on the 

provision of training by employers, has led them continuously to make excuses. It is ironic that 

despite the growing number of unemployed secondary school leavers, a large proportion of 

middle-level occupations, including clerical and related jobs in both sectors are occupied by 

foreign workers (see Table 7.3a and 7.4a). Unfortunately official published data do not include 

detailed information on whether qualifications of the unemployed match job requirements^ .̂ 

However, since unemployed locals are mainly secondary education school leavers, they should 

be able to satisfy the requirement for clerical and related jobs, at least minimally. Even so, they 

need some on-the-job-training, such as in the use of computers in order to perform their 

everyday tasks satisfactorily. The finding here is that clerical and related jobs are still done by 

foreigners, partly because employers have been avoiding training the locals (Interview Survey 

1992/93/94). This occurred because there was a lack of close monitoring by the government

’̂Between 1989 and 1994, Registration at Employment Exchange (EE) ranged from 2,905 to 3343; 
females comprised between 61.2% and 60.7% within the period. In 1989, of the total vacancies notified, 
only 30% were filled. In 1994, all vacancies notify were filled. The former implied that there were excess 
candidates, males and females to fill part-time jobs in the wholesale and retail sector, but none in 1994. 
Since not all the unemployed registered at the (EE), therefore there are always locals (i.e. the unemployed)



304

regarding the workforce composition by nationalities and types of occupation in both sectors, 

allowing employers to continue filling some occupations with foreign workers (see Section

8.2.2 a and b).

8.5 The role of non government institutions in segmentation processes

In Brunei, in addition to formal manpower labour agents, employers recruit foreign workers 

through several “agents”, who may be fiiends and/or kinship members, or own countrymen. 

Such a selective recruitment strategy constitutes a segmentation process as it results in 

supplying labour fi-om different sources for different types of occupation, which consequently 

create and maintain a segmented employment structure. As shown in the model (Figure 8.1) 

both sectors utilise formal as well as informal manpower suppliers and procedures selectively, 

generating further segmentation. The objectives here is to demonstrate that the recruitment 

strategies of employers in both sectors reinforce the segmented employment structure between 

locals and foreign workers and between the different foreign nationalities. It is argued that their 

selective means of recruiting foreign workers by nationalities further strengthens segmentation 

by occupations and nationalities.

Both sectors recruit workers fi-om several sources, using different processes, agents and 

procedures. These are through both internal resourcing (parent company, usually for foreign- 

owned corporations) and external resourcing, i.e. through advertisement (mainly regionally, but 

outside Brunei), gang leaders, current employees, employment exchange, and employment 

agents. The resourcing of the wholesale and retail sectors is mainly fi-om external sources.

8.5.1 Internal labour market resourcing procedure

The objective here is to show how the internal resourcing strategy adopted by large 

construction companies is an occupational segmentation process. Specifically, for foreign 

owned-companies the procedure is designed to reserve senior management positions for home

available to do part-time jobs. (Calculated from EPU, Brunei Darussalam Statistical Yearbook, 1996/91: 
47.
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nationals of the company concerned. It is hardly surprising for a MNC to adopt an ILM 

recruitment strategy because it is part of the career development of their personnel, including 

younger ones (Salt, 1990). Such a strategy is commonly adopted in ASEAN countries, 

particularly by the Japanese and the NICs MNCs (Furuya, 1992). In Brunei, Japanese and 

Korean MNCs operate on a collective contract or project-tied manpower supply, with low level 

foreign labour living in workcamps, as commonly seen in the Gulf countries (Roulds and 

Montana, 1986). Senior management jobs are filled by their own nationals (through ILM 

resourcing), while the rest of the manpower is mainly imported fi*om other ASEAN countries.

In Brunei, foreign-owned companies operating in the construction sector (example Companies

S and AS) resource their top occupations with personnel fi'om internal labour markets (ILM).

One MNC interviewed disclosed that it preferred to bring in managerial and professional

personnel fi'om the parent company or at least fi'om the country of origin of the company. For

example, Japanese or Korean companies operating in Brunei prefer to employ people of

Japanese or Korean origin for top managerial or executive posts (Interview survey, 1992/93).

The main rationale was to maintain Japanese and Korean corporate cultures.

“ Our first and second boss must be Japanese. Even our project managers and foremen 
are Japanese. We prefer this arrangement because this is entirely a Japanese company, 
and this way, it is easy to make a decision”.̂ *

This means that only by employing their own nationals do they feel that their corporate values 

and practices would be shared and understood by the senior management and that their 

business can be articulated efiFectively. This is so because rapid assimilation of new key 

employees of other nationals can weaken or change the corporate culture (Kotter and Keskett, 

1992; Alvesson, 1994). Indeed, it is this that prompted the Japanese and Korean MNCs to 

reserve senior management position for their own people, who they believe have a better grasp 

of the need to create synergy within their corporate cultures (Hampden-Tumer, 1990). This 

means that when people of similar national origin manage the company, they believe that they 

are the ones who can best manage, control, and achieve their corporate goals. Hence the 

Japanese MNC’s success at global level, for example, has been partly associated with their

38Company AS (construction), interviewed on 12/10/92.
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Strong corporate cultures, and in Brunei they maintain their corporate cultures by employing 

Japanese transients in managerial posts, leaving lower posts to be filled by other nationalities. 

Such a recruitment strategy for higher level posts inevitably creates a segmented employment 

structure between nationalities, (Japanese and non-Japanese) and the segmentation is 

maintained by continued application of the strategy over the years.

Such resourcing is inconsistent with the government's aim that each business organisation is 

required to provide training for Bruneians and/or in upgrading their skills, including 

management^ .̂ The fact that management positions in large organisations remain exclusively in 

the hands of their own nationals, without locals to replace them, implies not only lack of 

compliance with the government’s aim but that non-compliance is neither monitored nor 

stopped. Such liberty given to foreign-owned companies by the government is part of the 

privilege allowed to foreign companies in order to attract them to Brunei. The consequence is 

an enduring segmentation process, resulting in managerial occupations remaining exclusive to 

the home nationals of the companies concerned. Bruneians, being excluded fi'om such 

occupations, cannot take advantage of transfer of knowledge and skills through training by the 

MNC operating in the country, such as in the building trade and wholesaling and retailing 

activities.

It would appear fi'om the above that the situation in the two sectors is different fi'om that in 

BSPC where Bruneians appear to have better chances of training, including management skills 

for key positions. However, BSPC is partly owned by the government, hence it has some say 

in the BSPC staffing policy, whereas in the construction sector and the wholesale and retail 

sectors, it has no share. This means that Bruneians have better chances of penetrating into 

higher level managerial positions in BSPC than in companies in the other two sectors, where 

segmentation remains more robust than in BSPC. As for lower level jobs, segmentation in 

construction tend to be more segmented between the locals and foreign workers than in the 

wholesale and retail sector because the nature of jobs in the former is more of 3Ds nature than 

in the latter.

^^PU., Sixth and Seventh NDP, 1991-95 and 1996-2000: 2 land 19 respectively.
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8.5.2. External labour market resourcing procedure

In the construction and wholesale and retail sectors, most Bruneian- or jointly-owned (between 

Bruneians and foreign partners) companies, derive most of their labour supply through the 

external labour market (ELM), either locally or overseas, depending on the types of jobs to be 

filled. For middle level occupations like supervisors, foremen, and sale promoters, most of the 

companies interviewed stated that they would initially advertise in the local weekly 

newspapers'̂ ®. For other ofiBce and non-ofi5ce semi-skilled occupations, such as secretarial, 

clerical and related posts, both sectors seek fi'om local sources because these are the jobs which 

the Labour Department requires employers to reserve for Bruneians (see Chapter Four). 

Advertising in the local media and recruiting local workers is a response to a directive fi'om the 

Department of Labour which requires employers to look for local workers first. This procedure 

is not effective mainly because Bruneians dislike working in the private sector (especially in 

construction). Having failed to get responses fi'om them, companies advertise in overseas 

media, usually newspapers and labour agents (mainly within other ASEAN countries).

Vacancies for professional employees, such as engineers, architects, quantity surveyors and 

accountants, electrical and computer sales specialists, as well as managerial and supervisory 

posts, are usually advertised mainly in other ASEAN countries, through newspapers and 

sometimes in the local papers'*̂  which are also circulated in East Malaysia. A few employers 

stated that they advertised these occupations in local Bruneian newspapers, but very often they 

found no response fi'om the locals. If there were any responses, they usually failed to meet the 

job requirements. For this reason most employers did not bother to advertise such job 

vacancies locally (Interview survey, 1992/93/94). In consequence, foreign managers and 

specialists recruited through media advertisements are mainly West Malaysians, Singaporeans 

and Filipinos. In other words, highly qualified workers in managerial, professional and technical 

(PMT) occupations tend to be nationals fi'om countries which can provide the necessary skills, 

making such occupation non-competitive to others.

'^^Bomeo Bulletin - one of the two local newspapers in Brunei, (the other is government’s media) issued 
weekly until very recently. Now, Borneo Bulletin is issued daily.

'"Tn Borneo Bulletin, the only commercial local daily paper circulated daily.
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In addition to manpower resourcing through media advertisements, some employers also 

recruit manpower, particularly for lower level jobs through a less formal procedure such as 

unofficial labour agents called gang leaders.

a) Gang leaders

Some private sector companies recruit workers, particularly the skilled, through gang leaders 

(see Figure 8.1). Generally, a gang leader is an employee or self-employed person, who is well 

experienced in the market of skilled tradesmen and in contacts with construction workers. A 

worker becomes a gang leader through several processes. Initially, he may work for one or 

more than one companies over a number of years. After working for several years, he becomes 

well known among workers and has a good network of contacts with people from his home 

country. He also becomes knowledgeable about the market and hence he is in a privileged 

position to organise unskilled workers and supply them to employers. If he is an employee, his 

employer pays him for his service in supplying workers; if he is a self-employed person, he 

usually has contracts with employers regarding the supply of specific skilled workers at an 

agreed price (Moore, 1981: Villa, 1981).

In Brunei, gang leaders are suppliers of foreign labour, but their activities are not regulated by 

the government as are those manpower supply agents who are officially registered with the 

relevant authority. Gang leaders can, therefore, only operate on an unofficial basis. They 

cannot register as labour agents because they are allowed into the country as workers and not 

as labour agents. In Brunei’s construction sector, gang leaders are usually of foremen status 

or skilled workers who have become spokesmen to workers of similar nationalities in less 

skilled jobs within the company for which they work: for example, lower level Thai 

workers would have a Thai gang leader. Gang leaders usually know other gang leaders, 

especially of the same nationalities and/or occupations and skills in other companies. 

Through networks of fiiends gang leaders are informed by word of mouth where to find the 

specific skills required, especially within the same sector, either in their home towns abroad or 

from other companies within Brunei (Interview survey, 1992/93/94). In the private sector, if 

the recommended person is interested and wishes to change employers, he is legally permitted
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to do SO, as long as his present employment has lasted one year. If the potential new employer 

agrees to take him, employment can start after he ofiScially terminates his contract with the 

previous employer"̂ .̂ Changing employers (that is transfer of sponsorship) is allowed by the 

Brunei Legal Department, provided all parties involved have no objection. The employee 

concerned need not return to his home country if his work permit is still valid. If the person 

recommended is not in Brunei, the employer would recruit and bring him into the country 

through the usual recruitment procedures for foreign workers. These networking processes 

reinforce further segmentation as the gang system tend to recommend friends and relatives who 

are likely to be their own race and nationalities (Company AU and AY, interview survey, 

1992/93). The activities of gang leaders are only significant in the construction sector, not in 

wholesale and retail, although there are workers in the latter sector employed through network 

of fiiends and/or relatives. However, in construction, not all workers are recruited through 

gang leaders; some employers, (as with many in wholesale and retail) depend on employment 

agents for the supply of labour.

b) Employment agents

Local"̂  ̂ and foreign employment agents also contribute to segmentation of the workforce, 

particularly in the construction sectors mainly by supplying particular nationalities for specific 

occupations. Local and overseas private employment agents (the latter are either based 

overseas and/or have representative in Brunei) act as intermediary suppliers of mostly unskilled 

but some skilled foreign labour to companies in Brunei in both sectors. Like any other business 

undertakings, the local employment agents have to register their establishments and nature of 

their activities with the Legal Department; hence the government regulates their operations. For 

example, they have to comply with the government’s regulations not to bring in from abroad 

expertise which can be obtained locally. Other than this, they provide skilled and unskilled 

labour as required by private companies that engaged them.

''^The former employer can refuse transfer until expiry of contract with the worker concerned. On the 
other hand, the worker requesting for transfer can give sufRcient notification of resignation (usually 
between one and three months) before taking up employment under the new employer.
""̂ These become official body through registration at Brunei’s Legal Office.
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Some Bruneian- and foreign-owned companies have had problems with employment agents

because the quality of foreign workers provided is sometimes poorer than stated in their

applications. In some cases this is the fault of the potential workers, who use false documents

(qualifications or testimonials fi'om previous employers) but it is also because some agents

condone such practices and are careless when screening applicants during the initial stage of

recruitment. One company commented:

"We have problems with employment agencies. Some of the workers they sent arrived 
with certificates dated only recently, so we are doubtful as to how skilled they actually 
are. Applicants put skills in certificates so that they can get slightly higher salaries. The 
employment agent in Thailand could advise them, for example, to apply as a skilled 
carpenter. The worker will get higher wages, and the agency better commission. We 
put them into small groups when they start work. After some time, we can differentiate 
the skilled workers from the unskilled. We then picked the skilled ones to become gang 
leaders of various groups" .

Some workers could not perform the job they claimed to be skilled at due to other factors. As

evidence of such experience,

"Once we asked for a driver from a Thai employment agency. The one they sent 
couldn't read road signs in English. He was not qualified in the Brunei context. So we 
told the agency that we either have to send him back or down grade him to labourer 
level. We did not want to take him as a driver.

In such a situation the worker concerned would be put on probation for 3 months doing 

different tasks, if he agreed to stay. After the probation period, the company would let him stay 

but only doing tasks which the company thought he could accomplish. In general, those who 

do not meet the skill requirements will continue to serve as general labourers and are paid lower 

wages.

Recruitment of workers, such as the Thais, through employment agents is the main method of 

resourcing for larger and medium size construction companies. Using employment agents to 

supply foreign manpower is important to such companies because the agents concerned can 

supply the sufficient number of foreign workers and specific types of skill required even at short 

notice. Such service is advantageous to the companies, because they can start new projects or

'‘"Company AF (construction), interviewed on 12/1/1994.
"^Company X (construction), interviewed on 13/1/1994.
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complete ongoing ones on schedule. Smaller companies mainly resort to networking of friends 

and kinship of existing employees. However, some companies are not keen to use employment 

agencies to obtain foreign unskilled workers because they want to save the potential employees 

from having to pay the high fee charged by the agencies. Such companies may initially get 

workers through agencies, but for subsequent recruitment prefer to use current employees to 

recommend friends or relatives to the employer. Workers initially recruited through agencies 

for low level occupations are usually those with low education, even illiteracy, such as some 

Thais. Agents are used because recruiting such people through advertisement is not normally 

successful as they do not read papers. In Brunei, employment agents largely provide skilled 

and unskilled manual workers, (particularly the Thais) in response to the demand from 

employers for filling the lower job hierarchies, disdained by the locals. Thais are mainly 

recruited for unskilled jobs in construction because the cost of bringing them to Brunei is 

relatively low, compared to Bangladeshis for example (see Chapter Seven, Sections 7.2.2 and 

7.2.4). Other companies in construction, such as Company AZ which is partly owned by an 

Indian shareholder (see Chapter Seven, Section 7.2.4), specifically disclosed its preference for 

Indian workers mainly to help its own countrymen. This company thus gets its supply of Indian 

workers, mainly low level manual, through overseas employment agents (mainly located in 

India). As such, employment agents contribute to the segmentation because they tend to 

supply particular nationalities for specific types of labour.

Overall, while the ILM supplies highly skilled foreign workers mainly from parent companies, 

the ELM sources provide mainly low level manual foreign workers. Thus, each resourcing 

process tends to be selective in terms of labour supply for particular types of occupation and 

foreign nationality. In this respect, the recruitment processes through ILM and ELM 

resourcing have indirectly created and sustained segmentation among workers recruited into 

the two sectors. Whether through ILM or ELM, sources are mainly overseas; the mechanisms 

used, i.e. through parent companies, media advertisement, gang system and employment 

agents, all tend to encourage employers to turn to and continue to use foreign workers.
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In summary, sections 8.3, 8.4 and 8.5 has elaborated and discussed segmentation processes 

created by the three principal actors in the Brunei labour market. The roles played by these 

labour market actors through the different mechanisms and factors under demand, supply and 

government and non-government intervention, all combined to create a segmented employment 

structure in both sectors. Three fundamental points can be made. First, Bruneians generally 

prefer white-collar occupations if they are in private sector employment, but employers have 

specific job requirements such as qualifications and work experience, which are lacking among 

the locals. Second, employers prefer foreign, especially ASEAN nationalities, because of their 

skill qualities, job-tenure reliability and availability in sufiBcient numbers. For these reasons, 

employers are not keen to provide locals with training, who are thus put to a fiirther 

disadvantage as they remain lacking in work experience. Third, the government has failed 

(through employment policy - example attractive remuneration, and rules and regulations, 

regarding recruitment and employment of foreign labour - which do not require minimum local 

participation in a company) to encourage locals to work in the private sector. The role of non

government institutions or agents also creates segmentation in both sectors specifically through 

their selective recruitment strategies. They supply foreign workers through their ILM and 

ELM recruitment strategies resulting in segmentation of workers by nationalities and 

occupations. Thus through several mechanisms and factors, non-government agents and the 

three labour markets actors have created and maintained segmentation, resulting in endemic 

segmented employment patterns by types of occupation in the construction, wholesale and 

retail sectors.

8.6 Conclusion

This chapter has analysed and explained the segmentation processes in the construction, 

wholesale and retail sectors, using a model which is based on the interplay of the three 

principal labour market actors: workers (mainly locals), employers and government 

supplemented by non-government institutions. The model shows that locals contribute to the 

segmentation process in two main warps. One is their unpolarised quality of skills and the other 

is their attitude towards working in the private sector. According to employers, the locals are 

lacking in qualifications, skills and work experience, and hence are not suitable to be employed
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for higher level occupations and skilled jobs. Second, the locals have positive and negative 

attitudes to public and private sector employment, particularly blue-collar jobs, so they continue 

to disdain them, particularly in construction. Resort to filling labour shortages with locals is 

difficult, if not impossible, because either they are not available or are not interested in lower 

level jobs, especially if they involve unsocial hours on construction sites and in wholesale and 

retail stores. Besides, according to the employers, even if physically available, Bruneians 

generally lack the skills and experience required (see Section 8.2.1 a and b) and training is 

impractical when the jobs need to be done urgently. The consequence of all these is that locals 

do not have adequate exposure, hence they lack the opportunity to acquire appropriate work 

experience. Yet this experience is fi'equently demanded by employers as one of the most 

important job requirements, particularly for skilled occupations in the construction sector.

Accordingly, employers attempting to maximise profits prefer to employ foreign nationals who 

can provide the necessary skills to perform jobs to the satisfaction of employers. Since there is 

no official limit as to the number or proportion of foreign labour employed by private 

companies, employers continue to maintain the luxury of preferring to employ foreign workers 

who are found to be more reliable, have relatively better work experience and skills, and yet are 

cheap to employ. Consequently this situation contributes significantly to persistent reliance on 

foreign workers, hence to the creation and maintenance of a segmented employment structure.

The resultant segmented employment structure by types of occupation and nationalities in both 

sectors is also the consequence of government’s employment and localisation policies. Indeed 

in attempting to encourage locals to work in the private sector, the policies and the mechanisms 

that the government deploys create and maintain segmentation instead of increased localisation. 

This is mainly because the government has different priorities and goals from those of 

employers. While the government is mainly interested in enhancing the socio-economic 

development and welfare of the locals, employers are mainly concerned with profit making. 

Thus the introduction of EPF, which was supposed to encourage locals to work in the private 

sector, instead produced the opposite outcome. It becomes a deterrent to employers to employ 

locals because they increase employers’ labour costs. To avoid this, employers continuously
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prefer to employ foreign workers, using différent excuses to ensure that their recruitment and 

employment seemingly fall within the legal premise of Brunei’s labour and immigration laws.

Overall, the slow change in attitudes of locals regarding working in private sector, the 

continued preference of employers for foreign workers and the government’s generous 

remuneration employment and localisation policies, all constitute segmentation processes, 

resulting in an enduring segmented employment structure in Brunei’s construction and 

wholesale and retail sectors.
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CHAPTER NINE : SUMMARY AND CONCLUSION

9.1 Introduction

This thesis employed the concept of labour market segmentation theory as its theoretical 

reference for studying the employment patterns of Brunei. Segmentation is viewed as a 

fondamental consequence of the development process in labour-short countries and the labour 

migration that results from it. In order to show the relationship between development, labour 

migration and segmentation and provide empirical examples, the study examined the 

development processes of selected labour short-countries, Singapore, Malaysia, Thailand and 

the Gulf countries of Kuwait and Oman, in order to identify factors and mechanisms that 

create and sustain segmentation in these countries. Based on these exercises, a model was 

developed for analyzing segmentation and its prevalence in Brunei as a whole and the sectors 

selected. Accordingly the study examined whether similar factors and mechanisms also cause 

segmentation in Brunei and make it permanent as the dependence on labour migrants prevails.

The thesis set out with three aims. First, to examine and explain a series of segmentation 

processes and the resultant employment patterns by types of occupation and economic 

distribution. Second, to determine the permanency of the segmented labour market and 

employment structure in Brunei. Third, to identify the different roles of local and foreign 

workers and assess how important the role of foreign workers is to Brunei’s economic 

activities as whole and in selected sectors in particular. The thesis also examined the 

implications of economic diversification which lead to heavy reliance on foreign labour on the 

policy of Bruneianisation of employment. Based on the objectives, several hypotheses were 

formulated and tested.

The thesis’s main hypotheses were twofold. First, that disparities between the structure of 

local labour demand and supply basically exacerbated the existing general shortages in the 

Brunei labour market. The disparities and the local manpower shortage have caused the 

Brunei labour market to become structurally and sectorally segmented, resulting in certain
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jobs being reserved for Bruneians while others have been filled by foreign workers. A two- 

way causal relationship has been identified in which the disparities and local labour shortages 

are both cause and response to segmentation and the processes involved work to produce and 

maintain segmentation in the employment structure between the local and foreign workforce, 

between different foreign nationals, and between different local ethnic groups. The result is an 

increasing and continuous reliance on foreign labour by Brunei’s economy as a whole, and in 

the sectors examined. The second main hypothesis is that the segmented employment 

structure is engendered by segmentation processes which are created by the three principal 

labour market actors, the government, employers and local workers. These actors interact 

and in doing so maintain the endemic segmentation of employment structure between the 

different groups of workers. These actors are supported by a set of non-government 

institutions (MNCs’ internal resourcing strategies, employment agents and gang leaders) 

which also subscribe to the resultant segmented employment structure in the sectors analyzed. 

Thus the thesis is that the influence of these actors stems from their different roles which 

manifest themselves in different and complementary ways in order to create and maintain the 

segmented employment structure in the Brunei employment structure as a whole and in BSPC, 

as well in the construction, wholesale and retail sectors.

Thus, through identification and analysis of the interplay of factors and mechanisms acted 

upon by the labour market actors which consequently create and sustain segmentation of 

employment structure in the Brunei employment structure as a whole and the sectors 

examined, the study has made a contribution to the field of labour segmentation specifically to 

the situation in Brunei. It has done this by identifying and explaining those factors and 

mechanisms that create and sustain segmentation of employment structure in Brunei’s 

economy in general and in BSPC and the construction, wholesale and retail sectors in 

particular. Through analysis of these sectors, this thesis identified the existence of labour 

market segments, not only in terms of its modem origin, that is duality as postulated by Piore 

and Doeringer (1971) but also confirmed the existence of multi-labour market segments
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through examination of empirical examples of different economic sectors in labour-short 

countries such as Brunei.

The thesis contributes important empirical information by demonstrating who fills the primary 

and secondary segments, using groups of workers, different from the usual ones in earlier 

studies. Previous studies on labour market segmentation tried to explain the poor economic 

and social conditions of disadvantaged groups of people, such as black workers in the U.S. 

(Piore (1970), and later extended to studies on female employees (Fine, 1990), This thesis 

analyzed segmentation not only with respect to disadvantaged groups of local people based on 

racial segments of workers (Malays and non-Malays) but also between local and foreign 

workers as well as between different foreign nationalities. Foreign workers are not necessarily 

a disadvantaged group because in the case of Brunei and the selected NIC, ASEAN and the 

Gulf countries, they are actually preferred by employers and they fill both higher and lower 

levels occupations. Thus, through examination of local versus foreign workers, the thesis 

enriches the empirical examples on the study of labour segmentation.

More importantly, the thesis contributes to the theoretical development of labour market 

segmentation by developing an inter-relationship framework model based on the interplay of 

government, employers and workers in analyzing the processes of segmentation. The model is 

used to answer the question of how segmentations are created, thus demonstrating not only 

the existence of segments of different groups of workers by occupational structure but also 

illustrating the processes involved.

With respect to the methodological approach to the analysis of segmentation, the modem 

origin of labour market segmentation (Doeringer and Piore, 1971) emphasized only the 

demand side and neglected the supply factors; literatures that followed such as the Cambridge 

school (Fine, 1990) advanced a step further by including the interactions of supply and
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demand, rather than demand alone. This thesis, however, has not only emphasized the 

interactions of factors of labour demand and supply, but also put greater emphasis on the role 

of the government in shaping the occupational structure of different groups of workers in the 

economic sectors examined.

The significance of the thesis is enhanced by the use of a combinations of statistical and 

interview techniques which are instrumental to the study of segmentation because they 

demonstrate clearly the importance of institutional actors as against purely demand and supply 

of labour. The thesis also shows the various mechanisms used by the government in 

controlling the volume of foreign workers entering the country and how it monitors the types 

of labour and devises employment policies so that the locals are not jeopardized by the 

presence of foreign workers. These actions are instrumental in allowing the development 

processes to proceed using foreign labour. At the same time, the demand and supply aspects 

of development processes in the Brunei context (continuous shortage supply of local labour 

against the increasing demand for foreign labour) has proved the permanence of foreign 

labour during the development process.

The originality of the thesis lies in its integral approach. It analyses the processes of 

segmentation of workers within the context of development processes more generally. It 

shows that demand and supply of labour is important for development per se but equally vital 

too is the government control of the flow of foreign labour which occurs not only for the sake 

of economic development, but also to safeguard other national interests: social, cultural and 

political.

This chapter summarizes the roles of the labour market actors, the changing employment 

structure, the industrial sectors examined and the link between development, labour migration 

and segmentation in Brunei. The relevance of its conclusions with respect to manpower and 

future development possibilities form the final element in the thesis.
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9.2 The roles of labour market actors

9.2.1 Government

Segmentation between citizen Malays and non-Malays in the public sector and in BSPC is 

mainly caused by the government’s differential education, employment and promotion 

policies. Further, segmentation between local and foreign workers and among the different 

foreign nationalities working in Brunei is also created and maintained by its employment 

policies in the public sector and its labour rules and regulations. The underlying force in the 

segmentation of Brunei’s employment structure is the generous government employment 

policy and practice in public sector employment, in terms of monetary and non-monetary, and 

more importantly, job security. The relatively handsome employment benefits, terms and 

conditions in the government sector (as compared to the private sector in general), naturally 

become a strong pull factor for potential Bruneian employees to secure employment in the 

public sector and for existing civil servants to keep their jobs. Consequently private 

employers who are more constrained by market forces find difficulties in employing 

Bruneians, particularly in construction. In addition, absence of any restriction on the 

proportion of foreign labour allowed to be employed by private companies means that 

employers are at liberty to go with their preferences in terms of who they like to hire. In 

Brunei’s economy as a whole and in the two sectors examined, employers generally prefer 

foreign labour.

As long as the generous remuneration package in the public sector remains and no restrictions 

are placed on the required minimum proportion of local workers employed in a firm, the 

existing segmented employment structure in the two sectors examined will remain endemic. 

If the government is serious in its attempts to increase participation by locals in the private 

sector, a more positive approach is for the government both to increase the contribution of 

private employers to the EPF and for it to make a contribution to the fund itself, creating a 

powerful pull factor enticing locals into employment in the private sector.
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9.2.2 Private sector employers

Employers contribute to creating and sustaining segmentation in several ways. These are 

employment policies (including the internationally based ones of MNCs’), labour 

requirements, preference for foreign workers, easy procedures for recruitment of foreign 

workers, polarised demand for skills, availability of cheap labour overseas and low wage costs 

of foreigners. These factors and mechanisms work for the Brunei economy as a whole 

(Chapter 4) and, with slight variations, for BSPC and the construction, wholesale and retail 

sectors. Examples of the variations are the recruitment procedure and strategies in BSPC and 

the specific skill requirements of the construction and wholesale and retail sectors.

Perhaps the most fundamental way in which employers create segmentation is by their 

preference for foreign workers. This is engendered by several factors related to the traits of 

local and foreign workers. The locals, for example, lack flexibility in their work ethic, and 

employers cannot always count upon them when required to work beyond normal working 

hours. They are, however, not as unstable in their employment as claimed by some employers; 

their turnover, for example, does not differ considerably from that of foreign labour. 

Nevertheless, according to employers foreign workers are more dutiful and hence more 

reliable.

Another important difference between local and foreign workers which has led employers to 

prefer the latter is the differential skill qualities of the two. Generally, Bruneians are mainly 

unskilled and lacking in work experience, often in contrast to foreign workers. Skilled and 

experienced foreigners are easier to recruit because of the availability of a larger pool of 

foreign workers who can readily deliver their skills when employed. This is one of the reasons 

why employers are reluctant to train the locals. Their preferential attitude towards foreign 

workers means that employers have not taken seriously the obligation expected from them by 

the government to play an active role in promoting Bruneianisation of employment in the 

private sector (emphasized in the last two NDPs), such as by providing training for the locals.
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The overall consequence of such negligence is the sustenance of segmentation of employment 

structure and continued reliance on foreign labour. What the government needs to do is to be 

more assertive in enforcing employers to provide training to local employees. This can act as 

an incentive for locals to work in the private sector, improve the quality of their skills and 

enrich their work experience, thereby making them as competitive and marketable as the 

foreign workers.

9.2.3 Local and foreign workers

The characteristics of both local and foreign workers also play a role in contributing to the 

segmented employment structure. As far as local workers are concerned, segmentation 

processes stem from their lack of tertiary education, work experience and training (hence 

unpolarised nature of their skills), absence of employer-worker (local) contract (in the private 

sector), differential privileges given to citizen Malays and non-Malays and their continued 

positive attitudes towards public sector employment and generally negative ones towards 

occupations in the private sector.

The negative attitudes are understandable given the better pay, terms and conditions of 

employment and job security in the government sector. The preference of Bruneians for white- 

collar occupations and their rejection of blue-collar manual jobs explains their low 

participation in private sector economic activities, particularly in construction. In the 

wholesale and retail sector, their participation was relatively high because the nature of tasks 

in the sector was not as laborious as the in construction sector. In both sectors, they were 

actually mainly engaged in middle-level white collar office tasks (such as clerical and related), 

thus confirming their dislike for blue-collar jobs. With such attitudes and their lower skill 

levels, it is not surprising that employers, with profit making as their ultimate goal, prefer 

foreign workers who are more productive and can easily be controlled. This is especially the 

case for unskilled workers.
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Not only are foreign workers abundantly available but they can also be easily recruited once 

an approval is obtained from the Department of Labour. Further, they are relatively cheap 

both to recruit and employ. Though their job tenure may not be significantly long in all cases, 

many stay for several contracts, thus giving employers a stable workforce. More importantly, 

employers say that foreign workers are generally more willing to consent to employers’ 

requests for overtime work both weekdays and weekends. All these characteristics appeal to 

employers and sustain their continued preference for them.

The overall effect of the interplay between the roles of the three labour market actors is a 

segmented employment structure which is endemic in Brunei’s economy as a whole and 

especially in the private sectors where a clear segmentation by occupations and staff 

hierarchies is manifest. Indeed, it is through factors and mechanisms (illustrated in the model, 

discussed and analyzed in the relevant chapters) acted upon by the labour market actors in 

their administrative, managerial and industrial operations, as well as policies implementation 

that have brought such outcome. The government for example, in its development (including 

economic diversification) and Bruneianisation pursuits, particularly in the private sector, 

imposes, i) biased employment policies (which favour certain groups over others) and ii) 

implements certain labour and immigration rules and regulations which make recruitment of 

foreign workers easy and thus encourage increased inflow of foreign workers. These actions 

reinforce the seemingly permanent segmentation in the country’s employment structure and 

the sectors examined. Employers, with their own agendas, also use certain mechanisms and 

impose employment policies which result in a continuously heavy reliance on low cost and 

reliable foreign workers to do skilled and unskilled jobs. The government has little choice but 

to condone such heavy reliance because the local labour demand cannot be adequately fulfilled 

by the local labour supply. Indeed, the local workers have not been able to meet the job 

requirements of employers. The situation is further exacerbated by the negative attitudes of 

local workers towards employment in the private sector, especially blue collar jobs. Such
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attitudes and the mismatch between local labour demand and supply contribute to strengthen 

the segmented employment structure of Brunei as a whole and the sectors examined.

9.3 Segmentation in BSPC, the construction, and wholesale and retail sectors

Segmentation processes in these sectors are similar to those of the Brunei economy as a 

whole. Between BSPC and the other two sectors, the few differences are related to the status 

of ownership, company size, the types of skills required and training facilities provided.

9.3.1 Brunei Shell Petroleum Companies

In BSPC, segmentation processes are fundamentally created by the corporate status of the 

company, in which recruitment strategies and procedures are controlled not by the host 

government alone but together with its foreign partner. Therefore, the segmented 

employment structure in BSPC reflects the company’s associations with Royal Dutch/Shell 

group companies, in that there is a reciprocal arrangement of manpower secondment and/or 

training of Shell employees. Thus, while the government as a shareholder has its own agenda 

in placing whom it desires in key positions and lower posts in the company, its foreign partner 

also has a different agenda in terms of locating and relocating its young and senior personnel 

under its human resource development programmes. The implementation of different agendas 

by both sides inevitably created segmentation processes resulting in not only the employment 

structure in the company becoming segmented between different foreign nationalities and 

among the local Malays and non-Malays but in making such a structure robust between local 

and foreign workers. For the government, Brunei Malay citizens are the preferred race over 

other non-Malay citizens, while for the foreign partner, the Europeans (specifically British and 

Dutch) are the priority personnel over other foreign nationals.
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Shell group companies send their young managers worldwide for training which is part of 

their career development package; the need to acquire experience by working in different 

cultures is important to them because eventually they will be put in charge of managerial 

positions either in the parent company or its subsidiaries. Hence they normally occupy 

managerial positions in the different host companies they are sent to; BSPC, being a partner 

with Shell, has to accommodate them.

As for the Bruneians in BSPC, few are highly skilled and experienced enough to merit senior 

positions. The majority are qualified to do medium level technical and non-technical, office 

and non-office tasks. As a result, a large proportion of the Bruneian staffs in BSPC are in the 

lowest staff category (TAS), a lesser proportion in the senior supervisory level (SSS), and 

fewer still in senior staff level (SS). Thus, segmentation of the workforce manifests itself in 

terms of occupation, which entails differentiation in staff hierarchy and salary levels, between 

local and foreign workers and between citizen Malays and non-Malays.

Segmentation processes among the locals are mainly consequent upon the implementation of 

the company’s staffing and promotion policies, which prioritize the Malays in employment, 

promotions and types of training. The majority of citizen staffs also have a relatively low level 

of education and hence mainly occupy the lowest staff level in the company. Citizen staffs in 

SSS and SS levels also have relatively little tertiary education and work experience compared 

to their foreign counterparts. The latter are highly skilled personnel who have been working 

in Shell group companies worldwide and hence have richer work experience.

Overall therefore, segmentation in the company is likely to remain robust as long as the join- 

ownership prevails because both are likely to have different agendas (the government’s and its 

foreign partner’s). In addition, as shortages of locals employees persist (particularly in terms 

of the skills required), dependence on foreign nationals for certain skills will also continue.
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9.3.2 The construction, and wholesale and retail sectors

In these sectors, segmentation of the workforce is principally by types of occupation; the 

locals eschew low level manual occupations which are then filled by foreign labour. The 

antipathy of the locals to low levels manual jobs is so great that in the construction sector they 

self-exclude themselves so that most occupational levels are almost exclusively manned by 

foreigners. In the wholesale and retail sector, however, there are signs that the participation 

of locals is beginning to increase, but again only in selective (mainly middle-level) 

occupations, leaving the rest to be filled by foreign workers. The segmented pattern of 

employment in these sectors hardly changed within the period examined, indicating the 

ingrained employment characteristics in Brunei’s private sector establishments. A similar 

pattern of employment was also found in Brunei’s economy as a whole, through analyses of 

secondary data from the inter-censal period.

9.4 Forms of segmentation in BSPC, the construction, wholesale and retail sectors

Generally, the occupational and sectoral segmentation created is not necessarily dual in nature 

as postulated by Piore, though in the Brunei context evidence of such division was clearly 

manifested in the employment characteristics of the country as a whole (Chapter 4), in BSPC 

and the two sectors. However, multiple segmentation also appears in BSPC in that foreign 

workers are differentiated from the locals, yet the locals within the same organization are 

divided by races in terms of preference for promotion, in favour of citizen Malays. Moreover, 

segmentation by types of occupation between different nationalities of foreign labour in BSPC 

and in the two sectors was also apparent. In BSPC (Chapter 6) foreign personnel from Royal 

Dutch/ Shell group companies have a better overall employment package (for example, career 

advancement, pensionable basis, generous benefits), as opposed to those coming from non- 

Shell group companies, who (personnel from non- Shell group companies) in BSPC are 

employed mainly on short-term contracts. In construction, and wholesale and retail, workers
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of ASEAN countries are preferred to those from non-ASEAN countries; among ASEAN 

nationalities, segmentation occur by types of skills (Chapter 7).

The segmented patterns of employment in Brunei also stem from the economic development 

programmes and strategies adopted by the government. The industrialisation programmes and 

strategies which led to increased labour migration and segmentation of employment in Brunei 

are generally similar to those adopted by ASEAN, the NICs and the Arab Gulf States.

9.5 Development, labour migration and segmentation in Brunei, selected ASEAN and 
the Arab Gulf countries

Brunei bears a close resemblance to other labour short countries as far a development 

strategies and reliance on foreign labour are concerned. The relationship between 

development and labour migration is causal, in that the development processes of the labour- 

short ASEAN countries and NICs required immigration of foreign workers to fill vacancies. 

Their dependence on foreign workers was prompted by their economic growth, particularly 

under export-orientation industrialization programmes. The expansion of their industrial 

activities, boosted by MNC investments, led to increases in manpower demand, which 

necessitated utilization of increasing number of foreign workers of different skills to counter 

local labour shortages in different sectors of their economies.

The economic success of the selected ASEAN and NICs examined was partly accounted for 

by the effective development strategies they adopted (import-substitution and export- 

orientation growth) which were specifically tailored to overcome their stagnating economies, 

rising unemployment, limited foreign exchange and poverty. With these strategies, they 

restructured their economies from traditional to modem sectors, chiefly labour-intensive 

manufacturing activities which became the engine of economic growth. In Bmnei, economic 

diversification, which is mainly to provide an alternative economic base to oil and gas, has also
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involved the promotion of manufacturing activities, using similar strategies as those of its 

ASEAN counterparts.

The Arab Gulf countries have used similar development strategies to those of the NICs and 

ASEAN countries. In the process of their development through industrialization, they too 

faced bottleneck in their labour market even at the beginning of their industrialization. 

Inevitably the labour shortage situation that the Gulf countries faced led them to depend very 

heavily on foreign labour across the skill spectrum, both in the public and private sectors. The 

labour shortages they faced were even more acute in terms of quantity and skill qualities than 

those experienced by Brunei, the NICs and ASEAN. Thus while all these countries depend on 

foreign labour, the outcome in terms of success in restructuring their economies are not 

similar.

Indeed, the implementation of import-substitution and export orientation development 

strategies by Brunei and the Gulf countries have not yielded similar progress in 

industrialization and economic growth, as achieved by the selected NICs and other ASEAN 

countries examined. Thus, Brunei’s economy, like that of the Gulf countries remains 

dominated by the petroleum industry despite the deployment of similar development strategies 

to those of Singapore, and to a lesser extent Thailand and Malaysia, which rendered them an 

impressive economic growth.

Notwithstanding the disparities in their industrialisation success in all the countries examined 

the consequence of employing foreign workers to supplement domestic labour shortages has 

been the emergence of segmentation of their employment structures between local and foreign 

workers and between different foreign groups. Brunei, also a labour-short country depending 

heavily on foreign labour, has experienced a similar outcome. Its dilemma in the development 

process parallels that of the Arab Gulf countries. Their manpower shortages, in numbers and
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skills, their segmented employment characteristics in occupations and economic sectors, the 

preference of the locals for white collar occupations in the government sector, are all 

characteristics to be found in the Brunei labour market. They have also adopted import- 

substitution and export-led growth, though without impressive success so that like Brunei 

their economies remain dominated by the hydrocarbon industry. Yet, in terms of phases of 

industrialization and types of light and heavy industries that they have established, they appear 

to be ahead of what Brunei has accomplished. This raises the question what forces prevent 

such a rate and scale of development in Brunei?

Similar to the Arab Gulf, one of the underlying forces identified to contribute to Brunei’s slow 

progress in providing an alternative economic base to its finite natural resources is its limited 

manpower and skills. As a result, it fails to attract foreign investors because it does not have 

the sort of comparative advantage that MNCs are interested in. As such, it is inappropriate for 

it to embark on promotion of labour-intensive non-oil manufacturing activities, unless it wants 

to recruit large numbers of foreign workers. This was what the other ASEAN countries and 

NICs, as well as the Gulf countries did when implementing their export-led growth in the 

1970s because the local population was no longer adequate to satisfy the increasing job 

demands.

Generally, the labour market development and the structural and sectoral segmented 

employment characteristics in Brunei are similar to those of the other labour-short countries 

examined. The development processes of these countries and of Brunei have been partly 

fueled by the availability of highly professional, skilled and unskilled foreign labour, the 

employment of whom creates segmentation of the workforce mainly between the local and 

foreign workforce. For the Gulf countries, they also generally end up having the proportion of 

non-nationals in their total workforce much higher than their own nationals. For the NICs and 

other ASEAN countries examined, the consequence has been a huge increase in the number
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of illegal workers who are attracted by the availability of jobs (in urban and rural areas) 

created by the export-oriented industrialization programmes. Employers, with their profit 

maximization goals, welcome such supply of workers, especially when they have difficulties in

employing locals because, as in Brunei, the latter also prefer to occupy better paid jobs either 

in urban areas in their country or migrated overseas for the same reason. All these processes 

contribute to creating and maintaining segmentation of the employment structure. For Brunei, 

as the local workforce is unable to meet job requirements qualitatively and quantitatively, the 

inevitable consequence is to import already skilled and unskilled workers (hence segmentation 

of workers) from a large pool of labour overseas in order to enable the government to pursue 

its economic diversification and development of the country.

9.6 Brunei’s diversification pursuit and future development possibilities

The pursuit of economic diversification by promoting the non-oil sector, the limited local 

workforce and the small size of the local population whose level of education is generally 

improving, seem likely to stimulate further increases in the numbers of foreign workers, 

particularly for blue collar jobs. This situation therefore, presents a conflict between 

economic diversification, Bruneisation of the workforce, and the objective of limiting the 

maximum foreign workforce to one-third of the total workforce. According to the 1991 

census, the total workforce of Brunei as a whole comprises 40%^ of foreign labour, already 

the highest among countries in the East and Southeast Asian region. Yet industrialization 

success is nowhere near that achieved by its ASEAN counterparts. However, because of the

^Report on the Labour Force Survey, 1995 (the latest figure available), gives a figure of 35 %. The Survey 
however, states that the this figure is an underestimation of the real size of foreign workforce in Brunei, 
because of the use of a different target population in this survey, as compared to the Population Census 1991 
(EPU., Statistics Division, Report on the Labour Force Survey 1995: 18).
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finiteness of its hydrocarbon resources and because Brunei has long rejected the option of 

becoming a rentier nation, it needs to develop an alternative economic base. This means 

venturing into other economic sectors, in addition to manufacturing. This is because currently 

Brunei is neither conducive for labour-intensive nor capital-intensive methods of production, 

given the limited local labour pool and competition fi-om the long established manufactured 

products of its other ASEAN counterparts and other countries in the Asian region.

The current economic crisis (late 1990s) has affected Brunei only marginally. However, there 

are sectors of the economy in Brunei where business activities have slowed down quite 

markedly, while others closed altogether, such as some retail shops, restaurants and small 

construction companies. For examples, in the retailing business, car sales are down by 50 per 

cent, and other retailing activities by 20 per cent .̂ While businesses such as retail shops and 

restaurants have closed due to the economic slow down , the problems for construction 

companies are mainly due to reduced government expenditure on physical infrastructure 

development programmes such as building of schools, housing and roads.

As a result of slowing down of retailing and construction activities, many foreign workers 

have been repatriated although so far no figures have been made available as to the number of 

foreign workers repatriated. However, the model adopted in this study which shows the 

segmented patterns of employment between the different groups of workers is likely to 

prevail. Indeed, generally, there are no signs so far that the recent slowing down of retailing 

and construction activities has changed drastically the segmented employment patterns in 

Brunei. This is because in Brunei the economic crisis mainly affects workers in the private 

sector, while those in the government sector remain in their existing jobs and still get full pay. 

Those who have been laid off are mainly foreign workers and they are not replaced by local

^Ministry of Communications (1998), A “Diamond” for Brunei Darussalam: A framework in the Management 
of Dynamic Imperfections”, Working Paper.
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workers, hence the patterns of employment remain the same, with the locals mainly in 

government sector while the majority of foreign workers who are still required by their 

employers remain in their jobs. It seems that what has changed so far in the sectors affected by 

the crisis is the size of their workforce. In other words, the current economic crisis has mainly 

led to lower demand for workers in retail and construction activities, leading to repatriation of 

some of them. Generally, repatriation of foreign workers is not surprising because utilization 

of them usually rhythms with the economic climate of host countries: they are brought in 

during periods of economic boom and repatriated during recession. The NICs and other 

ASEAN countries examined have used such measures in the past and during this current 

economic turmoil.

In order to survive the current economic crisis, the Brunei government is now in the process 

of reviewing its economic policies, including that of diversification, with the overall goal to 

create economic efficiency, sustainability and growth. This entails a reappraisal and 

reformulation of its development approach. Until now, the industrial development approach 

emphasized attraction of new activities by packaging incentives in terms of concessions and 

supports. The government now realizes that it may be necessary to complement such an 

approach by considering structural adjustments in order to promote industrial, hence 

economic development. The structural adjustment approach will address the issues of 

competition, ownership, market and trading policy and regulation in a macro framework 

which includes policy packages to promote efficiency, equitability and growth. The few policy 

options that the government has been considering are to be more open, more transparent and 

go for partnership and alliances with the private sector, international players and the society 

itself, through increased commercialization and privatization. Among others, such policies 

will need easing, deregulating and liberalizing the sources and utilization of the factors of 

production^.

^Ministry of Communications (1998), Ibid.
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Brunei should continue with industrialization for import-substitution and export-led growth, 

not only in light manufacturing activities, but also in production of value-added goods and 

establishment of heavy industry too. All these would mean employing more (than the present) 

of the readily available foreign labour, as the Arab Gulf countries have been actively doing. 

But like the Arab Gulf States, particularly Kuwait, this would entail a long-term presence of 

foreign labour which will be continuously needed to produce and maintain services, not to 

mention the social, economical, cultural, religious and political costs to the host country.

Nevertheless, in view of the costs and benefits of labour migration, the government of Brunei 

should somehow seek to control the inflows of foreign labour through its work permit system 

and other labour rules and regulations, so that only foreign nationals with specific skill 

qualities and for certain economic sectors required by employers are allowed in. Employers 

also have to be monitored by the government as to the magnitude of the skilled and unskilled 

labour brought in. Such measures can reduce utilization not only of legal foreign labour at the 

expense of local workers, but also the illegal, and hence prevent redundancy of local labour. 

What the government also has to take into account is the selective attitudes of local workers 

towards the types of jobs that they are willing to take. Inevitably, as the levels of education 

of the local population improve and they aspire to higher level occupations, better working 

terms and conditions, as well as job security, dependence on foreign labour at lower levels will 

continue to be inevitable. These are all part of development processes and modernization of 

any country and society.

The long-term means to reduce reliance on foreign labour is for the government to continue 

implementing its human resource development for locals. In doing this, it is also essential to 

identify the different structure of demand (types of skill/occupation) required by the various 

non-oil economic sectors. Accordingly, through human resource planning, the locals can be 

trained in the types of skills (for examples in highly professional and technically-oriented



333

fields) required by employers of the different sectors of the economy to reduce the current 

disparities in labour demand and supply. In this way, Brunei can continue with its current 

development objectives to provide import-substitution consumer products in order to ensure 

security of supply in periods of political tension regionally or internationally. On the other 

hand, in view of the local manpower problem, its comparative advantage and the need to limit 

the presence of a large number of foreign workers in the country, Brunei may be better off 

pursuing development in other industrial sectors, such as services.

9.6.1 New economic niches for Brunei

Brunei has realized that the success of its industrialization programmes has been very limited. 

Acknowledging that, it has recently been trying to identify other economic development 

possibilities in order to continue developing the non-oil sector. Hastened by the current 

economic crisis in the region, it is now actively examining economic niches that can be 

developed partly to bring Brunei out of the crisis and, more importantly, to continue with its 

diversification programmes and sustain economic growth. Indeed, along the current 

development model (that is the import-substitution and export orientation which focus on the 

manufacturing activities), there is an urgent need to change such focus to new non-oil sectors 

(i.e. other than manufacturing), and accordingly to examine related variables in demand for 

and supply of labour for rapid promotions new sectors.

Among the new economic niches that the government is attempting to pursue seriously is the 

service sector, especially the commercial, business and financial activities. Being in a strategic 

location geographically, Brunei is considering turning itself into the service hub for trade and 

tourism (ShuTT programmes) by the year 2003. Further, Brunei has also contemplated
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developing business activities (under BIMP-EAGA programmes)'* because they seem to offer 

potential for success. But again this depends on other factors that need do be developed 

simultaneously, such as an appropriate physical, economical and political environment, as well 

as an able local workforce to provide the necessary manpower for such activities to flourish.

In promoting new service sector programmes (such as BIMP-EAGA and ShuTT^), the 

government intends to ease the constraints and restraints in mobilizing factors of production. 

With respect to labour, the government is considering easing the constraints on availability of 

foreign labour. This implies further reliance on foreign workers and continuance of a 

segmented employment structure. As for capital, the government aims to attract MNCs to 

mobilize their capital into the country. By investing in Brunei, the government expects MNCs 

to provide a link with the international business community. The government also hopes 

MNCs will introduce new management, technology, technical skills, permit local participation 

in ownership interests in the company and progressively localize management and operational 

staff. Thus, it seems that dependence on foreign labour will continue and the current 

segmented pattern of employment is unlikely to change dramatically in view of the likely 

implementation of the new emphasis of development which requires increased participation of 

MNC and foreign labour.

Another sector worth considering is the pursuit of knowledge-based industry, including 

technically based training provisions. This, of course, would entail a vigorous upgrading of 

human resource development programmes and increased establishment of higher educational

""BIMP-EAGA is a growth triangle development programmes between Brunei, Batam (Indonesia), Sabah and 
Sarawak (Malaysia) and Davao (Philippines). SHuTT is Brunei’s promotion of the country to become a 
service hub for trade and tourism in the Southeast Region.
^BIMP-EAGA is a growth triangle development programmes between Brunei, Batam (Indonesia), Sabah and 
Sarawak (Malaysia) and Davao (Philippines). SHuTT is Brunei’s promotion of the country to become a 
service hub for trade and tourism in the Southeast Region.
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institutions, as well as the recruitment of highly qualified foreign academics in different 

disciplines, while simultaneously training and retraining the locals to enhance and upgrade 

their academic skills. These facilities are not to cater for the local population per se, but 

candidates from overseas. For example, BSPC has the training facilities for petroleum-related 

occupations. Currently, BSPC is a member of the Southeast Asia regional training group 

within Shell and shares the hosting of training of member group employees, including those 

from Malaysia, the Philippines and Thailand. In line with the proposal to establish knowledge- 

based industry, the challenge for Brunei planners is to explore an appropriate manpower 

strategy to satisfy labour demand by such industry and others that are planned to be 

developed.

As far as local workers are concerned, the expected change in the pattern of their employment 

is that more will join the private sector as more jobs are expected to be generated by the new 

development venture in the service sector, which the government is actively promoting. At 

the same time, jobs in the government sector are becoming saturated. The preference of the 

locals for white-collar employment will take time to erode because of the many benefits in the 

government sector’s employment vis-à-vis the private sector. Nonetheless, the government 

should also initiate some policy changes which include measures to change the attitude and 

perceptions of the locals towards private sector employment. Thus, the plans to launch 

campaigns to convince and prepare Bruneian youths on choices of career for a more 

competitive and challenging life, including more self-employment^, are indicative of a move in 

the desired direction as far as improving the quality of local skills are concerned.

As for foreign workers, even with the new development programmes that the government is 

exploring, it seems that the demand for them is unlikely to abate significantly because the new 

focus of development, which includes expansion of the service sector will only complement

EPU., Seventh NDP, 1996-2000: 160-161.



336

the existing development programmes that seek to promote the manufacturing sector under 

the diversification strategy. The segmented pattern of employment in Brunei is unlikely to 

change dramatically because this thesis has demonstrated that segmentation is endemic in 

Brunei.

Whatever development options that Brunei pursues will require increased reliance on foreign 

labour. The best the country can do is to select sectors that are not labour-intensive in order 

to avoid large scale recruitment of foreign nationals. Indeed, in view of Brunei’s caution 

regarding the presence of a vast number of foreign labour in the country, and the government 

development goal to promote the non-oil industrial sector, the urgent manpower development 

in the country should be in the direction of higher level education and technically oriented 

capital-intensive method of production. The government is, in fact, planning to draw a plan of 

action to check the rapid rate of inflow of foreign workers to ascertain that their numerical 

presence in Brunei is at acceptable and tolerable level. But because there is always the 

demand for foreign workers (especially the unskilled) from the various sectors of the 

economy, restriction on them will not be applied across the board. As stated in the current 

NDP, the government will continue to emphasize that certain types of occupation, especially 

the professional, managerial, semi-professional and technician should eventually be filled by 

locals .̂ This indicates that segmentation of workers by types of occupation will be sustained 

and that the government will always be one of the influential labour market actors. The same 

can be said about the other two actors. Indeed the tendency is that employers will always 

have preferences in the choices of labour, based on optimum costs and skills, in their search 

for profit maximization. Local workers, who aspire to better living standards as their levels of 

education improve, will go for higher level occupations and reject manual jobs. Thus, the 

segmented employment structure in Brunei will remain for the foreseeable future.

’ EPU., Seventh NDP, 1996-2000: 160-161.
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Bearing in mind that foreign labour is indispensable for the continued maintenance of 

production and services, let alone the new economic niches to be developed, there is a need 

for further research on labour market development in the Southeast Asian region from where 

Brunei derives the majority of its foreign labour source currently and is likely to for many 

years to come. Such research should focus on identifying trends in future labour market 

development in the wider region. This will indicate what pressures may affect the availability 

of foreign labour supply for Brunei from overseas sources.

However, more important and urgent is research on the identification of the specific new 

economic niches (such as different types of service sector) which have greater potential for a 

more successful economic diversification. Such a study will enable Brunei planners to devise 

more appropriate manpower planning and management of the local human resources to suit 

the country’s socio-economic goals. In short, the overriding aim in the development of local 

human resources should be to make the limited local manpower more marketable in the 

Brunei labour market and thereby to increase Bruneianisation of the workforce and to attempt 

to reduce reliance on foreign labour. Higher level occupations that the government prefers to 

be filled by locals, and which currently are preferred by locals but are still largely occupied by 

foreigners, are ones where more locals need to be trained and exposed to in order to gain 

experience. Equally important is the need to identify other new occupations (such as in the 

service sector) that are likely to be generated by the new economic niches that are to be 

promoted.

To meet such a goal, more focussed research to identify the future structure of labour demand 

(job types and hierarchies) in Brunei is needed. The aim is to reduce mismatches between job 

requirements and the skills available (which have always been a problem) so as to allow the 

rapid promotion of the new economic niches in non-oil sector industries. With the publications
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of the next census report (2001/2002) and the Eighth National Development Plan (2001- 

2004), more up-to-date information on the characteristics of the local labour supply, the 

country’s employment and segmentation situation, and the degree of dependence on foreign 

labour will be available. Such information, together with that on the new economic niches to 

be developed (which hopefully will be clearly spelled out in the mentioned NDP), will provide 

better indication on the local labour demand and supply, hence the existence of labour 

mismatches. All these will be instrumental in stimulating further research in areas of human 

resource development to provide a comprehensive profile of the labour market of Brunei 

Darussalam.

Until new data are available, the findings of this thesis which highlight the endemic 

segmentation of the employment structure in the country will provide research and planning 

premises for human resource development in Brunei. So far the attempt to reduce the 

segmented employment structure through Bruneianisation pohcies has not been successful, 

and there has not been any alternative research to come up with better ways to achieve greater 

localization of employment, particularly in the private sector. In fact, the government has 

acknowledged the selective attitudes of locals in choices of types of occupation, hence the 

plans by the government to create jobs by developing new economic niches, such as in the 

service sector. Human resource development planners therefore should accommodate in their 

planning the current endemic segmented employment pattern in the country. This is because it 

is likely to persist as the levels of education and skills of the locals (generally) continue to be 

upgraded through government human resource development programmes. Consequently 

larger number of locals acquire higher levels education, their higher aspirations for affluent 

lifestyle will strengthen their negative attitudes towards low level manual jobs. Therefore the 

dependence on foreign labour will continue in order to maintaining services and provide 

labour for development of the new economic niches that Brunei plans to promote.
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Appendix 1: Demographic profile of ASEAN countries 
and Gulf States, 1981 and 1991

Countries Total Population 
1981 1991

Annual Rate of Increase 
1975-81 1985-91 1990-95

ASEAN

Brunei 0.24 0.27 6.8 3.5 2.9

Indonesia 150.5 187.8 1.7 2.2 1.5

Malaysia 14.4 18.3 3.2 2.6 2.8

Philippines 49.5 62.9 2.7 2.3 2.6

Singapore 2.4 2.7 1.3 1.3 1.3

Thailand 48.1 56.9 2.3 1.6 1.2

Gulf States

Bahrain 0.3 0.5 Na 3.3 3.0

Kuwait 1.5 2.1 6.4 3.4 -2.4

Oman 0.9 1.56 3.1 3.8 2.6

Qatar 0.3 0.38 6.3 4.0 2.3

UAE 0.8 1.63 7.0 3.1 4.2
Source: U. N. Demographic Yearbook, 1981, 1993 & 1997: 169-170, 108-109 and 

100- 101.

Appendix 2: Brunei citizens* by levels of education, 1971-91

Levels of education 1971 1981 1991

Primary 24766 (69.9) 30512 (61.6) 36620 (58.9

Lower Secondary 8219 (23.2) 11104 (22.4) 15132 (24.3)

Upper secondary 2057 (5.8) 5707 (11.5) 7546 (12.1)

Tertiary 372 (1.1) 2215 (4.5) 2884 (4.6)

Total 35414 (100.0) 49538 (100.0 62182 (100.0)

Source: Calculated from Brunei Censuses of Population, 1971, 1981 and 1991: 164-165, 
160-161 and 207-208. * Including Permanent Residents
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Appendix 3: Brunei citizens* by levels of education and sex

Levels of 
education

1971
Males Females

1981
Males Females Males

1991
Females

Primary 13705 12541 15867 14645 19101 17519
70.6 71.8 62.2 61.0 60.4 57.3

Lower 4181 4038 5492 5612 7686 7446
secondary 21.5 23.1 21.6 23.3 24.3 24.3

Upper 1326 731 2821 2886 3439 4107
secondary 6.8 4.2 11.1 12.0 10.9 13.4

Tertiary 213 159 1316 899 1376 1508
1.1 0.9 5.1 3.7 4.4 5.0

Total 19425 17469 25496 24042 31602 30580
100.0 100.0 100.0 100.0 100.0 100.0

Source; Calculated from Brunei Censuses of Population, 1971,1981 and 1991: 164-165,160-161 
and 207-208 * Including Permanent Residents.

Appendix 4; Working population by occupation and ethnicity, 1991

Occupational group Malays Other
Indigenous

Chinese Others

Legislators, administrators & managers 4.0 0.7 9.7 1.6

Professionals 7.0 1.1 6.8 8.3

Technicians & associate professionals 17.0 3.4 9.5 6.0

Clerical workers 16.9 3.3 11.7 1.9

Service workers, shop, market & related 
workers

13.1 13.3 16.7 7.5

Agricultural & fishery workers 1.3 2.2 1.4 0.7

Production craftsmen & related workers 7.4 24.1 30.0 18.5

Plant & machine operators & assemblers 7.2 15.4 7.0 5.3

Cleaners, labourers & related workers 18.6 36.2 6.2 39.0

Not classified 7.5 0.3 1.0 11.2

Total 100
57456

100
6736

100
19832

100
23022

Source: Calculated from EPU., Summary Tables of the Brunei Population Census, 1991, Brunei 
Darussalam: 251.
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Appendix 5: Foreign-born persons by country of birth and duration 
of residence, 1991

Country of Birth Total Duration of stay (years)*
< 3 4-6 7-9 10+

Malaysia 41900 27.3 14.3 11.0 47.4

Philippines 8147 64.2 22.3 7.7 5.8

Thailand 6873 89.4 8.1 1.4 1.1

Indonesia 3455 88.2 5.4 1.4 5.0

Singapore 1558 36.8 13.6 11.5 36.2

Indian Sub-Continent 4479 53.1 17.1 9.9 19.9

Nepal 3810 70.2 16.2 12.0 1.6

China & Hong Kong 1966 18.0 2.2 2.4 77.4

United Kingdom 2075 62.9 16.7 8.2 12.2

Other countries 1831 73.4 11.0 5.0 1.05

Total 76094 45.3 14.1 9.0 31.7

Source: EPU., (1993), Demographic Situations and Population Projections, 
1991-201P. 34.

Appendix 6: Working population by occupation and ethnicity, 1971 and 1981

Occupational Groups
Malay

1971
Other Chinese Others 
Indigen.

1981
Malay Other Chinese 

Indigen.
Others

Administrative & managerial 
workers

0.7 0.2 2.9 2.9 2.9 0.4 4.2 3.4

Professional, technical & 
Related workers

14.4 1.3 8.7 24.6 16.4 2.1 10.9 26.8

Clerical and related workers 10.3 2.0 10.6 7.7 14.2 2.2 12.3 3.7

Sales workers 4.1 0.5 16.2 8.6 3.4 1.1 12.8 6.5

Service workers 24.3 11.5 13.2 27.6 26.2 12.9 11.5 34.7

Agricultural & Animal 
husbandry, forestry and frsheiy 
workers

14.7 23.2 6.3 0.5 11.4 13.3 3.6 2.0

Production & related workers, 
transport operators & labourers

31.4 61.3 41.9 27.8 25.2 67.7 44.3 22.3

Workers not classified by 
occupation

0.1 0.1 0.2 0.3 0.3 0.3 0.4 0.6

Total (%) 
(numbers)

100
19755

100
4368

100
12144

100
3745

100
35358

100
7466

100
18348

100
6956

Source: Calculated from Brunei Censuses of Population, 1971 & 81: 214-219 and 205- 209.
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Appendix 7: Population ever attended school by level of education and

Education level Malays 
Number %

Other Indigenous 
Number %

Chinese 
Number %

Others 
number %

No schooling 14554 16.6 10636 29.1 2931 8.6 1709 6.7

Primary education 16530 18.9 3056 30.2 7168 25.9 6539 25.5

Secondary education 38869 44.4 3590 35.5 12682 45.8 6739 26.3

Pre-university 7942 9.0 344 3.4 2880 10.4 5013 19.6

Vocational 1231 1.4 15 0.2 164 0.6 337 1.3

Diploma 6010 6.9 125 1.2 1248 4.5 1650 6.4

Degree 2031 2.3 23 0.2 1077 3.9 3485 13.6

Not stated 459 0.5 24 0.2 99 0.3 153 0.6

Total 87626 100 10127 100 27709 100 25625 100

Source: Calculated from EPU., (1993), Summary Tables o f the Brunei Population Census, 1991, Brunei 
Daruissalam: 221-222.

Appendix 8: Sectoral distribution of working population by ethnicity

Industrial group
1971
Malay Other Chinese Others 

Indigen.

1981
Malay Other Chinese Others 

Indigen.

1991
Malay Other Chinese 

Indigen.
Others

Agriculture, hunting, 
forestry & fishing

15.1 22.0 6.7 0.6 6.0 7.8 3.4 1.3 2.3 2.7 1.7 1.4

Mining & quarrying 6.0 3.7 9.6 10.9 3.0 6.9 8.2 11.5 4.4 10.4 5.9 4.8

Manufacturing 2.1 5.3 8.1 3.0 1.9 5.4 7.9 3.6 1.3 5.0 7.1 6.4

Electricity, gas & water 3.7 1.7 1.9 1.3 4.5 1.0 1.1 0.9 3.5 1.3 1.1 0.3

Construction 10.4 52.5 22.2 27.9 10.2 47.0 25.3 13.1 3.7 25.3 19.5 26.3

Wholesale & retail 
trade, hotels & 
restaurants

5.0 2.0 22.3 10.7 5.5 5.2 22.6 12.6 6.8 15.1 36.2 11.2

Transport, storage and 
communication

7.1 1.1 5.1 1.5 8.1 3.7 6.1 4.0 5.9 5.2 4.9 2.9

Financing, insurance, 
real estate & business 
service*

1.6 0.2 2.3 1.1 1.8 1.2 5.0 5.2 4.1 5.4 9.9 5.0

Community, social & 
personal services

48.9 8.7 21.6 42.3 58.7 21.5 19.9 47.2 67.9 29.6 13.6 41.6

Activities inadequately 
defined

0.1 0.1 0.3 0.7 0.3 0.3 0.5 0.6 0.1 0.0 0.2 0.1

Total 100
19755

100
4368

100
1782

100
3745

100 100 100 100 
35358 7466 18348 6956

100
57156

100 100 100 
6736 19832 23022

Source: Calculated from Brunei Censuses of Population, 1971, 1981 and 1991: 226, *237 and 238; 212 and 
225; 287 and 309.
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Appendix 9a; Stages in the First Fieldwork Survey_______________________
First Fieldwork : October 1992 - February 1993 

October - first and second w eek, 1992:

• establishing contacts and fixing appointments with relevant governments 
departments (Department of labour; Economic Planning Unit, and private 
companies (Brunei Shell Companies).

• obtaining and selecting samples of companies for pilot study (5 construction 
companies).

• fixing interview time with employers, selected for pilot study.

October - third and fourth week:

• pilot study - interviewing five construction companies.

November - December (six weeks):

• copying manually labour survey document for 1989 -1991, in the Department 
of Labour.

December (third week):

Start of fieldwork at Brunei Shell Companies:
» collecting and reviewing printed materials;
• making contacts with relevant personnel in the Personnel and Organisation 

Services Department;
• selecting respondents for interview survey, and fixing interview appointments.

January - February, 1993 (5 weeks):

• interviewing various personnel of the Company;
» distributing questionnaires;
» collecting of questionnaires.

February : (first week):

► discussing matters related to second fieldwork (Department of Labour);
» end of fieldwork.
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Appendix 9b: Stages in the Second Fieldwork

Duration: December, 1993 - April 1994

December - (first two weeks):
Department of Labour
selecting companies to be included in interview survey; 
preliminary meetings with employers to be interviewed; 
making contacts and fixing appointments.

January - March (8 weeks):

interviewing employers and/or senior personnel in construction and wholesale and 
retail establishments.

March - April (6 weeks):

copying manually labour survey documents for 1991 and 1993 
end of fieldwork.
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Appendix 9c: Questionnaires

i) Nature of Questionnaires (for BSPC employees)

Section 1

Background information, such as the employing company, occupation, full-time/part
time, staff category, employment status, country of origin, year of start service with 
present employer, age-group and sex.

Section 2
Educational background, such as highest qualification, year of leaving 
school/college/university and age when leaving last educational institution.

Section 3
Recruitment, such as age of first employment in Brunei, initial intention of coming to 
Brunei, length of time to find first employment after leaving school/college/university for 
locals or after arrival in Brunei, for foreigners.

Section 4
Information on previous and present employment, such as knowledge about previous 
vacancy for which he applied (thus, present employment), method of application (normal 
channel/personal contact/friends already employed in the organization, network of 
friends, etc.), previous occupations in home country, previous occupations other than in 
home country and Brunei, other occupations in Brunei (i.e before present employer), 
reason from changing from one job to another within same organization/other in/outside 
Brunei, skills requirements (higher/lower, elaborate) for present tasks as compared to 
previous one within same organization/other in/outside Brunei, present job -  is within 
specialist area? Duration of stay in the present job, advantages or disadvantageous of 
doing job not in specialist area.

Sections
Training, such as provision of training (formal/informal), selection criteria, duration, 
types process, institution/s and country/ countries of training, effect of training on job 
performance, difference in career development schemes between Bruneians and non- 
Bruneians, consultation of career development by senior personnel, opportunities to 
choose and develop own interest (i. e. instead of the one planned by the company), 
consequence if disagree to accept career development scheme planned by company.

Secion 6
Promotion, such as criteria, eligibility (Bruneians only/all employees), limitation of 
promotion in terms of posts for Brunei citizens, permanent residents and foreign 
employees, questions on whether respondent ever promoted and/or transferred to different 
department, salary increase, better status, more responsibilities, further training for new 
tasks, need for training (self-initiation/company decision).
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Section 7
Aspiration, such as expectation from present employers, possible constraints to achieve 
own expectation, time-limit to achieve expectation, possible action taken if failed to 
achieve expectation within time-limit (e. g. look for jobs in other organization in Brunei 
/outside Brunei), examples of future level of occupations and tasks intend to apply when 
leaving present employer, finding job vacancies in private sector in Brunei 
(easy/difficult), contacts/informants for job vacancies on other organizations in/outside 
Brunei, other alternative sources of information.

Section 8 (for foreign employees only)
Opinion or knowledge about jobs that are less attractive to Bruneians, reasons, jobs that 
Bruneians are capable of doing but still done by foreigners, reasons, kinds of jobs that are 
still difficult to find suitably qualified Bruneians to perform satisfactorily.

With respect to distribution of questionnaires, the approach was to initially call the person 
concerned and to ask whether he/she agrees to answer questionnaires. If the person 
concerned agreed, only then the questionnaires be sent to him/her and a period of 7-10 
days was given for him/her to return the completed questionnaires. Respondents were 
contacted and reminded to return the completed questionnaires, if had not done so within 
the 10 days. Respondents chosen were of different residential status, nationalities and 
profession. The objective is to get varieties of response with respect to different 
background of employees. However , there were some limitations for example some of 
the questions were too sensitive to them, hence, some refused to respond to the 
questionnaires at all because their head of department advised them not to. Others, in 
particular, the permanent residents, choose to decline to respond because they were of the 
opinion that the research will not probably change the government policy of giving 
priority to Brunei citizens, in terms of training and promotion.

ii) Nature of Questionnaires (for the construction, wholesale and retail sectors) 

Section 1: Size and structure of organization
The content of this section is mainly for information like name of company, address, 
telephone or facsimile number and size of company (6-50, 51-99, 100 and above).

Section 2: Size and structure of Organization
Question in this section includes ownership, year of establishment, nature of activities, 
branch companies in/outside Brunei, their relation institutionally and functionally, 
structure of decision making, in particular to recruitment of workers and conditions of 
employment, changes that have taken place since establishment of company, in terms of 
labour usage and investments in new technology.
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Section 3: Changes in Labour Force and Organization
This section inquires about new jobs (skilled and unskilled) created since 1989, numbers 
filled by locals and foreigners, quality of workforce in terms of skills required for 
different occupations (to give examples of jobs in different levels of occupations), 
changes in the skills required since 5 years back, experience of specific skill shortages in 
different levels of occupations (give examples) since 1989, causes of shortages, 
contingency plans to overcome such shortages.

Role of Foreign Workers
The importance of foreign workers in performing certain tasks in different levels of 
occupations they are most significant.

Local Workers and Indigenisation Policy
Questions in his section enquire about specific jobs where government policy difficult to 
implement, respondents’ opinion on why might government localization policy difficult 
to implement, the experience of job per^rmance of Bruenians who replaced foreign 
workers, tasks that can be done by Bruneians are still dome by foreign workers ands 
reasons for such occurrences.

Section 4 : Recruitment
Qualifications, skills and experience specified for different jobs (with examples) 5 years 
back, changes in the levels of qualification, skill and experience required since 5 years 
back, explanation/reasons for changes, success in recruiting workers according to 
qualifications, skills and experience required for particular occupations/jobs (give 
examples) difficulty in recruiting suitable Brunei citizens in terms of qualifications, skills 
and experience for specific occupations/ jobs (give examples) now as compared to 5 years 
back, if improved, in what way, recruitment of people who do not fulfill specific 
requirement in terms of qualifications, skills and experience, rationales for recruiting such 
people, provision of training, process of vacancies filling (in-h house/external 
recruitment) to the point of considering intake of foreign workers.

Section 5: Training
Types of training in terms of formal scheme, company scheme or informal (on-the-job), 
process of training (formal/company/schemes or on-the-job), selection criteria for training 
(e.g. residential status, sexes, terms of contract, types of work permit, nature of tasks and 
sexes), location of training, within/outside Brunei, selection criteria for training 
within/outside Brunei with respect to Bruneian and foreign workers).

Section 6: Terms of Contract
Types of contract for employment of foreign workers (company or individual), details of 
contract, such as duration of each contract, circumstances for renewal, maximum number 
of contracts, wage determination, non-salary benefits (housing, transport, medical), 
constraints in the terms of contracts or work permit imposed by government for 
recruitment of foreign workers, details on work permit system, examples of occupations 
for which renewal of contracts are often required, difference in terms of contracts 
between local and foreign workers.
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Section 7: Future Expansion and Labour Demand
Possibilities of future expansion in terms of volume and types of activities and 
implication on labour needs in terms of volume and composition (foreigners/locals, sexes, 
ethnicity of Bruneians and nationalities of foreign workers), possibility of difficulties in 
meeting labour needs.

The questionnaires were used as a guide to conduct interviews with employers or senior 
personnel in the construction companies and wholesale and retail enterprises. The initial 
plan was to interview 30 employers or senior personnel from each sector, thus giving a 
total of 60. Great problems were not anticipated as the researcher was equipped with 
letters of introduction from University College London. Department of Labour (Brunei) 
and Universiti Brunei Darussalam, However, the anticipation was inappropriate.

Types of Data Collected

The main data and other information collected during the first and second fieldwork are 
as follows:

a) Interview types:
• 15 from employers/senior personnel in construction companies
• 15 from wholesale and retail
• one from senior officer in Department of Labour
• one Brunei Petroleum Unit (Government side)

b) Secondary Materials
• Brunei population census, 1991
• Census of employers/employees for construction industries and wholesale and retail 

sector, 1989-1993 (entry by names of employees)^
• Census of employers/employees 1989-1993 (entry by occupational grouping).

^These are carried out towards the end of each year. All registered companies must complete the forms 
(700,702 and 704) sent by the Department of Labour, Failure to do so is penahsed by payment of two 
thousand Brunei Dollars
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Appendix: 9d: Organisation of interview and questionnaire surveys 

Section 1:
The objective of this section is to record companies’ profiles in terms of activities, sizes and 
sale products. The collection of such information are important for two main reasons. One is 
that availability of such information may become handy if for example some companies 
need to be revisited for additional information. Second is, to distinguish the different 
company sizes (large, medium and small). This is important because their labour demand 
and supply problems (numbers, qualities, and specific preference; like local or foreign), as 
well as their policies on recruitment and employment are different.

Section 2:
a. To establish company ownership. This particular question is included to derive 
information regarding higher level personnel, particularly people running the company 
because part of the research is to find out the extent of localisation policy in different level of 
occupation in the private sector.
b. Knowledge of year of establishment of the company is used as a time fi’ame in studying 
changes of the company's workforce composition.
c. Questions on structure of companies are included to draw out information related to 
decision making, such as policy on recruitment, workforce size and composition, as well as 
educational and skill requirements. Intemational and locally-owned companies, for 
example, have different preferences in the nationalities of workers to be recruited. Thus, 
such information can answer part of the underlying research question on the segmented 
labour supply in the two sectors.
d. Information on whether some companies have become labour or capital intensive; this is 
important as it indicates the company's trend in labour demand and supply

Section 3:
a. To investigate new jobs created and the number of locals and foreigners occupying them.
b. To know skill requirement for different levels of occupation and changes during the 
period understudied (1989-1993).
c. To explore types and causes of specific skill shortages for different levels of occupation 
and how employers overcome such problems.
d. To identify tasks performed by foreign workers in the different occupational levels.
e. To enquire the extent of the success and difficulty in implementing the government 
localisation policy of different occupational levels.
f. To discover the ability of local workers to perform certain tasks, and why some jobs that 
could be performed by Bruneians are still done by foreigners.

Section 4
a. To find out companies requirements in terms of qualification, skills and experience of 
workers recruited within the last five years.
b. To investigate changes in the quality required and difficulty or otherwise in recruiting 
suitable workers for different levels of occupation, five years back and presently.
c. To explore whether training is provided for employees who fall short of job requirements.
d. To find out process involved in vacancies filling, by locals and foreigners.
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Section 5
a. To investigate provisions for training, in terms of types, process, selection and locations. 
This information is needed to estimate employers' commitment in helping to improve the 
skills and enrich the working experience of its workforce, in particular the Bruneians.
b. To establish whether there are biases in selecting employees to be trained.

Section 6
a. To find out types and terms of contract for both locals and foreign workers.
b. To explore systems and procedures of work permit application for foreign workers.

Section 7
a. To find out likely future developments for companies studied , in terms of volume and 
types of activities, and their implications for labour demand.
b. To establish the degree of awareness in companies about the implications for foreign 
labour of their practices with regard to increase/decrease volume and types of activities.
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Appendix 10a: QUESTIONNAIRES FOR STAFF OF BRUNEI SHELL 
PETROLEUM COMPANIES (For Brunei and Foreign workers)

SECTION 1: RESPONDENT’S PARTICULARS

Name of company
Industry_______
Occupation_____
Full-time/Part-Time 
Country of origin__

Age ( please tick ); 20-29 ( ); 30-39 ( ); 40-49 ( ); 50 + ( ).
Sex;___________

Residential status (please tick): citizen ( ), Permanent Resident ( ); Temporary Resident ( ).

SECTION 2: EDUCATION
(Questions / section marked * are for foreign workers only)

1. Formal schooling attended_____
2a. Highest educational qualification 
b. Professional qualification_____

3. Year when leaving school / college / university
4. Age when leaving school / college / university

SECTION 3: RECRUITMENT

5. Age when first employed (*in Brunei )
6. When did you come to Brunei?_____
7a. Did you come to Brunei specifically to look for a job? 
b. If not, what are your initial intention?____________

8. How long did it take you to fing first employment after leaving school?/ after arrival in 
this country?

a) < 3 months ( ); b) 3-6 months ( ); c) 7-12 months ( ); d) more than I year ( ), 
please specify .

SECTION 4: PREVIOUS AND PRESENT EMPLOYMENT

9a. How did you come to know about your present job was vacant and on offer?
9b. How did you apply for the job? (e.g. (application through normal channel; personal 

contact / friends already employed in the organisation/ network of friends, etc)?
10. Did you apply for your present jobs before / after coming to Brunei?
11. What were your occupations in your home country within the last 5 years before you 

went abroad?
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12a. Besides your home country and Brunei, have you ever worked elsewhere before?
b. If yes, list down names of countries, jobs and period within the last five years.

13a. Is this your first job (*in Brunei)?
b. If not, name the previous jobs and industries / companies / organisation (in Brunei)

14. What were the main reasons for you to change from one job to another within the 
same organisation or from one employer to another (in Brunei)?

15a. Are the tasks you have been doing in your employment demand higher / lower skills 
that those you had previously done within the same organisation / other, in or outside 
Brunei?

b. If higher / lower, please elaborate.
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C. Would you say that your present tasks is a) a demotion or b) an advancement, relative 
to your previous tasks within the same organisation / other, in/and outside Brunei)? 
(Please explain in what way it is a demotion / advancement?

SECTIONS: TRAINING

16a. What sort of training is on offer ?
b. Do all workers get the chance to go for training (formal / informal)?
c. What are the selection criteria for formal / informal training?

17a. Have you ever been sent for any form of training by your present employer?
b. If yes, please state duration, types, processes, institutions and country of training.

18a. Does your company have a career development scheme?
b. What criteria of workers are eligible for the scheme?
c. How does the career development scheme for the Bruneians differ from that for 

foreign workers?
d. Are you included in the career development scheme of your company? (if yes, please 

elaborate; if not, please explain reasons).

SECTION 6: PROMOTION

19. What are the main criteria that your employer look for in the promotion of workers?
20. Are both Bruneian and foreign workers likely to be promoted (in terms of posts / 

status and pay) after undergoing training? (Please elaborate and explain).
21a. With respect to the promotion “ladder”, is there any level / post beyond which only 

the Bruneians can pass through but not the foreigners, or vice versa?
b. If so, please specify and explain
c. Are there any other limitations on Bruneians / permanent residents / foreign workers 

from getting promotion? (Please explain what the limitations are, if any).
22. Which specific tasks are restricted to a) Bruneians, and b) foreign workers? (Please 

give examples of tasks and specific level of occupation).
23 a. Have you ever been transferred to different departments within the same organisation? 

(If yes, please elaborate and explain the objective(s) of your transfer)
b. Have you ever been promoted by your present employer?
c. If yes, i) from what to what position? ii) does it entail salary increase, better status and 

more challenging responsibilities?
d. What were your views with respect to your present task? (E.g. do you think you need 

more training in order to perform your tasks more efficiently?)
e. Do you think there are tasks / jobs which can be done efficiently by Bruneians are still 

performed by foreigners?
f. Please name tasks / jobs which is still difficult to find suitably qualified and 

experienced Bruneians to perform satisfactorily?
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SECTION?: ASPIRATION

24. How long do you intend to stay with your present employer?
25a. What are your expectations from your present employer?

b. What do you think are the likely constraints that might hinder you from achieving 
your expectations?

26. If your expectations are not realised within the limit that you expect, what other 
possibilities would you consider, with respect to your future occupation? (E.g. would 
you look for jobs in other organisation / sector in or outside Brunei?)

27. Please describe the levels of occupation and specific task that you intend to apply for 
in/outside Brunei when you leave your present employer?

28a. How easy / difficult is it to find job vacancies in the private and public sectors in this 
country? (Please define what do you mean by easy / difficult).

b. Do you have any contacts / informants through which / whom you would get 
information about job vacancies in other organisations in and outside Brunei?

c. If not, what are your alternative source of information?

SECTION 8: SALARY AND NON-SALARY BENEFITS

29a. Do you get the same, a) wages / salary, b) non-salary benefits, such as bonus, free
medical, leave, etc. c) other provisions, such as subsidised housing, transport, etc. as 
your other Bruneian and non-Bruneian colleagues of the same qualification / 
experience / salary and seniority, for doing the same job?

b. If varies, please elaborate.
c. What do you think are the reasons for the variations?

30a. Are there any variations in terms of question 29a, b, c, among i) the different
nationalities; ii) sexes? iii) different residential status?

b. please explain the variations.

SECTION 9: REMITTANCES

31. What proportion of your wages / salary do you send home per month?
32. Do you send the money personally or automatically deducted from your wages/ 

salary each month?
33. Is the money remitted to your home country? (i.e. not invest / put into banks in other 

country).
34. What does your family at home use the money for? (Please elaborate).
35 a. How much do you send each month and how much is left for you to spend (or on 

average)?
b. How many percent of your wages is that?
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Appendix 10b: QUESTIONNAIRES FOR EMPLOYERS OF CONSTRUCTION, 
WHOLESALE AND RETAIL SECTORS

SECTION 1: COMPANY’S PARTICULARS

Name of Company 
Address________

Telephone & Fax

Number of Workers ( ):
a. large - 100 workers and above
b. medium - 50-99
c. small - 10-49

SECTION 2: STRUCTURE OF ORGANISATION

1. Who owns the organisation?
2. When was this organisation established?
3 a. Is your company sub-divided into other branches within or outside Brunei?
3 b. If yes, could you tell me their locations and activities?
4. How are these branches institutionally and functionally related to each other?
5. What is the structure of decision making hierarchy, particularly with respect to 

recruitment of workers, condition of employment, etc?
6. What changes have taken place since the establishment of your company, in terms of 

labour usage and investment in new technology?

SECTION 3: CHANGES IN LABOUR FORCE AND OCCUPATION

7a. Have there been any new jobs created since 1989?
7b. If yes, could you tell me what the new jobs are (skilled and unskilled manual)?
8. Of the new jobs created, how many are filled by foreigners and how many by local 

workers?
9a. With regard to the quality of your workforce, what sort of skill do you actually require 

(five years back) for the different levels of occupations (also ask to give examples of 
particular jobs in the different groups of occupations): P/M/T, OWC, Skilled manual 
and unskilled manual)?

9b. Have there been any changes in the types of skill that you require since then (1989)?
10a. Has your organisation experienced specific skill shortages in the different levels of 

occupation (please give examples of tasks) since 1989?
10b. Why do you think there were shortages?
10c. What actual contingency plans do you have for meeting such shortages?
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Role of foreign workers

11. How important are the foreign workers in performing certain tasks in the different 
levels of occupation?

12. Do they play significant roles in doing jobs in lower level occupations?

Local workers and indigenisation policy

13. Are there specific jobs where the government's bruneianisation policy is difficult to 
implement?

13b. If yes, please tell what the jobs are.
14. Could you explain why the bruneianisation policy is difficult to implement?
15a. Does your experience tell you that Bruneians who replaced foreign workers in certain

tasks/jobs can perform equally well?
15b. If yes/no, please explain.
16a. Are there any tasks which can be done by Brunei citizens are still done by foreigners?
16b. If so please give examples of the tasks.
16c. Would you please explain the reasons?

SECTION 4: RECRUITMENT

17a. In terms of qualification, what were the basis of education, skills and experience 
q/s/e) that you specify for the different jobs, (5 years back)? (Give examples with 
respect to particular occupations/jobs).

17b. Have there been any changes since then in the levels of q/s/e that you required for 
similar occupations/jobs in number 17a?

17c. If so, please explain.
18a. For the last 5 years, could you actually manage to recruit workers with the q/s/e that 

you specifically required for particular occupations/jobs?
18b. Please elaborate with examples of occupations/jobs (such as department stock heads, 

business services, sales personnel clerks, equipment operators, labourers, etc.).
19a. How easy/difficult is it now, compared to 5 years before, to find Brunei citizens with 

the right skills, qalification and experience that you required for specific 
occupations/jobs?

19b. Please explain how do you mean by easy/difficult?
19c. Has the situation improved now?
19d. If yes, in what way?
20a. Do you also recruit people (for example, for technical, clerical jobs, etc.) who do not 

meet your specification of qualification and skills?
20b. If yes, please give reasons and example of jobs.
20c. Do you give them training?
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21. When vacancies exist, which levels of occupations are normally filled by:
i) in-house filling
ii) external recruitment

22. Would you please describe the process you normally adopt to fill vacancies including
the point at which you consider foreign workers?

SECTION 5: TRAINING

23 a. What sort of training do you provide?
i) formal training
ii) company scheme
iii) informal/on-the-job

23b. Please describe the process involved in the forms of training, as in 23 a (i,ii and iii). 
23c. How do you select employees to qualify for training (e.g. residential status, sexes, 

terms of contract, types or work permit, nature of tasks, etc.)?

24a. Where is the training conducted (within or outside Brunei)? (Please elaborate with 
respect to site, institution and country).

24b. How do you distinguish workers for training within Brunei or overseas, with respect to 
Bruneians and foreign workers?

SECTION 6: TERMS OF CONTRACT

25a. What types of contract do you have with respect to employment of foreign workers 
(company, individual contract)?

25b. Could you elaborate, the different types of contract, for example in terms of duration 
of each contract, circumstances for renewal, maximum number of contracts, wage 
determination, non-salary benefits (such as medical care, etc.) and other provisions 
(housing, transport, etc.), specific terms (such as what they can do/cannot do), and 
other conditions imposed by the Labour Department?

26. Are there any constraints (on the organisation) in terms of contracts/work permit 
imposed by the government in the recruitment of foreign workers? (Ask to give 
details).

27a. Is the application for the work permit done by individual potential worker or by you as 
the potential employer (please explain)?

27b. How does work permit system for foreign workers work?
28a. Which particular occupations/jobs do you usually for renewal of contract.
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L A B O U R  D E P A R T M E N T  
B R U N E I D A R U S S A L A M

B l R 700

C O D E

CONMDEN TIAL

PJB NO,

A N N U A L  C E N S U S  O F  E M P L O Y E R S /E M P L O Y E E S ,  
W A G E S , E A R N IN G S  A N D  H O U R S  O F  W O R K

F O R  T H E  M O N T H  O F  O C T O B E R , 1 9 9 ...............

To : The Commissioner ol Eahour. 
Bandar Seri Begawan EiB39IO. 
Brunei Darussalam

attach this acknowledgement with the Annual C ensus o f  Employers Em ployees report ;

BUR 700 □ BUR 700A □ BUR 702 □ BUR 704 □

I certify to the best o f my knowledge that the info rmation given in the attached report is com plete and 
accurate.

Date :
Signature o l Em ployer am i Chop
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Appendix lib : Annual Labour Survey Form {BUR 700A)

BUR 700 A 

Code No:

JABATAN BURUH  
NEGARA BRUNEI DARUSSALAM

Ref. No.

CONFIDENTIAL

PJB. 51

3.

4.

5.

8.

Company Name:

(i) Company Address:

(ii) Correspondence Address:

Telephone: Home:

Offocc:

Mobile:

Manager Name: 

Type of Business (Please Tick (X)J

Partnership
Associations

Proprietorship
ClubB

Description of Business Operated:

Limited Company 
Cooperatives B Schools

Religious Bodies a
Total number of Workers/Staff (Including Partners, Proprietors and other Family Members)

(a) Total number of Workers/Staff approved by The Labour Department

Number of ^ p roved Used Reminder
Male Female

Staff
Workers
Total No. of Foreign 
Workers

(b) Total number of Local and Foreign Workers (Including Manager, Partners, Proprietiors and 
other Family Members)

Total
Number
All
Workers

YELLOW PURPLE **GREEN TOTAL
M F M F M F M F

Note ** (GREEN) Including Foreign Workers who do not have Identity Cards 

Name and Address of the Workers Insurance:
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Appendix 11c: Annual Labour Survey Form {BUR 702)

(T h I*  fo rm  m a y  t>e c o m p le t e d  In  E n g l i s h  u s in g  th i s  s M a  o r  In  M a la y  u s in g  OM o th e r  s id e )  

C E N S U S  O F  E M P L O Y E R S /E M P L O Y E E S  F O R  TH E M O N TH  O F  O C T O B E R  1 M

(B A S E  O N  TH E  R E Q U IR E M E N T  O F  E M PL O Y M E N T  IN F O R M A T IO N  #iC T)
CONFIDENTIAL

VAME O f EMPLOYERS 
EMPLOYEES

«ENhTYCASO 1 :
EDUCATION 

•/I'M  f  "CATION
°

OCCuPATTOll
WAGES as WEEKLY HOURS EARNING RECEIVED H -  MOUSING

PER MONTH

--- --------- —

1
-------

-
1

1
---- - ----- -----

,

-

■ i
!

-------- ---- -  -

'

7

1

'

« '

(B elore sian m g  to  liH in th is lorm. p le a s e  s tu d y  carefully th e  no te  on  how  lo  liU lorm SUR 702) 

(*) For Official U se Only

L



A p p e n d ix  l i d :  A n n u a l  L a b o u r  S u rv e y  F o rm  {BUR 704) 382

B U R  7 0 4

( T h i s  f o r m  m a y  b e  c o m p l e te d  in  E n g l is h  u s in g  t h e  t h is  s id e  o r  i n  M a la y  u s in g  o t h e r  s id e .  P le a s e  d o  n o t  u s e  b o t h  s id e ) .

C E N S U S  O F  E M PL O Y E E S BY O C C U P A T IO N  
SE X , R A C E  A N D  C O U N T R IE S  O F O R IG IN .

F O R  T H E  M O N T H  O F ..................;..........................  19 .........

(B e fo re  s ta r tin g  to  f i l l  in  th is  fo r m ,  p le a se  s tu d y  ca re fu lly  th e  N o te s  f o r  F orm  B U R  704)

M A L A Y S IA  : S a b a h .  S a r a w a k .  P e n in s u l a r  M a la y s ia .  
S e l a n g o r .  N e g e r i  S e m b i l a n .  P e r a k .  K e d a h .  K e la n ta n .  
J o h o r .  M a la c c a  a n d  o th e r s .

S i n g a p o r e ,  T h a i l a n d .  I n d o n e s i a  a n d  P h i l i p 
p in e s .

I n d ia ,  S r i L a n k a .  P a k i s t a n .  B a n g la d e s h .  H o n g  
K o n g , T a i w a n .  J a p a n .  K o r e a  a n d  o th e r s .

A m e r i c a ,  A u s t r a l i a .  U n i t e d  K i n g d o m .  
N e t h e r l a n d .  A u s t r i a .  G e r m a n y .  S w e d e n .  
N ig e r i a .  N e w  Z e a la n d  a n d  o th e r s

O c c u p a t i o n  
( T r a d e ,  p r o f e s 

s io n  o f  W o r k  
o n e  b y  e m p lo y e e )

S ex R a c e
C O U N T R Y  

• o f  
O r ig in

T o t a l Sex R a c e
C O U N T R Y

o f
O r ig in

T o ta l S ex R a c e
C O U N T R Y

o f
O r ig in

T o t a l S ex R a c e
C O U N T R Y

o f
O r ig in

T o ta l

M F M F M F M F

T o t a l

N o te s  f o r  F o r m  B U R  7 0 4

a )  F o r m  B U R  7 0 4  c a n  b e  o n ly  f i l le d  b y  t h e  e m p lo y e r  w h o  is  r e c r u i t i n g  t h e  im m ig r a n t  w o rk e rs .

b )  D e s c r ib e  t h e  p r o fe s s io n ,  t r a d e ,  o c c u p a t i o n  e x a c t ly .  D o  n o t  u se  in p re c is e  p h r a s e s  l ik e  u n s k il le d  w o r k e r .  I f  p o s s ib le  r e f e r  t o  t h e  
c la s s if ie d  lis t o f  o c c u p a t i o n  w h ic h  c a n  b e  f o u n d  a t  t h e  L a b o u r  D e p a r tm e n t  a t  B a n d a r  S e r i  B e g a w a n  a n d  K u a la  B e la i t .

c )  U se  t h e  l e t t e r  M  f o r  M a le  a n d  F  f o r  F e m a le .

d )  F o r  e m p lo y e e s  w h o  a r e  i m m ig r a n t  w o r k e r s  ( e .g .  : p a s s  h o ld e r  w ith  g r e e n  id e n t i ty  c a r d )  it is  n e c e s s a ry  t o  s t a t e  h is  o r  h e r  r a c e  
( e .g .  : M a la y .  C h in e s e .  I b a n ,  F i l i p in o  e t c . ) .

t )  T h e  c o u n t r y  o f  o r ig in  o f  t h e  e m p lo y e e s  w h o  a r e  im m ig r a n t  w o rk e rs  ( e .g .  ; p a s s  h o l d e r  w i th  a  g r e e n  id e n t i ty  c a r d )  m u s t  b e  
s t a t e d  ( e .g .  : M a la y s ia  ( S a b a h .  S a r a w a k .  P e n i n s u l a r  M a la y s ia .  S e la n g o r .  N e g e r i  S e m b il a n )  P h i l i p p in e s .  K o r e a  e t c . ) .
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Appendix 12: Total employees of BSPC by qualification and residential status,
1991/92
Profession BR PR FN Total BR PR FN Total PR:BR FN:BR

Management 4 0 9 13 0.2 0.0 1.0 0.3 0.0 641.4
Managerial & Higher 10 0 39 49 0.4 0.0 4.3 1.3 0.0 1111.8
Education
Professional/Mgt/admin 41 0 110 151 1.6 0.0 12.1 3.9 0.0 764.8
Profession/Mgt/support 146 11 254 411 5.6 3.0 27.9 10.6 53.0 495.9
Professional /  Specialists 168 6 :202 376 6.5 1.6 22.2 9.7 25.1 342.8
Technical &Mgt/Admin 686 99 180 965 26.4 26.8 19.8 24.9 101.6 74.8
Non-technical Mgt/admin 86 6 33 125 3.3 1.6 3.6 3.2 49.1 109.4
Technical staffs 480 67 26 573 18.5 18.2 2.9 14.8 98.2 15.4
Non-technical staffs 39 5 55 99 1.5 1.4 6.0 2.6 90.2 402.0 •
Clerical & related 358 65 2 425 13.8 17.6 0.2 11.0 127.8 1.6
Non- Office manual 387 110 1 498 14.9 29.8 0.1 12.8 200.0 0.7
Others 192 0 0 192 7.4 0.0 0.0 5.0 0.0 0.0
Total 2597 369 911 3877 100.0 100.0 100.0 100.0 100.0 100.0
Source: Calculated from BSP’s printed document, 1991/92.

Appendix 13A: Distribution of Workers in Engineering Function, 1991/92
Enginea'ing Departments Percent Ratios

BR PR FN TOTAL BR PR FN

Management (EM) 50.0 0.0 50.0 100 92 0 129

Construction Operation (ECO) 60.5 8.5 31.0 100 112 123 80

Central Engineering (EDE) 54.5 5.0 40.5 100 101 71 104

Engineering Front-End (EFE) 33.3 0.0 66.7 100 62 0 172

Engineering Project Services (EPA) 48.9 8.9 42.2 100 90 128 109

Engineering Project Onshore (EPS) 50.7 10.4 38.8 100 94 149 100

Engineering (^uahty Assiuance EQA) 52.6 2.6 44.7 100 97 38 115

Total 54.2 7.0 38.8 100 100 100 100
Source; Calculated from the BSPC’s printed document, 1991/92 

Appendix 13B: Petroleum Engineering Function by Staff Categories, 1991/92
Departments Bruneians 

SS SSS TAS
Permanent Residents 

SS SSS TAS
Foreign Nationals 

SS SSS TAS

Construction Operations (ECO) 34.6 35.9 29.5 27.3 18.2 54.5 80.0 20.0 0.0

Central Engineering (EDE) 37.9 27.3 34.8 33.3 0.0 66.7 75.5 24.5 0.0

Engineering Front End (EFE) 80.0 0.0 20.0 0.0 0.0 0.0 100.0 0.0 0.0

Engineering Project Services (EPA) 31.8 18.2 50.0 25.0 25.0 50.0 78.9 21.1 0.0

Engineering Project Onshore (EPS) 44.1 41.2 14.7 14.2 42.9 42.9 73.1 26.9 0.0

Engineering Quality Assurance (EQA) 30.0 45.0 25.0 0.0 100.0 0.0 47.1 52.9 0.0

Total 37.2 32.7 30.1 24.1 24.1 57.8 75.3 24.7 0.0
Source: Calculated from the BSPC’s printed document, 1991/92
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Appendix 14A: Distribution of Workers in Petroleum Engineering Function, 
1991/92

Departments Brunei
Citizens

Permanent
Residents

Foreign
Nationals

Total
BR PR

Ratios
FN

Management (DM) 50.0 0.0 50.0 100 96 0 143

Development Support (DDS) 36.9 10.5 52.6 100 71 82 151

Integrated Evaluation Team 
(DXT)

44.0 8.0 48.0 100 84 62 137

Reservoir Characterization 
(DRC)

66.7 16.6 16.7 100 128 129 48

Reservoir Engineering (DRS) 29.2 25.0 45.8 100 56 194 131

Reservoir Operations ((DRO) 62.7 10.7 26.7 100 120 83 76

Source; Calculated from the BSPC’s printed document, 1991/92

Appendix 14B: Petroleum Engineering Function by Staff Categories, 1991/92
Departments Bruneians 

SS SSS TAS
Permanent Residents 

SS SSS TAS
Foreign Nationals 

SS SSS TAS

Resevoir Characterisation (DRC) 58.3 16.7 25.0 33.3 33.3 33.4 100.0 0.0 0.0

Integrated Evaluation Teams (DXT) 45.5 18.2 36.4 0.0 0.0 0.0 100.0 0.0 0.0

Reservoir Operations (DRO) 19.1 14.9 66.0 0.0 12.5 87.5 100.0 0.0 0.0

Reservoir Engineering (DRS) 57.1 0.0 42.9 0.0 0.0 0.0 100.0 0.0 0.0

Development Support (DDS) 0.0 28.6 71.4 0.0 50.0 50.0 100.0 0.0 0.0

Total 29.4 16.5 54.1 4.8 14.3 81.0 100.0 0.0 0.0
Source: Calculated from the BSPC’sprinted document, 1991/92

lendix
Operations

Departments

Bruneians
Citizens

%

Permanent
Residents

%

Foreign
National

%

Total BR

Ratios

PR

Ratios

FN

Ratios

Management (CM) 50.0 0.0 50.0 100 69 0 357

Drilling Engineering 
(ODE)

45.1 12.2 42.7 100 63 88 305

Integrated Operations 
Planning (OPS)

0.0 0.0 100.0 100 0 0 714

Production (OPD) 75.8 14.1 10.0 100 105 102 72

Total 72.1 13.9 14.0 100 100 100 100
Source: Calculated from the BSPC’s printed document, 1991/92
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Appendix 15B: Operations Function by Staff Categories, 1991/92

Departments Bruneians Permanent Residents Foreign Nationals
SS SSS TAS SS SSS TAS SS SSS TAS

Drilling Engineering (ODE) 27.0 43.2 29.7 10.0 40.0 50.0 94.3 5.7 0.0

Production (OPD) 7.5 20.8 71.7 3.4 20.2 76.4 76.2 22.2 1.6

Integrated Operations Planning (OPS) 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0

Total 8.9 22.5 68.5 4.0 22.2 73.7 83.0 16.0 1.0

Source: Calculated from the BSPC’ s printed document, 1991/92

Years Staff Category Malay
Number

Non-Malay
Number

Total Malay 
per cent

Non-Malay 
per cent

Total

1984 SS 68 95 163 41.7 58.3 100
SSS 221 110 331 66.8 33.2 100
TAS 1167 302 1469 79.4 20.6 100
Total 1456 507 1963 74.2 25.8 100

1985 SS 84 102 186 45.2 54.8 100
SSS 241 121 362 66.6 33.4 100
TAS 1240 301 1541 80.5 19.5 100
Total 1565 524 2089 74.9 25.1 100

1986 SS 105 105 210 50.0 50.0 100
SSS 278 130 408 68.1 31.9 100
TAS 1247 296 1543 80.8 19.2 100
Total 1630 531 2161 75.4 24.6 100

1987 SS 131 115 246 53.3 46.7 100
SSS 327 119 446 73.3 26.7 100
TAS 1285 230 1515 84.8 15.2 100
Total 1743 464 2207 79.0 21.0 100

1988 SS 164 120 284 57.7 42.3 100
SSS 376 125 501 75.0 25.0 100
TAS 1305 213 1518 86.0 14.0 100
Total 1845 458 2303 80.1 19.9 100

1989 SS 187 134 321 58.3 41.7 100
SSS 440 134 574 76.7 23.3 100
TAS 1284 191 1475 87.1 12.9 100
Total 1911 459 2370 80.6 19.4 100

1990 SS 215 139 354 60.7 39.3 100
SSS 503 141 644 78.1 21.9 100
TAS 1255 181 1436 87.4 12.6 100
Total 1973 461 2434 81.1 18.9 100

1991 SS 253 138 391 64.7 35.3 100
SSS 587 150 737 79.6 20.4 100
TAS 1229 165 1394 88.2 11.8 100
Total 2069 453 2522 82.2 18.0 100

1992 SS 284 144 428 66.4 33.6 100
SSS 602 165 767 78.5 21.5 100
TAS 1164 238 1402 83.0 17.0 100
Total 2050 457 2597 78.9 21.1 100

Source: Calculated from BSPC data, 1984-92
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Appendix 17: BSPC’s Engineers by Qualification and Length of Service, 1991/92

Length of service (years) <1 1-4 5-9 10-14 15-19 20-24 25-29 30 + Total
B r u n e i a n s  ( n u m )
Postgraduate 0 1 0 0 0 0 0 0 1
Graduate 1 21 16 26 13 0 0 0 77
Diploma 0 8 13 9 3 3 0 0 36
post secondary 1 0 0 8 4 4 0 1 18
secondary 0 1 1 3 8 0 4 2 19
primary 0 0 0 0 0 0 0 0 0
no qualification 2 0 0 0 0 0 0 0 2
total 4 31 30 46 28 7 4 3 153
( p e r  c e n t ) % % % % % % % % %
postgraduate 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0
graduate 1.3 27.3 20.8 33.8 16.9 0.0 0.0 0.0 100.0
diploma 0.0 22.2 36.1 25.0 8.3 8.3 0.0 0.0 100.0
post secondary 5.6 0.0 0.0 44.4 22.2 22.2 0.0 5.6 100.0
secondary 0.0 5.3 5.3 15.8 42.1 0.0 21.1 10.5 100.0
primary 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 2.6 20.3 19.6 30.0 18.3 4.6 2.6 2.0 100.0
P e r m a n e n t  R e s i d e n t  ( n u m )
Postgraduate 0 0 0 0 0 0 0 0 0
Graduate 0 0 0 5 1 0 0 0 6
Diploma 0 0 0 1 0 0 0 0 1
post secondary 0 0 0 3 4 0 0 0 7
Secondary 0 0 0 0 0 2 0 0 2
Primary 0 0 0 0 0 0 2 0 2
no qualification 0 0 0 0 0 0 0 0 0
total 0 0 0 9 5 2 2 0 18
( p e r  c e n t ) % % % % % % % % %
postgraduate 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
graduate 0.0 0.0 0.0 83.3 16.7 0.0 0.0 0.0 100.0
diploma 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 100.0
post secondary 0.0 0.0 0.0 42.9 57.1 100.0 0.0 0.0 100.0
secondary 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0
primary 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 0.0 0.0 0.0 50.0 27.8 11.1 11.1 0.0 100.0
F o r e i g n  N a t i o n a l s  ( n u m )
postgraduate 0 17 9 5 1 0 0 0 32
Graduate 1 53 20 25 8 2 2 0 111
Diploma 1 18 5 21 3 6 3 0 57
post secondary 0 6 1 2 3 1 0 0 13
secondary 0 0 1 0 1 0 0 1 3
primary 0 0 0 0 0 0 0 0 0
no qualification 0 0 0 0 0 0 0 0 0
total 2 94 36 53 16 9 5 1 216
( p e r  c e n t ) % % % % % % % % %
postgraduate 0.0 53.1 28.0 15.6 3.1 0.0 0.0 0.0 100.0
graduate 1.0 47.8 18.0 22.5 7.2 1.8 1.8 0.0 100.0
diploma 1.8 31.6 8.8 36.8 5.3 10.5 5.3 0.0 100.0
post secondary 0.0 46.2 7.7 15.4 23.1 7.7 0.0 0.0 100.0
secondary 0.0 0.0 33.3 0.0 33.3 0.0 0.0 33.3 100.0
primary 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 0.9 43.5 16.7 24.5 7.4 4.2 2.3 0.5 100.0
Source; Calculated from BSPC’s printed document, 1991/92.
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Appendix 18: BSPC Technicians by Qualification and Length of Service, 1991/92

Length of service (years) <1 1-4 5-9 10-14 15-19 20-24 25-29 30 + Total
B r u n e i a n s  ( n u m )
Postgraduate 0 0 0 1 0 0 0 0 1
Graduate 0 3 0 3 2 0 0 0 8
Diploma 12 39 82 58 6 0 0 0 197
post secondary 7 20 24 71 16 1 0 2 141
secondary 1 25 35 52 36 7 27 7 190
primary 0 0 0 0 2 5 7 10 23
no qualification 0 0 0 0 0 0 0 0 0
total 20 87 141 185 62 13 33 19 560
( p e r  c e n t ) % % % % % % % % %
postgraduate 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 100.0
graduate 0.0 37.5 0.0 37.5 25.0 0.0 0.0 0.0 100.0
diploma 6.1 19.8 41.6 29.4 3.0 0.0 0.0 0.0 100.0
post secondary 5.0 14.2 17.2 50.4 11.3 0.7 0.0 1.4 100.0
secondary 0.5 13.2 18.4 27.4 18.9 3.7 14.2 3.7 100.0
primary 0.0 0.0 0.0 0.0 8.7 21.7 26.1 43.5 100.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 3.6 15.5 25.2 33.0 11.1 2.3 5.9 3.4 100.0
P e r m a n e n t  R e s i d e n t  ( n u m )
Postgraduate 0 0 0 0 0 0 0 0 0
Graduate 0 0 0 0 0 0 1 0 1
Diploma 0 0 0 1 5 4 0 0 10
post secondary 0 0 0 12 13 6 0 0 31
Secondary 0 0 0 8 16 10 6 0 40
Primary 0 0 0 1 4 4 3 3 15
no qualification 0 0 0 0 0 0 0 0 0
total 0 0 0 22 38 24 10 3 97
( p e r  c e n t ) % % % % % % % % %
postgraduate 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
graduate 0.0 0.0 0.0 10.0 0.0 0.0 100.0 0.0 100.0
diploma 0.0 0.0 0.0 38.7 50.0 40.0 0.0 0.0 100.0
post secondary 0.0 0.0 0.0 20.0 41.9 19.4 0.0 0.0 100.0
secondary 0.0 0.0 0.0 6.7 40.0 25.0 15.0 0.0 100.0
primary 0.0 0.0 0.0 0.0 26.7 26.7 20.0 20.0 100.0
no qualification 0.0 0.0 0.0 22.7 0.0 0.0 0.0 0.0 0.0
Total 39.2 24.7 10.3 3.1 100.0
F o r e i g n  N a t i o n a l s  ( n u m )
postgraduate 0 1 1 0 1 0 1 0 4
Graduate 2 45 9 12 5 1 0 0 74
Diploma 1 5 1 2 3 0 0 0 12
post secondary 3 24 1 3 4 0 0 0 35
secondary 0 6 0 2 3 2 5 3 21
primary 0 0 0 0 0 0 1 0 1
no qualification 0 0 0 0 0 0 0 0 0
total 6 81 12 19 16 3 7 3 147
( p e r  c e n t ) % % % % % % % % %
postgraduate 0.0 25.0 25.0 0.0 25.0 0.0 25.0 0.0 100.0
graduate 2.7 60.8 12.2 16.2 6.8 1.4 0.0 0.0 100.0
diploma 8.3 41.7 8.3 16.7 25.0 0.0 0.0 0.0 100.0
post secondary 8.6 68.6 2.9 8.6 11.4 0.0 0.0 0.0 100.0
secondary 0.0 28.6 0.0 9.5 14.3 9.5 23.8 14.3 100.0
primary 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 4.1 55.1 8.2 12.9 10.9 2.0 4.8 2.0 100.0
Source: Calculated from BSPC’s printed document, 1991/92
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Appendix 19: Heads of Department by Qualification and Length of Service, 1991/92

Length of service 
(years) /Qualification

< 1 1-4 5-9 10-14 15-19 20-24 25-29 30 + Total

Bruneians & Permanent 
Residents (num)
Postgraduate 0 0 0 0 2 0 0 0 2
Graduate 0 2 4 4 10 0 0 0 20
Diploma 0 0 6 2 1 0 0 0 9
Post secondary 0 2 2 3 1 3 0 0 11
Secondary 0 0 2 4 10 3 3 0 22
Primary 0 0 0 0 0 0 0 0 0
no qualification 0 0 0 0 0 0 0 0 0
total 0 4 14 13 24 6 3 0 64
(per cent) % % % % % % % % %
postgraduate 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 100.0
graduate 0.0 10.0 20.0 20.0 50.0 0.0 0.0 0.0 100.0
diploma 0.0 0.0 66.7 22.2 11.1 0.0 0.0 0.0 100.0
post secondary 0.0 18.2 18.2 27.3 9.1 27.3 0.0 0.0 100.0
secondary 0.0 0.0 9.1 18.2 45.5 13.6 13.6 0.0 100.0
primary 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 0.0 6.3 21.8 20.3 37.5 9.4 4.7 0.0 100.0
Foreign Nationals (num)
postgraduate 0 4 2 8 3 2 1 0 20
Graduate 0 11 10 33 13 5 2 0 74
Diploma 0 2 1 10 10 4 6 3 36
post secondary 0 4 0 1 1 3 3 0 12
secondary 0 0 0 0 0 0 1 0 1
primary 0 0 0 0 0 0 0 0 0
no qualification 0 0 0 0 0 0 0 0 0
total 0 21 13 52 27 14 13 3 143
(per cent) % % % % % % % % %
postgraduate 0.0 20.0 10.0 40.0 15.0 10.0 5.0 0.0 100.0
graduate 0.0 14.9 13.5 44.6 17.6 6.8 2.7 0.0 100.0
diploma 0.0 5.6 2.8 27.8 27.8 11.1 16.7 8.3 100.0
post secondary 0.0 33.3 0.0 8.3 8.3 25.0 25.0 0.0 100.0
secondary 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0
primary 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
TotM 0.0 14.7 9.1 36.4 18.9 9.8 9.1 2.1 100.0
Source; Calculated from BSPC’s printed document, 1991/92.
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Appendix 20: Supervisors by Qualification and Length of Service, 1991/92

Length of service 
(years) /Qualification

< 1 1-4 5-9 10-14 15-19 20-24 25-29 30 + Total

Bruneians & Permanent 
Residents (num)
Postgraduate 0 0 1 0 0 0 0 0 1
Graduate 0 1 2 3 4 0 0 0 10
Diploma 0 5 9 24 4 0 0 0 42
post secondary 0 0 8 5 11 4 0 0 28
secondary 0 2 5 17 50 17 6 3 100
primary 0 0 0 0 1 2 8 3 14
no qualification 0 0 0 0 0 0 0 0 0
total 0 8 25 49 70 23 14 6 195
(per cent) % % % % % % % % %
postgraduate 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 100.0
graduate 0.0 10.0 20.0 30.0 40.0 0.0 0.0 0.0 100.0
diploma 0.0 11.9 21.4 57.1 9.5 0.0 0.0 0.0 100.0
post secondary 0.0 0.0 28.6 17.9 39.3 14.3 0.0 0.0 100.0
secondary 0.0 2.0 5.0 17.0 50.0 17.0 6.0 3.0 100.0
primary 0.0 0.0 0.0 0.0 7.1 14.3 57.1 21.4 100.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Total 0.0 4.1 12.8 25.1 35.9 11.8 7.2 3.1 100.0
Foreign Nationals (num)
postgraduate 0 0 1 1 0 0 0 0 2
Graduate 1 10 5 3 2 1 0 0 22
Diploma 0 4 6 13 6 4 1 0 34
Post secondary 1 1 0 2 4 3 0 1 12
Secondary 0 1 0 1 0 1 2 0 5
Primary 0 0 0 0 0 0 0 0 0
No qualification 0 0 0 0 0 0 0 0 0
Total 2 16 12 19 12 9 3 1 75
(per cent) % % % % % % % % %
postgraduate 0.0 0.0 50.0 50.0 0.0 0.0 0.0 0.0 100.0
graduate 4.5 45.5 22.7 13.6 9.1 4.5 0.0 0.0 100.0
diploma 0.0 11.8 17.6 38.2 17.6 11.8 2.9 0.0 100.0
post secondary 8.3 8.3 0.0 16.7 33.3 25.5 0.0 8.3 100.0
secondary 0.0 20.0 0.0 20.0 0.0 20.0 40.0 0.0 100.0
primary 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
no qualification 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0
TotM 2.7 21.3 16.0 25.3 16.0 12.0 4.0 1.3 100.0
Source: Calculated from BSPC’s printed document, 1991/92.
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Appendix 21: Construction Industries

Company
1989

Size
1993

Total 
1989 1993

Percentage
Change

Bruneians 
1989 1993

Percentage
Change

Foreigners 
1989 1993

Percentage
Change

Company A 3 1 29 103 255.2 2 8 300.0 27 95 251.9

Company B 3 3 22 20 -9.1 4 1 -75.0 18 19 5.6

Company C 3 3 36 24 -33.3 0 1 0.0 36 23 -36.1

Company D 2 3 57 44 -22.8 3 4 33.3 54 40 -25.9

Company E 3 3 25 34 36.0 1 0 -100.0 24 34 41.7

Company F 3 1 39 148 279.5 2 2 0.0 37 146 294.6

Company G 3 3 41 20 -51.2 1 0 -100.0 40 20 -50.0

Company H 1 2 100 58 -42.0 2 2 .0. 98 56 -42.9

Company 1 2 3 66 209 216.7 2 3 50.0 64 206 221.9

Company J 2 2 52 91 75.0 4 1 -75.0 48 90 87.5

Company K 1 1 122 180 47.5 2 1 -50.0 120 179 49.2
Company L 3 3 26 28 7.7 2 2 0.0 24 26 8.3

Con^any M 2 2 63 54 -14.3 1 1 0.0 62 53 -14.5
Company N 2 3 77 40 -48.1 1 1 0.0 76 39 -48.7
Company O 1 1 147 284 93.2 0 3 0.0 147 281 91.2
Company P 2 2 59 66 11.9 6 2 -66.7 53 64 20.8
Company Q 1 1 162 402 148.1 22 53 140.9 140 349 149.3
Company R 3 2 37 85 129.7 2 3 50.0 35 82 134.3
Company S 1 3 403 20 -95.0 3 2 -33.3 400 18 -95.5
Company T 1 2 138 64 -53.6 2 2 0.0 136 62 -54.4
Company U 3 2 26 51 96.2 1 1 0.0 25 50 100.0
Company V 1 1 133 130 -2.3 2 2 0.0 131 128 -2.3
Company W 3 3 31 37 19.4 0 0 0.0 31 37 19.4
Company X 1 1 247 341 38.1 2 2 0.0 245 339 38.4
Company Y 3 3 43 36 -16.3 2 1 -50.0 41 37 -14.6
Company Z 2 3 58 8 -86.2 3 1 -66.7 55 7 -87.3
Company AA 3 3 19 37 94.7 4 4 0.0 15 33 120.0
Company AB 3 3 30 30 0.0 0 1 0.0 30 29 -3.3
Company AC 3 3 32 35 9.4 2 2 0.0 30 33 10.0
Company AD 3 3 35 32 -8.6 1 1 0.0 34 31 -8.8
Company AE 3 3 33 30 -9.1 2 2 0.0 31 28 -9.7
Company AF 1 1 154 100 -35.1 2 7 250.0 152 93 -38.8
Company AG 1 2 116 97 -16.4 2 2 0.0 114 95 -16.7
Company AH 1 3 129 40 -69.0 5 2 -60.0 124 38 -69.4
Company AI 2 2 78 70 -10.3 2 1 -50.0 76 69 -9.2
Company AJ 1 2 109 96 -11.9 7 7 0.0 102 89 -12.7
Company AK 3 3 45 47 4.4 4 4 0.0 41 43 4.9
Company AL 3 1 43 118 174.4 3 7 133.3 40 111 177.5
Company AM 1 1 184 563 206.0 0 2 0.0 184 561 204.9
Company AN 3 3 23 19 -17.4 0 0 0.0 23 19 *-17.4
Company AO 1 1 117 316 170.1 0 3 0.0 117 313 167.5
Company AP 3 3 17 38 123.5 3 3 0.0 14 35 150.0
Company AQ 3 3 32 42 31.3 4 2 -50.0 28 40 42.9
Company AR 3 3 20 49 145.0 1 0 -100.0 19 49 157.9
Company AS 1 1 766 1530 99.7 0 7 0.0 766 1523 98.8
Company AT 1 2 118 82 -30.5 1 2 100.0 117 80 -31.6
Company AU 2 1 71 208 193.0 1 2 100.0 70 206 194.3
Company A V 3 3 17 33 94.1 0 0 0.0 17 33 94.1
Company AW 3 3 40 36 -10.0 1 1 0.0 39 35 -10.3
Company AX 2 1 66 196 197.0 0 1 0.0 66 195 195.5
Total 4533 6421 41.7 117 162 38.5 4416 6259 41.7

Source: Derived from 
Company Size: Large, 
Company AY and AZ

Department of Labour, Census of Employers/Employees, 1989 and 
1 (>100 workers); medium, 2 (50-59); small, 3 (5-49).
(Incomplete data; interviewed during pilot study (1992/93)

93.
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Company Size 
1989 1993

Total 
1989 1993

Percentage
Change

Bruneians 
1989 1993

Percentage
Change

Foreigners 
1989 1993

Percentage
Change

Company 1 3 3 11 25 127.3 3 7 133.3 8 18 125.0
Company 2 3 3 12 15 25.0 2 1 -50.0 10 14 40.0
Company 3 3 3 17 22 29.4 10 14 40.0 7 8 14.3
Company 4 3 3 13 24 84.6 6 11 83.3 7 13 85.7
Company 5 3 3 19 23 21.1 3 3 0.0 16 20 25.0
Company 6 3 3 12 18 50.0 2 4 100.0 10 14 40.0
Company 7 3 3 10 11 10.0 3 5 66.7 7 6 -14.3
Company 8 3 3 28 31 10.7 3 3 0.0 25 28 12.0
Company 9 3 3 63 60 -4.8 29 41 41.4 34 19 -44.1
Company 10 3 3 21 32 52.4 10 8 -20.0 11 24 118.2
Company 11 3 3 13 27 107.7 6 12 100.0 7 15 114.3
Company 12 3 3 33 36 9.1 1 3 200.0 32 33 3.1
Company 13 3 3 13 14 7.7 2 2 0.0 11 12 9.1
Company 14 3 3 16 18 12.5 4 3 -25.0 12 15 25.0
Company 15 3 3 14 11 -21.4 4 5 25.0 10 6 -40.0
Company 16 3 3 24 20 -16.7 16 11 -31.3 8 9 12.5
Company 17 3 3 14 16 14.3 6 9 50.0 8 7 -12.5
Company 18 3 3 18 16 -11.1 2 2 0.0 16 14 -12.5
Conq)any 19 3 3 10 16 60.0 4 11 175.0 6 5 -16.7
Company 20 3 3 20 23 15.0 2 2 0.0 18 21 16.7
Company 21 3 3 19 20 5.3 3 7 133.3 16 13 -18.8
Company 22 3 3 18 200 11.1 3 -100.0 15 20 33.3
Company 23 3 3 12 11 -8.3 1 3 200.0 11 8 -27.3
Company 24 3 3 15 13 -13.3 5 3 -40.0 10 10 0.0
Company 25 3 3 14 24 71.4 6 8 33.3 9 16 100.0
Company 26 1 3 166 17 -89.8 74 5 -93.2 92 12 -87.0
Company 27 3 3 25 31 24.0 6 8 33.3 19 23 21.1
Company 28 3 3 24 29 20.8 2 -100.0 22 29 31.8
Company 29 3 3 15 34 126.7 1 1 0.0 14 30 135.7
Company 30 3 3 11 27 145.5 1 7 600.0 10 20 100.0
Company 31 3 3 29 29 0.0 11 9 -18.2 18 20 11.1
Company 32 3 3 16 16 0.0 3 4 33.3 13 12 -7.7
Company 33 2 1 87 112 28.7 46 88 91.3 41 24 -41.5
Company 34 3 3 27 57 111.1 10 33 230.0 17 24 41.2
Company 35 2 2 71 82 15.5 23 16 -30.4 48 66 37.5
Company 36 3 3 13 15 15.4 5 8 60.0 8 7 -12.5
Company 37 3 3 19 14 -26.3 6 3 -50.0 13 11 -15.4
Company 38 3 3 14 13 -7.1 5 5 0.0 9 8 -11.1
Con^)any 39 3 3 22 19 -13.6 8 6 -25.0 14 13 -7.1
Company 40 3 3 26 23 -11.5 9 7 -22.2 17 16 -5.9
Company 41 3 3 20 15 -25.0 2 0.0 20 13 -35.0
Company 42 3 3 26 54 107.7 4 38 850.0 22 16 -27.3
Con^any 43 3 3 19 32 68.4 13 17 30.8 6 15 150.0
Company 44 3 3 14 20 42.9 1 2 100.0 13 18 38.5
Company 45 3 3 77 130 68.8 30 94 213.3 47 36 -23.4
Company 46 3 3 68 49 -27.9 28 22 -21.4 40 27 -32.5
Company 47 3 3 18 11 -38.9 4 1 -75.0 14 10 -28.6
Company 48 3 3 26 20 -23.1 4 4 0.0 22 16 -27.3
Company 49 3 3 37 16 -56.8 4 4 0.0 33 12 -63.6
Company 50 3 3 24 20 -16.7 10 10 0.0 14 10 -28.6
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Company Size 
1989 1993

Total 
1989 1993

Percentage
Change

Bruneians 
1989 1993

Percentage
Change

Foreigners 
1989 1993

Percentage
Change

Company 5 1 3 3 14 13 -7.1 1 0.0 14 12 -14.3

Company 52 3 3 24 31 29.2 14 21 50.0 10 10 0.0

Company 53 3 3 15 16 6.7 9 14 55.6 6 2 -66.7

Company 54 3 3 17 17 0.0 4 3 -25.0 13 14 7.7

Company 55 3 3 47 15 -68.1 2 2 0.0 45 13 -71.1

Company 56 3 3 15 11 -26.7 2 1 -50.0 13 10 -23.1

Company 57 3 3 11 24 118.2 4 9 125.0 7 15 114.3

Company 58 3 3 15 21 40.0 2 -100.0 13 21 61.5

Company 59 3 3 15 16 6.7 4 4 0.0 11 12 9.1
Company 60 3 3 12 20 66.7 6 6 0.0 6 14 133.3

Company 61 3 3 14 13 -7.1 7 9 28.6 7 4 -42.9
Company 62 3 3 11 11 0.0 4 5 25.0 7 6 -14.3
Company 63 3 3 16 11 -31.3 2 0.0 16 9 -43.8

Company 64 3 3 13 20 53.8 4 11 22.2 4 9 125.0

Company 65 3 3 10 23 130.0 5 9 80.0 5 14 180.0
Company 66 3 3 12 18 50.0 3 11 266.7 9 7 -22.2
Company 67 3 3 24 10 -58.3 12 3 -75.0 12 7 -41.7
Company 68 3 3 12 14 16.7 2 6 200.0 10 8 -20.0
Company 69 3 3 18 15 -16.7 0.0 18 15 -16.7
Company 70 3 3 16 13 -18.8 7 5 -28.6 9 8 -11.1
Total 3 3 1681 1763 4.7 540 694 28.5 1144 1069 -6.6

Source: Derived from 
Company Size: Large, 
Company AY and AZ

Department o f Labour, Census of Employers/Employees, 1989 and 
1 (>100 workers); medium, 2 (50-59); small, 3 (5-49).
(Incomplete data; interviewed during pilot study (1992/93)/

93.
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Appendix 23: Brunei Labour Laws

The monitoring of all aspects of foreigners entering the country for employment in the 
private sector, either in magnitude, types of profession, skilled and unskilled workers are 
the responsibilities of the Labour and Immigration Departments, both of which are under 
the auspices of the Ministry of Home Affairs^. But the administration of Labour Acts and 
Subsidiary Legislation^ comes under the jurisdiction of Labour Department. Entry and 
recruitment of foreign workers in Brunei is strictly regulated. The Labour Enactment, 
1954, specifies requisition of a licence, work permit and employment pass be obtained by 
potential employers (from Department of Labour and Immigration), before employing 
foreign labour. The licence which is non-transferable, but renewable is subject to the 
Commissioner's (of Labour) satisfaction regarding the conditions it was granted"̂ . A foreign 
labour quota determined the number of different types of workers recruited into the country. 
One characteristic of construction industries in Brunei is that some companies may have 
simultaneous projects in progress while others have few or none at times. In effect, the 
former tend to suffer manpower shortages, while the latter face with redundancy. Since 
these are ad hoc situations, the companies experiencing peak construction activities, may 
sub-contract part of the jobs, or simply borrow workers from company which has workers 
to spare, rather than bringing in a cadre of foreign workers. However, the Brunei Labour 
Laws stipulate that it is illegal for a foreign employee to work for an employer other than 
the one that sponsors him or her, unless the change of employer is consented by the worker 
concerned, and the transfer of contract endorsed by the Commissioner of Labour. This is to 
avoid complications with the insurance of workers, safety matter and injury.

Labour quota system
Under the labour quota system, approval granted depends on the need of a project in terms 
of number and types of profession. Thus an employer can only bring in a particular 
profession of people within the limit of each quota approved. A quota is valid for 3 years, 
renewable and revisionary with regard to the number and types of profession initially 
approved. A contractor may not use all the quota at a time. He may just use part of it and 
can always increase the number of foreign workers he brings in when required as long as 
within the specification of his quota.

^Recruitment of foreign workers for public sector employment comes under the jurisdiction of Establishment 
Office.
^Such as Labour Act 1954, Workmen's Compensation Act, 1957, Trade Union Act, 1961, and Employment 
Information Act, 1973 (Labour Department Aimual Report, 1984:73-74).
'‘state of Brunei, Labour Enactment, 1954: 34.
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Renewal of Contracts and payment of deposits
This aspect of the Brunei labour laws also directly affect the nationalities of foreign 
workers employed in Brunei. The laws specifies that all foreign employees^ have to return 
to their home countries at expiry each contract, and before resuming work under the new 
contract. This is employers’ obligation; proofs normally copies of air tickets have to be 
shown to the Labour and Immigration Departments by employers. In addition, each foreign 
worker has to be insured by the employing company, and a deposit paid to the Labour 
Department or bank.

The amount of deposits paid is not according to the number of foreign workers employed 
but based on payments on the number of quota initially approved. The payment is either in 
cash made to the Labour Department or in terms of banker's guarantees. Most companies 
choose the later, in which case, a certain amount of fund would be put away for the 
purpose. Unfortunately some companies use this as an excuse of paying lower salary to 
workers.

With respect to local workers, there is no contract between them and their employers 
regarding duration of employment. They can continue working as long as the company 
requires their services and, they want to stay. The only obligation is that one month's be 
given by if either party wishes to terminate service.

In summary, the strict enforcement of labour laws, and the well monitored procedures in the 
recruitment of foreign workers has minimised the number of overstayers or illegal workers 
entering the country. Although the Brunei authority acknowledges the presence of illegal 
foreign workers, it does not verify them quantitatively^. But according to an unofficial 
source, as reckoned by certain employers, the number of illegal workers in the country in 
1993 was around 5,000 (Fieldwork interview, 1993). Dearth of data on illegal workers 
does not permit an investigation into detailed profile of illegal workers, such as their 
nationalities, types of occupations, entry into Brunei, and so forth. To date, however, there 
seem to be no impending problems regarding the presence of foreign workers in Brunei, on 
the contrary, they can be regarded as the mainstay for private companies, in particular the 
construction sector to maintain operation. As such, they are instrumental to implementation 
of government's social infrastructure programs. However, the more important issue is to 
how to accelerate participation of the locals in private sector employment, such as in the 
construction, and wholesale and retail sectors, especially in view of reducing the astounding 
high unemployment among the locals.

 ̂Visas are issued according to duration of contract. Hence foreign employees have to leave Brunei on expiry of 
their visas. Employers can always apply for renewal of visas if they wish to reemploy workers concerned, 
subject, of course, to approval by the Labour Department.
derived from Newspaper clippings and Reprints of Periodicals (RAS/85/009/PUB028) "Bruneisation and the 
Foreign Workers" \x\. Business Recorder, Karachi, 28, December, 1988, number 864.
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Appendix 24: Fieldwork survey - Construction and Wholesale and Retail 
Companies, 1989-1993

Companies/Size Small Medium Large Total
5-49 50-99 100+
number % number % number % Number %

Construction Industries

1989 23 46 11 22 16 32 50 100
1993 23 46 12 24 15 30 50 100

Wholesale & Retail sector

1989 1 1.5 5 7.1 64 91.4 70 100
1993 2 2.9 3 4.2 65 93.0 70 100

Source; Department of Labour, Census of Employers/Employees, 1989-1993.


