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EXECUTIVE SUMMARY
In the 21st century, migration is no longer a linear phenomenon starting with emigration and ending with 
permanent settlement in a new country. It has increasingly multidirectional, frequently involving a return 
to countries of origin (CoOs) for short or long periods of stay, often followed by back-and-forth or 
circular movement between two or more countries or migration onward to new destinations. The return 
of migrants to their CoOs or third countries and their reintegration into the societies and communities 
that receive them are inherent features of contemporary international mobility.

For instance, in 2020, IOM assisted 42,181 migrants to return home voluntarily, including those 
stranded or in vulnerable situations. Nationals from East and Horn of Africa, a block composed of 11 
countries: Burundi, Djibouti, Ethiopia, Eritrea, Kenya, Rwanda, Somalia, South Sudan, Sudan, Tanzania 
and Uganda, were also among the migrants that IOM assisted.  They were 10 per cent assisted to return 
under voluntary humanitarian return, 88 per cent assisted under Voluntary Return and Reintegration 
programme, and 2 per cent of stranded migrants assisted under the COVID-19 Return Task Force. 
Among the returning migrants, 24 per cent were women, 76 per cent male, and 15% were children below 
17 years old.

While countries in the East and Horn of Africa (EHOA) register regular outflows of migrant workers, 
there is little monitoring or maintenance of databases on returning migrant workers and members of 
their families, hence the objectives of this mapping.

The main objective of the mapping is to enhance understanding of and thereby contribute to the 
improvement of data collection, analysis and sharing on return and reintegration of returning migrant 
workers and members of their families in selected EHOA Member States, namely Kenya, Somalia, Uganda, 
Burundi and South Sudan to inform policy formulation and dialogue around labour migration governance 
in these countries. A secondary objective is to also provide a foundation for replication of return and 
reintegration data systems to more countries in the region. The specific objectives include: (i) Mapping 
of existing data structures and databases of returning migrant workers and members of their families in 
Kenya, Somalia, Uganda, Burundi and South Sudan, (ii) Development of a blueprint to operationalize a 
database of returning migrant workers and members of their families, disaggregated by sex, age, skills, 
education, occupation and employment sector; and (iii) Review existing IOM Development Fund (IDF) 
supported Labour Market Information Systems in Uganda, Kenya, Somalia, Burundi and South Sudan, 
and provide recommendations to strengthen and advance the collection of sex, age, skills, education, 
occupation, and employment sector-disaggregated information on returning migrant workers.

To accomplish the objectives of the mapping, the consultants adopted a comprehensive methodology 
that included a thorough literature review, in-depth interviews with key informants, and focus group 
discussions with public, private and civil society organisations in the respective countries.

The mapping’s main limitations are limited access to the existing migration data collected by the migration 
offices in the respective countries due to security concerns, as well as a heavy reliance on the existing 
literature and interviews conducted.

While Kenya, Somalia, Uganda, Burundi and South Sudan have developed policies and laws, the mapping 
found out that the current legal and policy framework on migration is blind on issues related to returning 
migrant workers and members of their families.
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Data from household surveys, population censuses, and administrative migration records exist and can 
help to understand the characteristics of returning migrants workers and members of their families in 
the selected EHOA countries but there is no systematic approach to collect data on returning migrant 
workers and members of their families. Management of migration is therefore hampered by manual, ad-
hoc data collection and unstandardized data practices. Other data structures and databases exist that 
can be utilized to extract data on returning migrant workers. For instance, Kenya has several databases 
including the National Employment Agency’s Job Seekers and Labour Migrants Database, the Kenya 
National Recognition Equation and Verification Portal (KNREV) and the National Diaspora Council 
of Kenya’s Diaspora Database. Somalia also has the Migration Information and Data Analysis System 
(MIDAS), used by the Immigration and Naturalization Directorate to manage entry and exit of individuals 
from its borders. Uganda also has a variety of databases such as MIDAS, PISCES, E-VISA, and EEMIS. 
Burundi has a number of data in hard copies or excel which include work permit, entry and stay visa, 
Enquête Intégrée sur les Conditions de vie de Ménages (EICM), OBEM job seekers, and exit data. South 
Sudan has also a number of data which include work permits, labour market assessment, entry and stay 
visa, job seekers and exit data. Further, Kenya and Uganda are in the process of developing an LMIS, but 
the development of such a system has not commences in Somalia, South Sudan and Burundi yet. 

As recommendations applied to all countries, there is critical need for legal and policy overhaul to 
include coverage of issues and data related to returning migrant workers and members of their families 
including the identification of a lead Ministry since currently there is no legal framework or organization 
responsible for the managing and governing issues this subject matters them. Need to develop a data-
sharing mechanism, formulate indicators, metadata and common data collection tools for returning 
migrant workers and members of their families, and enact data management guidelines and regulations to 
ensure the sustainability of the data collection, analysis and sharing systems on returning migrant workers 
and members of their families. To respond to the above identified needs, the mapping has proposed 
a blueprint for integrating into one system the data related to entry and exit, diaspora, remittances, 
bilateral labour migration agreements (BLMAs), national qualifications, return and reintegration, labour 
force, household surveys, traceability studies and reintegration programs to improve the availability 
of information on labour migration and returning migrant workers and members of their families for 
enhanced evidence-based policy-making and programming. Conduct Capacity Building: there is need for 
regular capacity building on concepts for returning migrant workers and members of their families for all 
staff in the three countries.  Additionally, the training should cover data collection and storage practices, 
sharing and other data management practices. Finally, capacity-building efforts should include a public 
awareness campaign to educate stakeholders including migrant workers about the value of collecting and 
managing data about returning migrant workers and members of their families.

Kenya will need to be supported to upgrade LMIS infrastructure as well as upgrading the existing LMIS 
to the proposed blueprint. While the existing equipment is functional, it is necessary to upgrade it to 
cater for the comprehensive LMIS. The staff will also be coached to sustainably manage the system.

Somalia will need to be supported to acquire IT infrastructure dedicated to LMIS and migration data 
collection in general. Somalia needs to be supported to develop a completely new LMIS and build the 
capacity of the staff to sustainably manage the system.

Uganda will need to be supported to acquire IT infrastructure dedicated to LMIS and migration data 
collection in general. Uganda needs to be supported to develop a comprehensive LMIS and build the 
capacity of the staff to sustainably manage the system.
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Burundi is a country that has just started to embrace the importance of data in decision making and it 
will need to be supported to computerize the data collection, analysis and sharing processes for work 
permits and border management since these processes are still manual. In light of the infrastructure 
gaps, it is necessary to support the acquisition of infrastructure dedicated to LMIS and migration data 
collection in general. Burundi needs to be supported to develop a completely new LMIS and build the 
capacity of the staff to sustainably manage the system.

South Sudan is a country that has just started to embrace the importance of data in policy development 
and it will need to sensitize labour migration stakeholders on the importance of data sharing to support 
policy formulation. Develop data sharing mechanism and data protection policy to bridge the gap of 
trust among stakeholders. In light of the infrastructure gaps, it is necessary to support the acquisition 
of infrastructure dedicated to LMIS and migration data collection in general. South Sudan needs to be 
supported to develop a completely new LMIS and build the capacity of the staff to sustainably manage 
the system.

In conclusion, once data on labour migration and returning migrant workers and members of their 
families is collected, analysed, and shared in a systematic manner, it will serve as the foundation for 
improving labour migration governance in EHOA region.
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SECTION1: INTRODUCTION

More than ever, migration today is not a linear phenomenon starting with emigration and ending with 
permanent settlement in a new country. Instead, migration is increasingly multidirectional, frequently 
involving a return to countries of origin for short or long periods of stay, often followed by back-and-
forth movement between two or more countries or migration onward to new destinations. The return 
of migrants to their countries of origin or third countries and their reintegration into the societies and 
communities that receive them are natural features of international mobility.

While countries in the East and Horn of Africa (EHOA), a block composed of 11 countries (Burundi, 
Djibouti, Ethiopia, Eritrea, Kenya, Rwanda, Somalia, South Sudan, Sudan, Tanzania and Uganda), 
register regular outflows of migrant workers, there is little monitoring or maintenance of databases on 
returning migrant workers and members of their families. Lack of good data and information on return 
and reintegration is a significant issue in planning, implementing, and monitoring return migration and 
reintegration and the formulation of policies in EHOA. The absence of information makes it difficult to 
provide targeted services or interventions according to the profiles of returnees and their geographical 
spread. The COVID-19 pandemic displayed the importance of having good data as a key to managing 
pandemic and its consequences, such as high flow of return and reintegration.

In 2020, IOM assisted 42,181 migrants to return home voluntarily, including migrants stranded or in 
vulnerable situations, a decrease of 35 per cent from 2019. Among them were 10 per cent assisted 
to return under voluntary humanitarian return, 88 per cent assisted under Voluntary Return and 
Reintegration programme, and 2 per cent of stranded migrants assisted under the COVID-19 Return 
Task Force. Among the returning migrants, 24 per cent were women, 76 per cent male, and 15% were 
children below 17 years old.

Given how critical increasing inter and intra labour and skills mobility is for the development of the 
EHOA region, along with regional integration and response, the effective protection of migrant workers 
is imperative for women, boys and girls. It has become an ever-more urgent need to set up governance 
and return and reintegration mechanisms based on reliable, disaggregated, and timely data. In addition, 
women work disproportionately more in insecure labour. Hence, their socioeconomic status is always 
more fragile and volatile than men’s, which exposes women to various risks which can be better captured 
with gender-sensitive evidence and data collection strategies. 

In this regard, the UK’s Foreign, Commonwealth, and Department Office (FCDO) committed to assisting 
EHOA member states in mapping existing data structures and developing a blueprint to operationalize 
a database of returning migrant workers and members of their family, disaggregated by sex, age, skills, 
education, occupation, and employment sector, for better service provision, response planning and 
reintegration management. The purpose of this mapping is to contribute to the development of common 
and coordinated approaches to regulation and enforcement, regional cooperation, migration governance 
and policy, and protection of returning migrant workers and members of their families in Kenya, Somalia, 
Uganda, Burundi and South Sudan. Additionally, the mapping will serve as a foundation for replicating 
capacity-building strategies related to return and reintegration data in additional countries throughout 
the EHOA region.

The UK’s Foreign, Commonwealth and Department Office (FCDO) assists IOM in improving labour 
migration governance and protection of migrant workers and members of their families through a 
program called “Better Regional Migration Management on labour mobility and regional integration for 
safe, orderly, and humane labour migration in the East and Horn of Africa.” The objectives of this mapping 
will aid in the successful implementation of the FCDO project in the EHOA region.

1. Introduction
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2. Objectives of the Mapping
The main objective of the mapping is to contribute to the improvement of data collection, analysis and 
sharing on return and reintegration of returning migrant workers and members of their families in the 
selected EHOA countries to inform policies and dialogues around labour migration governance and 
providing a foundation for replication of the return and reintegration data to more countries in the 
region. The following are the specific objectives of the mapping:

Map existing data structures and databases of returning migrant workers and members of their families 
in Kenya, Somalia, Uganda, Burundi and South Sudan 

Develop a blueprint to operationalize a database of returning migrant workers and members of their 
family, disaggregated by sex, age, skills, education, occupation and employment sector.

Review existing IDF supported LMIS in Uganda, Kenya, Somalia, Burundi and South Sudan, and provide 
recommendations to strengthen and advance the collection of sex-disaggregated data and the overall 
LMIS.

3. Methodology of Mapping
To accomplish the objectives of the mapping, the consultants adopted a comprehensive methodology 
that included a literature review, in-depth interviews with key informants, and focus group discussions. 
The following section summarises the techniques used to address each objective.

3.1 Mapping Design

Objective 1: Map existing data structures and databases of returning migrant workers and members 
of their families in Kenya, Somalia, Uganda, Burundi and South Sudan

The consultants sourced and examined data from censuses, surveys, administrative records, and 
databases. The purpose of this mapping was to determine which of the respective sources contains data 
on returning migrant workers and members of their families. The mapping also examined the status and 
challenges in collecting data on returning migrant workers and members of their families. The report’s 
section 2 contains the mapping findings.

Objective 2: Develop a blueprint to operationalise a database of returning migrant workers and 
members of their family, disaggregated by sex, age, skills, education, occupation and employment 
sector

The blueprint outlines the steps required to operationalize a database for returning migrant workers 
and members of their families. Additionally, the blueprint contains information about data requirements, 
security, confidentiality, and data protection. The blueprint further demonstrates the need to integrate 
returning migrants’ respective databases. Section 3 contains the proposed blueprints for LMIS and 
database of returning migrant workers and members of their families.

Objective 3: Review existing IDF supported LMIS in Kenya, Somalia, Uganda, Burundi and South 
Sudan, provide recommendations to strengthen and advance the collection of gender-disaggregated 
data and the overall LMIS

Existing LMIS modules and infrastructure were reviewed, and a proposed ideal LMIS to strengthen and 
advance the collection of gender-disaggregated data is presented in section 3.
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3.2 Working Definitions

Labour mobility: labour mobility or mobility of workers can be either occupational (movement 
along the occupational ladder) or geographic (movement across geographic locations). In the context of 
migration, geographic labour mobility is implied (IOM, Glossary on Migration, 2019). 

Labour migration: is the movement of persons from one state to another, or within their own 
country of residence, for the purpose of employment (IOM,  International Border for Work. In contrast, 
in the context of internal migration, it refers to the movement of persons returning to their place of 
habitual residence after having moved away from it for work (IOM, Glossary on Migration, 2019). 

Reintegration: a process enables individuals to re‐establish the economic, social and psychosocial 
relationships needed to maintain life, livelihood and dignity and inclusion in civic life (IOM, Glossary on 
Migration, 2019)..

Data structure: in the context of this mapping, the data structure is a special format for organizing 
and storing data.

A database: is an organised collection of data stored and accessed electronically from a computer 
system (Karumanchi, 2019).

Blueprint: in this assignment’s context, a blueprint will be an architectural structure known as “System 
Requirement Specifications” in digitalisation terms to operationalise a database of returning migrant 
workers.

Labour Market Information System: a labour market information system is a network of 
institutions, persons and information that have mutually recognized roles, agreements and functions 
with respect to the production, storage, dissemination and use of labour market related information and 
results in order to maximise the potential for relevant and applicable policy and programme formulation 
and implementation. (ILO Definition, n.d.)

Migration Governance: the combined frameworks of legal norms, laws and regulations, policies and 
traditions as well as organizational structures (subnational, national, regional and international) and the 
relevant processes that shape and regulate States’ approaches with regard to migration in all its forms, 
addressing rights and responsibilities and promoting international cooperation. 

Capacity building: is defined as the process of developing and strengthening the skills, instincts, abilities, 
processes and resources that organizations and communities need to achieve the intended objectives 
effectively and efficiently.

System: is defined here as a computer system including all hardware, software, and peripheral equipment.

Internal migrant: is any person moving or has moved within a state to establish a new temporary or 
permanent residence or because of displacement.

International migrant: any person who is outside a State of which he or she is a citizen or national, or, 
in the case of a stateless person, his or her State of birth or habitual residence. The term includes migrants 
who intend to move permanently or temporarily, and those who move in a regular or documented 
manner as well as migrants in irregular situations.  

Emigrant: from the country of departure perspective, a person who moves from their country of 
nationality or usual residence to another country so that the country of destination effectively becomes 
their new country of usual residence is known as an “emigrant”.  

Immigrant: from the country of arrival perspective, a person who moves into a country other than that 
of their nationality or usual residence so that the country of destination effectively becomes their new 
country of usual residence is known as an “immigrant”.
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Returning migrant: is the movement of persons returning to their country of origin after moving 
away from their place of habitual residence and crossing an international border for work in the context 
of international migration. In the context of internal migration, it refers to the movement of persons 
returning to their place of habitual residence after having moved away from it for work.

3.3 Data Collection Approaches

The following approaches were used to collect data to meet the objectives.

3.3.1 Literature Review

The consultants reviewed existing literature on labour migration to better understand the current 
state of labour migration, including returning migrant workers and members of their families in Kenya, 
Somalia, Uganda, Burundi and South Sudan. The consultants used the findings from the literature to 
map stakeholders, existing data structures and legal frameworks, systemic problems, and data gaps. 
Additionally, the findings aided in the collection of original data.

3.3.2 Key Informant Interviews (KIIs)

By conducting key informant interviews with representatives from government ministries and agencies 
and private sector recruitment agencies, the consultants addressed the gaps identified in the literature. 
The key respondents included officials in charge of data production processes in their respective countries 
(including migration offices and statistical bureaus); policymakers and implementers; and employment 
recruitment agencies that work with public, private, and civil society organizations. See Annexe one for a 
specific list of stakeholders interviewed in each country 

3.3.3 Focus Group Discussions (FGDs)

In accordance with the foregoing, focus group discussions were held with stakeholders from public, private, 
and civil society organizations. The participants included planning directors, economists, statisticians, and 
information technology staff who were responsible for managing and disseminating data on returning 
migrants. Annexe eight contains a list of participants. The Ministry of Labour in five countries identified 
the participants. 

Table 1: Field visit dates

# Country Interview dates FGD
1. Kenya 22nd to 26th November 2022 -
2. Uganda 22nd to 26th November 2022 10th December 2022
3. Somalia 28th November to 2nd December 2022 28th December 2022
4. South Sudan 24th to 28th January 2022 25nd January 2022
5. Burundi 31st January to 4th March 2022 -

3.4 Data Analysis

The data from literature reviews, interviews and FGDs were classified, reformulated and summarised 
to inform the mapping primary objectives and deliverables. The following section discusses the mapping 
findings and provides context for the recommendations included in the subsequent sections.
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SECTION 2: MAPPING
The legal and policy framework for labour migration, the existence of labour migration data structures 
and databases, the coordination framework, and the LMIS were examined and explained in the following 
sections of this document to properly assess the status of data collection, analysis, and sharing on return 
and reintegration of returning migrant workers and come up with appropriate recommendations for 
Kenya, Somalia, Uganda, Burundi and South Sudan.

4. KENYA

4.1 Labour Migration Trends and Context

Kenya is a relatively well developed and politically stable country in the Horn of Africa with 47,564,3001 
people, where 50.4% are female. Kenya is bordered by Ethiopia in the North, Somalia in the West, 
Tanzania in the South and Uganda to the East. The position of Kenya and the development of the country 
makes it both an origin and destination country for migrants and labour migrants.

Figure 1: Kenya borders map

Kenya has 35 gazetted ports of entry and exit, whereby nine are airports, eight are seaports, two are lake 
piers, and the remaining are land ports. Most of the ports of entry and exit in Kenya are computerized, 
and visitors can go through them with eVisa. There is limited information on the number of porous 
border points through which a fair proportion of migrants, especially involuntary, are reported to go 
through.

1.  Kenya Population and Housing Census: Volume I, KNBS 2019
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Kenyans are rarely encountered in the irregular migration flows into or out of the region. The country 
was not listed as a source of refugees and asylum seekers; or as a source of internally displaced persons. 
(IOM, World Migration Report, 2022).  They usually travel with documents and visas, which they may 
then fail to renew or overstay and become irregular consequently (Marchand, Reinold, & Silva, 2017). 
The high rate of unemployment and the country’s socioeconomic and environmental conditions are 
the primary drivers of migration. The pull factors include the prospect of a better life in the destination 
countries, specifically higher salaries, a higher standard of education, and health care. Due to the scarcity 
of regular migration options and the administrative challenges associated with them, migrants frequently 
choose irregular migration channels, many of whom are aware of the risks and vulnerabilities associated 
with them. Even though Kenyans generally avoid irregular routes, a few choose to transit through Djibouti 
on their way to Yemen and the Gulf countries.

The number of Kenyans abroad was estimated to be about four million in 2021 (Ministry of Labour, 
2021) and is continuously on the rise, where most of them are in the United States and the United 
Kingdom. Kenya is home to over one million immigrants with different nationalities; most of them are 
immigrants from neighbouring countries.

4.2 Labour Migration Legal and Policy Framework

As described in the previous point, Kenyans have been migrating in large numbers to different parts of the 
world since the 1960s (Kenya Diaspora Policy, 2014) and the Government of Kenya established a number 
of institutions to coordinate and support labour migration.

The Directorate of Immigration Services under the Ministry of Interior and Coordination of the National 
government is the leading agency for migration governance. The Ministry of Labour leads the component 
of labour migration governance at the National level supported by the Ministry of East African Community 
and Regional Development and Ministry of Foreign Affairs.

Private Recruitment Agencies are important partners of the Ministry of Labour since they play a big role 
in finding employment opportunities for migrant workers as well as facilitating them to go through the 
process of immigration.

Currently, Kenya has Labour Migration Policy and Labour Migration Management Bill; both frameworks 
are yet to be adopted.

Employment Act 2012 

An Act of Parliament to repeal the Employment Act, declare and define the fundamental rights of 
employees, to provide basic conditions of employment of employees, to regulate the employment of 
children, and to provide for matters connected with foregoing was enacted in 2012. The Act in its PART 
XI stipulates articles related to “Foreign contracts of service”. The Act gives the authority to the labour 
officer to attest to the requirements of the contract to ensure the contract respects the prescribed form. 
The Act has provisions to ensure employees working for foreign employers are safe and secure. For a 
person under informal contract, the Act provides a fine not exceeding two hundred thousand shillings or 
imprisonment for a term not exceeding six months or to both in case the employer commits an offence 
on the employee. The Act is silent on data management practices applied in contracts management.

Kenya Citizenship and Immigration Act 2011 

The Act was enacted in 2011 and vests the Directorate of Immigration Services with authority to 
regulate immigration and the management of foreign nationals. The Act empowers the Directorate to 
issue work permits and residence permits, which confer the right to work in Kenya on an immigrant. 
Additionally, the Director’s responsibilities include conducting research, collecting and analyzing data, and 
managing records. The scope of the data to be collected is not specific, which leaves room to question 
whether data on foreign nationals is vital. 
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Draft Labour Migration Policy & Draft Labour Migration Management Bill

Kenya is developing a labour migration policy. During the consultation, key labour ministry stakeholders 
mentioned that the draft policy would include a section on labour migration management. The section 
will discuss the specific roles assigned to each organization involved in labour migration, as well as the role 
of a coordination mechanism to ensure that all parties involved participate in data production and usage.

Diaspora Policy 2014

The Diaspora Policy is a response to the urgent need for mainstreaming the Kenyan Diaspora into the 
national development process in line with the aspirations and goals of the Kenya Vision 2030 development 
blueprint. This is an attempt to support Kenyans in Diaspora seeking to return home. Currently, as far as 
data on Kenyans in the diaspora is concerned, there is no comprehensive data available.   The policy has 
a provision to develop an integrated database on Kenyans abroad to improve access to timely and quality 
information on Kenyans abroad and thereby enhance their engagement. The Government, through the 
Ministry of Foreign Affairs, Ministry of Labour, Ministry of Education, Ministry of Health, Ministry of 
Devolution and Planning, Ministry of Interior and Coordination of National Government and Kenya 
National Bureau of Statistics, maintain and update the database.

The same policy has a provision to develop an up-to-date inventory of diaspora expertise and skills to 
attract and utilize qualified and skilled human resources drawn from Kenyans abroad.

The policy highlights the mechanisms government shall implement for reintegrating returnees, recognizing 
their difficulty in assimilation. The mechanisms include the establishment of a framework for the transfer 
and portability of social security benefits, the establishment of programs to absorb returnees, the 
debriefing and counselling of returnees, and the establishment of help desks for returnees and family 
members.

Bilateral Labour Migration Agreements

Kenya has bilateral labour migration agreements with several countries, including the State of Qatar, the 
Kingdom of Saudi Arabia, the United Arab Emirates, the United Kingdom and the Republic of Rwanda.  
The EAC migration laws permit the free movement of labour between Kenya and EAC member states. 
The agreements are silent on data provision. 

4.3 Labour Migration Major Stakeholders and Coordination Framework

Labour migration governance is a multi-stakeholder effort aimed at ensuring migrants are safe and 
protected. The Government of Kenya established several institutions operating in a different capacity to 
find job opportunities overseas and humanely migrate its citizens to those countries with their families 
where applicable.

The main stakeholders at policy and strategy levels are the Ministry of Labour, Ministry of Foreign 
Affairs, Ministry of Interior and Coordination of National Government and the Ministry of East African 
Community and Regional Development.

At the implementation level of policy and strategies, there are institutions under every Ministry. The 
Ministry of Labour, which is the leading Ministry in labour migration governance, has the National 
Employment Authority to register and regulate Private Employment Agencies which oversee supporting 
Kenyans to find overseas opportunities and the Kenya Labour Market Information System, which is used 
to collect, analyse and disseminate all labour related information including labour migration information. 

The Ministry of Foreign Affairs is mandated to manage Kenya’s foreign policy. Among the responsibilities, 
managing bilateral and multi-lateral relations is one of them, and it is the leading Ministry in charge of 
initiating and signing Bilateral Labour Migration Agreements (BLMA). 
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The Ministry of Interior and Coordination of National Government is mandated to keep the country 
safe and secure in accordance with the principles outlined. Among other functions, the Ministry oversees 
immigration services through the Directorate of Immigration Services. The Directorate is in charge of 
issuing travel documents, Visa, permits and passes and citizenship services, among other services. The 
Directorate is also in charge of land and airport border management. The development of the National 
Integrated Identity Management System (NIIMS) also falls under the responsibility of this Ministry as the 
GoK seeks to establish a biometric data register for citizens and foreign nationals.

The Ministry of East African Community and Regional Development is mandated to manage policy on 
East African Community, implementation of the East African Treaties, co-ordination of implementation 
of EAC regional programmes and projects as well as promotion and fast-tracking of EAC integration, 
among other responsibilities. The free movement of labour in the region falls under the responsibilities 
of this Ministry.

Kenya also has several civil society and international organizations that are actively involved in labour 
migration governance, among them the Central Organization of Trade Unions (COTU-K), Federation of 
Kenya Employers (FKE), Kenya National Diaspora Association (KDA), International Labour Organization 
(ILO), Deutsche Gesellschaft für Internationale Zusammenarbeit GmbH (GIZ) and International 
Organization for Migration (IOM).

The biggest challenge that was realised through the interviews conducted is the lack of sharing of 
information among the stakeholders, which signal a weak coordination mechanism. The lack of trust in 
how the data will be utilized by the receiver is one of the factors that limit data sharing. The security 
nature of the organization holding the labour migration data is also another factor.

4.4 Nature of Returning Migrant Workers Data

Due to a shortage of literature on returning migrants, policymakers in EHOA have recently expressed 
an interest in conducting a study on the subject. The research aims to characterize returning migrants 
to aid in timely decision-making. The problem has been compounded further in the last two years by 
the COVID-19 pandemic, which has crippled economies. Among other things, the pandemic had a 
considerable negative impact on the livelihoods of labour migrants, resulting in many of them losing their 
jobs and returning home. Moreover, governments and development partners from source nations were 
unable to assist individuals who returned and those who remained in their respective host countries due 
to data shortages.

Currently, it is not possible to tell the age, gender, skills, education, occupation and employment status of 
returning migrant workers and members of their families. Nevertheless, the Directorate of Immigration 
Services, Kenya National Diaspora Association and National Employment Authority have some limited 
pieces of data on returning migrants. 

4.5 Existing and Potential Labour Migration Data Sources

Based on the interviews with the Director of Immigration and Chairperson of the National Coordination 
Mechanism (NCM Secretariat), which is a secretariat that coordinates all interventions related to 
migration, including labour migration, highlighted that the following data exists in siloes and they can be 
used to extract some data on returning migrant workers:

Job Seekers 

Accredited employment agencies in Kenya are mandated to keep a database of job seekers who would 
wish to get employment in Kenya or overseas. The National Employment Authority is responsible for 
accrediting the agency, and it has developed an IT system that supports the agencies to keep that database 
of job seekers. The system can be accessed on www.neaims.go.ke, and it can collect the following 
information:

http://www.neaims.go.ke
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• Job seekers

• Employment Agencies

• Employers

• Kenyan overseas workers

• Emergency reporting form for Kenyan overseas

• Local opportunities

• Overseas opportunities

As of 29 December 2021, the system had registered 6,618 employers, 8,632 jobseekers, 529 active 
private employment agencies, 94 training institutions, 696 adverts and 6,759 applicants.

Database of Labour Migrants in NEA

The National Employment Authority has put in place Kenya Migration Information System, which is 
a great source for migrant workers’ information in Kenya. The current focus is on labour migration 
opportunities in Bahrain, Canada, Jordan, Kuwait, Oman, Poland, Saudi Arabia, the United Arab Emirates 
and Qatar. Kenyans can use the system to acquire job information, pre-departure information, arrival 
information to their destination country, and information on working and living abroad. The system also 
provides general information on citizens and residents returning home as well as an online registration 
form for Kenyans in the diaspora. The data collected on diaspora is disaggregated by gender, age, skills, 
education, occupation and employment sector. The information collected so far is limited since it is a 
young system that needs to grow over time. The system can be accessed on www.kmw.nea.go.ke.

Kenya National Recognition Equation and Verification Portal (KNREV)

KNREV portal is an automated system established by the Kenya National Qualification Authority (KNQA) 
to enable submission and processing (Recognition, Equation and Verification) of National and foreign 
qualifications. The KNQA undertakes the equation of qualifications awarded by foreign universities and 
qualifications awarding bodies in accordance with Section10 (1) of KNQF regulations 2018. This process 
can provide information on skilled returning migrant workers in Kenya since KNQA provides equivalence 
to everyone who has a foreign qualification. The application is submitted online through www.rev.knqa.
go.ke.

Diaspora Database

National Diaspora Council of Kenya maintains a basic database of Kenyans in Diaspora, but due to its 
small coverage compared to the total number of Kenyans in diaspora, it cannot be used currently for 
any decision making. The diaspora policy stipulates that there is a need to develop a comprehensive and 
integrated database on Kenyans abroad and returning Kenyans which is one of the solutions to get data 
on returning migrant workers once it is implemented.

4.6 Nature and status of LMIS: Modules and Infrastructure

Envisaged Kenya LMIS

Kenya Labour Market Information System (KLMIS) is a young system established in 2017 by the 
Government of Kenya under the Ministry of Labour with the support of the World Bank for optimal 
human resource planning, development and utilization.

The main objectives for the establishment of the system are to serve as a labour market observatory, 
intelligence, watchtower for the economy through the provision of timely, relevant and reliable labour 
market information. The information to be shared with KLMIS are current jobs as advertised by employers, 
top occupations per quarter, skills supply and demand, training institutions and programmes, periodic 
reports on Key Indicators of Labour Market (KILM) and available labour market services.

http://www.kmw.nea.go.ke
http://www.rev.knqa.go.ke
http://www.rev.knqa.go.ke
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The system was developed to serve parents and students on career choices investors, employers and 
employees to guide decision making in the labour market and Government for effective manpower 
planning, development and utilization.

KLMIS is meant to store and share data on different labour related surveys, administrative data from 
internal departments of the Ministry, reports and documents from stakeholders and policies.

Current KLMIS

The current KLMIS is a web-based system that can be accessed on www.labourmarket.go.ke. It is hosted 
on a simple server machine of 12GB of RAM, 2 Terabytes of hard disk, four processors of 2.56GHz of 
Speed, and it runs Ubuntu 20.04 LTS operating system. 

The KLMIS contains quantitative and qualitative labour market information on labour demand, labour 
supply, training, labour market services, resources and COVID-19 effects.

Table 2: Current KLMIS data

# Category Information
1. Labour demand Skills in high demands

2. Popular jobs

3. Key Labour Market Indicators

4. Labour market conditions and trends

5. Job Opportunity Analysis ( JOA) summary

6. New and emerging occupations

7. Informal Sector Skills and Occupations Survey

8. Labour market conditions and trends – World Bank 
step analysis survey

9. Labour supply Labour outturns - TVET and University Graduates, 
2016 

10. Skilled manpower distribution in Kenya for public sector 
(2011), private sector (2011), health subsector (2014-
2016) and education subsector (2012-2016)

11. Training Master file of training institutions in Kenya and 
programmes offered in the institutions

12. Accredited Universities in Kenya by Commission for 
Universities Education (CUE)

13. List of Technical and Vocational Education and Training 
Authority (TVET) Licensed Institutions

14. Industrial Attachment

15. Labour market services (Qualitative info) Foreign contracts of service

16. Accreditation Of Employment Bureaus

17. Accreditation of Employment Agencies

18. Registration and Placement of Jobseekers

19. National And County Employment Services

20. Curriculum Vitae (CV) Writing

21. Job Search Techniques

22. Interview Techniques

23. Career Counselling

24. Social Security Services

25. Social Security Services

26. Volunteerism

http://www.labourmarket.go.ke
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27. Resources Archive
28. Classification standards
29. Kenya employment outlook
30. Labour laws and regulations
31. Useful statistics
32. COVID-19 effects Employers baseline survey on impacts of covid-19 

on employment

Challenges

The observed strategic challenges that KLMIS is facing are:

• The system is not interactive to facilitate easy navigation; 

• There is no labour migration data 

• Limited or no integration with some other systems that exchange data with KLMIS signals the lack 
of a well-defined data sharing mechanism. For instance, NEA MIS can supply data on some of the 
indicators of KLMIS

• LMIS is multi-stakeholders’ efforts, and KLMIS lacks a comprehensive multi-stakeholders 
coordination mechanism where the responsibilities of every stakeholder are defined

• The ministry of Labour staff mentioned the existence of an overlap between what KLMIS does and 
what NEA does. Specifically, they mentioned that NEA and KLMIS are working on similar activities 
related to employment. 

• The content of KLMIS should be defined by the users; the lack of a strong coordination mechanism 
of the users of KLMIS indicates that the content does not meet the needs of the users

• Lack of resources to develop, support and maintain a comprehensive KLMIS. The current system is 
maintained by three staff that are not enough to deal with all processes of a comprehensive LMIS.

5. SOMALIA

5.1 Labour migration Trends and Context

The Federal Republic of Somalia is situated on the peninsula known as the Horn of Africa. The country 
borders Djibouti in the northwest, Ethiopia in the west, the Gulf of Aden in the north, Kenya in the 
south-west, and the Indian Ocean in the east. The country also shares maritime borders with Yemen. 
The borders are with Djibouti (60km), Kenya (682km) and Ethiopia (1600km). The Indian Ocean offers 
an indirect route enabling anyone to travel informally.

The country has six international airports, five ports and 12 gazetted land border posts. All borders 
are reported to have an automated system2. Along the borders, migration flows include voluntary and 
involuntary migrants.  These include internal migrants, international migrants and nomadic movements. 
Voluntary Movements account for 62%, while Forced Movement accounts for 33%  (IOM, Cross 
Border Movements-Somalia, 2021). IOM provide support to maintain the available border management 
information systems. However, there is limited information on the number of porous border points 
through which a fair proportion of migrants, especially involuntary, are reported to go through. 

These include internal migrants, international migrants and nomadic movements. Voluntary Movements 
account for 62%, while Forced Movement account for 33% (IOM, Cross Border Movements-Somalia, 
2021)

2. Automated system means a set of software and computers to run operations
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Refugee Movements: Due to frequent conflict in the country, the country is a major producer 
of refugees to its neighbours. The average number of refugees from the country in the last decade is 
approximately 979,000. The trends reached their peak in 2012 when over 1million people sought asylum 
in neighbouring countries; see table below for detailed trends.

Table 3:Showing Net Migration Trends

Indicators 1962 1967 1977 1982 1987 1992 1997 2002 2007 2012 2017 2020

Net migration (1,328) 1,910 1,796,103 (454,532) (410,787) (822,004) - - (199,997) (233,405) (200,002)

Refugee 
population by 
country or 
territory of 
asylum 

500,000 700,000 840,100 480 622 193 903 2,308 14,565 11,235

Refugee 
population by 
country or 
territory of 
origin 

60 118 60,162 812,196 608,086 432,304 457,345 1,136,710 986,386 814,551

Internal migration in the country is estimated at 16% of households. The major causes of internal migration 
are environmental push factors such as drought and insecurity spilling off clan conflicts, terrorism among 
others. Nomadism is firmly ingrained in Somali culture as a customary coping mechanism for pastoralists 
living in areas where pasture and water are in short supply regularly. Nomadic population movements are 
predominately within the same districts (UNFPA, Mobility of the Somali People, 2016).

An estimated around 1 – 1.5 Somali are reported to be in diaspora.  The main destination countries are 
United Kingdom, the Netherlands, Norway, Sweden, the United States, Canada, Australia, and Malaysia 
(ILO, An assessment of labour migration and mobility governance in the IGAD region: Country report for 
Somalia, 2020). Other countries to which Somali migrants travel are Uganda, Sudan and Tanzania. On the 
other hand, the main source countries of immigrants into Somalia are Ethiopia, Kenya, Libya and Yemen 
(IOM, Cross Border Movements-Somalia, 2021).

The main reasons for movement are economic (40%), forced movement due to natural disasters (15%), 
forced movement due to food insecurity (14%), seasonal migration (cattle, farming, harvesting) (10%). 
Other factors are family reasons (4%), forced movement due to conflict (4%), Returnees (3%), health 
care (2%), education (1%), travel to collect aid (food, cash and other items) (1%) and buy goods for 
personal consumption (1%) (IOM, Cross Border Movements-Somalia, 2021). 

5.2 Labour Migration Legal and Policy Framework

The policy formulation process in the country is at its inception stage to guide and protect labour 
migrants from and to Somalia. From the assessment among stakeholders, the country does not have 
(i) a Labour migration policy. The current laws governing migration include the labour code (Federal 
Government of Somalia, 1972) and the recently formulated Employment policy.

The laws under review are Immigration Act (2019) and Passport Law (2019), Standard Operation 
Procedures (SOPs) for frontline immigration officers and labour code. The laws under review have been 
mentioned but are not readily available; thus, they are profiled as draft laws for the reader.

5.3 Labour MigrationMmajor Stakeholders and Coordination Framework

Several stakeholders are directly or indirectly involved in labour migration governance and collect data

i. Biographic data

ii. Biometric data (photographs and fingerprints)
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iii. Travel document images

iv. Entry and exit data

v. Visa data Vehicle/flight/Vessel data

The main stakeholders are:

i. Office of the Prime Minister and its Special Envoy for Children’s and Migrants Rights

ii. Ministry of Labour and Social Affairs (MOLSA) 

iii. Ministry of Interior, Reconciliation and Federal Affairs (MOI)

iv. National Commission for Refugees and Internally Displaced Persons (NCRI) 

v. Immigration and Naturalization Directorate (IND) of the Ministry of Internal Security

vi. Ministry of Humanitarian Affairs and Disaster Management (MOHADH)

vii. Ministry of Foreign Affairs and International Cooperation (MOFA)

viii. Federal Ministry of Planning, Investment and Economic Development (MOPIED)

ix. High-Level Task Force on Migration Management

x. Technical Task Force on Human Trafficking and Smuggling

xi. Technical Task Force on Return and Readmission

In the literature and interviews conducted, it was clear that there is limited coordination between the 
stakeholders.

5.4 Nature of Returning Migrants Data

According to the mapping findings, there is no data on returning migrants. The lack of data is due to 
various factors, including limited public awareness of the need, the limited number of primary surveys 
conducted, limited financial resources, human capital gaps and the absence of an LMIS.

5.5 Existing and Potential Labour Migration Data Sources

Even if there is no data on returning migrant workers, the country collects migration data at the three 
entry and exit points using the Migration Information and Data Analysis System (MIDAS), which can be 
used to extract some of the data using the entry and exit module. The system’s deployment is supported 
by the International Organization of Migration (IOM). The system collects data related to

i. Biographic data

ii. Biometric data (photographs and fingerprints)

iii. Travel document images

iv. Entry and exit data

v. Visa data Vehicle/flight/Vessel data

The system can collect, process, store and analyse traveller information in real-time along with the 
different entry and exit points. The major capabilities of the system are:

i. Extraction of information from Advanced Passenger Information (API)’s system messages, check 
data against an alert list and import flight details and passenger travel lists into the MIDAS database 
before the flight arrives

ii. Can use a barcode scanner to easily collect and process traveler data of cross border communities 
who do not possess a valid machine-readable travel document.

iii. Verify national travel documents against a national database and ID-Card database.

iv. Border Security: MIDAS can be used to check entry and exit data against national and INTERPOL 
Alert lists
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v. Migration Data: The system can record, manage cases, issue residence, employment and other 
types of permits.

vi. Data Exchange Abilities: The system can be connected to a central server to ensure sharing of 
collected information between borders in real-time

vii. MIDAS Mobile Kit: The system has a mobile kit option that consists of a ruggedised tablet, 
portable document reader, and fingerprint scanner. The kit can enable immigration officials to 
collect migration/traveller information in remote areas. 

According to the stakeholders interviewed, the challenge is that there has never been a need to analyse 
data on returning migrant workers.

In conclusion, the migration data of both labour migration and returning migrants in the country is 
collected through the centralised MIDAS deployed at the three border points along with Ethiopia, 
Djibouti and Kenya.

Other than data for arrivals, there is no system capturing and monitoring data for returning migrants. 
Nevertheless, if given access to the migration data records, there is a possibility to access and extract 
information about the nature and features of returning migrants in the country. 

5.6 Nature and Status of LMIS: Modules and Infrastructure

The country does not have an LMIS. Nonetheless, there are units and structures whose data can be 
combined to create the LMIS. These include supply institutions such as universities, vocational education 
and training institutions, the Ministry of Education, and demand institutions such as the private sector 
and employment service centres. Therefore, considering the country’s information needs, section three 
presents an ideal LMIS and a blueprint for operationalising returning migrant workers and members of 
their families for consideration by national authorities.

Figure 3:Map of Uganda showing Gazetted Border 
Points

6 UGANDA

6.1 Labour Migration Trends and Context

Uganda is a landlocked country and shares borders with Kenya, South Sudan, Tanzania, Rwanda, and the 
Democratic Republic of Congo.

Uganda’s 11 of the 61 gazetted entry/exit points 
that define the territorial boundaries have 
automated systems, while the rest use manual 
registration books. In addition, there are 307 
porous borders along the territorial boundaries 
with no form of monitoring and collection of data 
related to migration3. 

Along the gazetted borders, in the last five years, 
at least a million people annually travel through the 
gazetted borders from and to various destinations 
across the globe (UBOS, International Arrivals and 
Departures, 2021), see table below for details.

 

3. Migration is the geographic movement of people across a specified 
boundary of the country for the purpose of establishing a new residence. 
Migration can either be internal or international.
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Table 4:International Arrivals and Departures (000)

 Arrivals Departures

Movement*

Movement**

Net Gross

 

Period Number (‘000s) Annual Number (‘000s) Annual Number (‘000s) Number (‘000s)

 %age Change %age Change

2015 1,730 1.8 1,710 7.1 20 3,440

2016 1,802 4.1 1,887 10.3 -85 3,688

2017 1,927 6.9 1,933 2.5 -6 3,861

2019 1,040 - 1,234 - 194 2,274

Source: Uganda Bureau of Statistics, 2021

The types of migrants include voluntary and involuntary migrants. Voluntary migrants (in and out of 
Uganda) include job seekers, education seekers, migrants seeking to reconnect with family members, 

while involuntary migrants include mainly 
refugees.  Uganda has become one of the 
main homes globally in the last decade, hosting 
approximately 1.4 million refugees (World 
Bank, 2021). The refugees are mainly from 
South Sudan, DRC, Rwanda and Burundi. 

The reasons for migrating for involuntary 
are mainly insecurity spilling off wars, social 
instabilities in source countries, natural 

Figure 4: Refugee Flows to Uganda, Source World Bank

disasters such as drought.  On the other hand, the reasons for migrating for voluntary migrants in Uganda 
are income reasons (unemployment), desire to follow or join family, marriage, education, divorce and 
land-related factors (UBOS, 2018).  

The main destination markets for Ugandan emigrants are the United Kingdom, Kenya, South Africa, 
Tanzania, the United States, Canada, Sweden, and South Sudan, among others. The main source markets 

Figure 5:Major exit and entry Points for Migrants (%):

of Ugandan immigrants are South Sudan, 
Rwanda, DRC, Burundi.

Main routes of migration: The main routes for 
migrants going through gazetted borders are 
Entebbe, which accounts for 48% and 62% of 
arrivals and departures.  The other points with 
high travels are Busia, Malala and until recently 
Katuna, see figure (2) for details



27

6.2 Labour Migration Legal and Policy Framework

Several policies, laws and regulations have been formulated to govern aspects related to labour migration 
in Uganda. The policies range from adopting and customizing international migration policies to 
employment policies regulating labour migration. The key policies driving the migration agenda in the 
country are listed below.

Citizenship and Immigration Control Act of 1998 (Government of Uganda, Citizenship and 
Immigration Control Act of 1998, 1998) is the main act used to govern and regulate migration flows. The 
act gives direction on citizenship, passports; immigration control; and registration and control of aliens. 

The Employment Act of 2006 governs the relationships between employers and employees in the 
labour market. The act tasks the minister, labour officers and industrial courts to promote and guarantee 
equality of opportunity for migrant workers and their family members who are legally residing in Uganda

Employment Regulations No. 62 of 2005 (Government of Uganda, Rules and Regulations Governing 
the Recruitment and Employment of Ugandan Migrant Workers Abroad, 2005): The regulations govern 
the recruitment and employment of Ugandan migrant workers abroad. The regulations address licensing 
and regulation; placement by the private sector; placement by the administration; market development 
and formulation of employment standards; recruitment, violation and related cases; and welfare and 
employment services.

National Employment Policy for Uganda (Government of Uganda, The National Employment Policy 
for Uganda, 2021): The major objective of the policy is to increase Decent Employment Opportunities 
and Labour Productivity for Socio-Economic Transformation. In relation to labour migration, the policy 
covers issues related to externalization of labour; highlights the need for MGLSD to be involved in 
ensuring that the rights of Ugandans working abroad are protected; formulation and enacting bilateral 
agreements with host countries; and highlights the need for a revolving fund to support migrant workers. 
However, the policy is silent on returning migrants. One of the major issues highlighted in the policy is 
the lack of data on immigrant workers. The lack of data is identified in the policy as one of the major 
impediments to regulating the flows of workers and working conditions of both skilled and artisanal 
immigrants.

Bilateral and multilateral labour agreements: Uganda has bilateral and multilateral labour 
agreements with several countries. For example, an agreement exists between Uganda and South Sudan 
to place public servants in the latter country. Trinidad and Tobago have approached Uganda with a 
request for medical personnel. Many Ugandans work abroad, particularly in Middle Eastern countries, 
often recruited by licensed recruitment agencies.  The EAC migration laws permit free movement of 
labour between Uganda and EAC member states. Yet the information and conditions in the agreements 
are not readily available to the agents in the labour markets.  

While there are laws, policies and regulations governing migration in the country, they are all silent on 
returning migrant workers and members of their families. 

6.3 Labour Migration Major Stakeholders and Coordination Framework

A coordination framework is in place that is supposed to meet regularly to discuss migration-related 
issues. The Directorate of Citizenship and Immigration Control, a division of the Ministry of Internal 
Affairs (MIA), is responsible for monitoring non-nationals entry and stay in the country, registering 
Ugandan nationals and resident aliens, and issuing passports other travel documents. The Ministry of 
Foreign Affairs (MOFA) Diaspora Department manages ties with people living in other countries. Finally, 
the Ministry of Gender, Labour, and Social Development (MoGLSD) supervised everything about labour 
exports. The following is a list of stakeholders involved in the country’s coordination of migration-
related issues. In relation to returning migrants, there is no organization primarily tasked with recording 
returnees and members of their families. Below is a list of stakeholders participating in coordinating 
migration-related issues in the country.
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While some partners are responsible for complementary roles, the assessment revealed a lack of 
interaction between the various partners. A coordination framework is in place that is supposed to meet 
regularly to discuss migration-related issues. However, these meetings have been infrequent, impeding 
overall coordination.

6.4 Existing and Potential Labour Migration Data Sources

Apart from the official migration records recorded at entry points, the government lacks an established 
database or information management system for returning migrants and members of their families. There 
is a data collection template for returning migrant workers at Entebbe International Airport. However, it 
receives a negligible response rate. Otherwise, the Uganda National Household Survey and the Population 
Census can be used to obtain statistics on returning migrants as well as analysis of administrative records 
obtained by the Ministry of Internal Affairs at entry points.

Migration Information Systems in the country

Even though there is no data on returning migrant workers and members of their families, some 
existing databases described in the section below can be used to extract some of the information. The 
country uses three different systems: MIDAS, PISCES, E-VISA, and EEMIS. The systems are deployed at 
approximately eight of the gazetted borders. 

1. Migration Information and Data Analysis System (MIDAS):  is a Border Management 
Information System (BMIS) deployed eight borders in the country, and it also has a mobile kit that 
consists of a ruggedized tablet, portable document reader, and fingerprint scanner. The system 
collects information on travelers in and out of the country. The deployment of the system is mainly 
supported by IOM. 

The country collects migration data at the three entry and exit points using the Migration Information 
and Data Analysis System (MIDAS). The system’s deployment is supported by the International 
Organization of Migration (IOM). The system collects data related to

i. Biographic data

ii. Biometric data (photographs and fingerprints)

iii. Travel document images

iv. Entry and exit data

v. Visa data Vehicle/flight/Vessel data
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The system has the capability to collect, process, store and analyze traveler information in real-time along 
with the different entry and exit points. The major capabilities of the system are:

i. Extraction of information from Advanced Passenger Information (API)’s system messages, check data 
against an alert list and import flight details and passenger travel lists into the MIDAS database before 
the flight arrives

ii. Can use a barcode scanner to easily collect and process traveler data of cross border communities 
that do not possess a valid machine-readable travel document.

iii. Verify national travel documents against a national database and ID-Card database.

iv. Border Security: MIDAS can be used to check entry and exit data against national and INTERPOL 
Alert lists

v. Migration Data: The system can record, manage cases, issue residence, employment and other types 
of permits.

vi. Data Exchange Abilities: The system can be connected to a central server to ensure sharing of 
collected information between borders in real-time

Challenge

While the system collects data on “reason for travel”, the variable is not standardized, with each 
respondent writing whatever they wish in any format. This limits data analysis and usage for decision 
making. During the mapping, it was reported that UBOS was trying to standardize the variable. 

2. The Personal Identification Secure Comparison and Evaluation System (PISCES) 
is another border control database system deployed on eight borders. The government uses 
the system to primarily track terrorists in the country. However, the system doesn’t permit real-
time communication between the two borders using the system as a major limitation. 

3. Uganda Electronic Visa/Permit Application System: The government developed this 
system to collect migration data. The system is hosted on https://visas.immigration.go.ug/. The 
system is deployed at two borders stations. The system is used to issue visa and work permits

Challenges

i. Lacks/limited Standardization of key variables such occupational list, professional list and qualification 
with international standards such as International Standard Classification of Occupations. For example, 
a housewife is included as an option under Occupations

ii. Information on Education and Skills is missing in the current template; this could be added to the 
template

iii. The system does not capture regional travelers (in Kenya, Rwanda and Uganda)4 who use national 
identity cards and don’t require visas and work permits to travel to the country (MOICNG, 2013). 

iv. The system could have a list of rare skills generated from the occupation Demand list survey to guide 
work permit issuance to foreign workers seeking to work in Uganda

v. The system in its current form doesn’t allow users to create their accounts

vi. The system gives only 30 minutes to users to enter data; once the time is out, users must re-do the 
whole process

4. External Employment Management Information System: The External Employment 
Information System (EEMIS), hosted at https://eemis.mglsd.go.ug/ , is the exclusive platform for 
managing and monitoring labour export. While it is an independent IT system, it should be a 
module or sub-system of the LMIS. The module manages: (i) License applications by employment 
recruitment agencies; (ii) License approval process; (iii) Processing of individual migration workers 
who do not go through employment recruitment agencies; and (iv) Job order processing, which 
entails reconciling demand from foreign recruiters and local employment recruitment agencies. 

4. The three countries have agreed to allow their nationals travel freely with national IDs within their respective territories using interstate pass.

https://visas.immigration.go.ug/
https://eemis.mglsd.go.ug/
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It is critical to note that the module’s scope is often confined to artisanal workers exportation.

Challenges

i. The system does not use international standards such as ISCO and ISIC to make sure the data 
collected by one institution can be compared to data from other institution

ii. The current data in the system is limited to artisanal workers going to the Arab world. 

5. Interpol System: The organization brings together all enforcement agencies in 194 countries. 
The organization coordinates and links national enforcement agencies and international enforcement 
agencies. The database has data on missing persons, criminals and people who have died but of 
international importance. In addition, and of importance to labour migration, the organization issues 
“certificates of good conduct” to labour migrants seeking employment and education in external 
labour markets. Most employers, including international organizations, multilateral companies and 
external governments, utilize the Interpol system to cross-check the criminal status of employees. 
Artisanal workers such as maids licensed by the ministry of gender, labour and social development 
equally apply for the certificate of good conduct from the organization.

Challenges

i. The system does not collect data on returning migrants and deportees

ii. There is limited data sharing between the system and other national management information 
systems. The reason for not sharing data is because the practice has never been initiated; this 
offers an opportunity for the Ministry of Gender, Labour and Social development to initiate the 
practice. 

6. Diaspora Management Information System: The system is currently not in place, but ongoing 
efforts to develop it. The main limitation is financial resources. The system, when developed, will 
be deployed at foreign missions to capture information of Ugandans abroad. The system should be 
integrated with the LMIS as one of the core modules. 

In conclusion, despite the systems mentioned above, systemic constraints have been identified as impeding 
the platforms’ effective operation. The underlying issues are a lack of standards, systems that do not share 
information, and systems that operate in silos.

6.5 Nature and status of LMIS: Modules and Infrastructure

Uganda’s LMIS is under development. A framework for its development has been developed and validated. 
There are currently two modules developed, including the EEMIS and OSHMIS. 

External Employment Information System (EEMIS): is fully developed and deployed on https://eemis.
mglsd.go.ug/. The module automates the labour export function.  The key components of the module 
are:

i. License application by employment recruitment agencies; 

ii. Approval license process;

iii. Processing individual migration workers applications not going through employment agencies; and

iv. Job order processing involves reconciling demand by foreign recruiters and local employment 
recruitment agencies. 

The Occupational Safety and Health (OSH) Management Information System: OSH module is just in the 
early stages of development. The user acceptance tests are now undergoing for some of the functions, 
and the module is expected to be operational in a few months. The module functions including: work 
place registration; inspections; accident registration and statutory inspection among others.

https://eemis.mglsd.go.ug/
https://eemis.mglsd.go.ug/
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ILOSTAT5:This is an open-source platform the International Labour Organization has customised to the 
Uganda context. The ILO has offered to provide technical assistance to achieve the above cause. It is 
important to note that this content is mainly limited to Key Indicators or the Labour Market (KILM). 
The LMIS covers more information not captured by the KILM, including private sector skills gaps, social 
security data, and macroeconomic trends. Thus, in addition to the ILOSTAT content, stakeholders in 
Uganda need to decide the nature of coverage the LMIS of Uganda should take. The blueprint section 
will present an ideal LMIS for consideration by the authorities. 

LMIS Equipment Status: Other than equipment allocated to the units working on the above two 
modules (EEMIS and OSH), there is no equipment allocated to the LMIS, as should be the case. The 
above units utilise the Ministry of Gender, Labour and Social Development infrastructure to implement 
the modules.

LMIS Equipment Space: While no space has been earmarked for LMIS equipment in the ministry 
of Gender, Labour and Social Development, an IT department in the ministry could still host the same 
equipment and the national data centre. 

Uganda’s LMIS is focused on labour administration rather than labour market analysis. Now, the system 
is unable to respond to labour market issues such as:

i. Status of the Ugandan population’s education and employment

ii. Talents are required to realize the country’s vision

iii. The capacity of TVET or higher education to meet the needs of the labour market

iv. Employment status of TVET or Higher Education graduates

v. The capacity of the economy to support all of the graduates and dropouts

vi. Labour force’s size and composition

vii. Sectors with the greatest potential for creating quality and productive jobs

viii. Unemployed, working in unsatisfactory conditions, and looking for work

ix. Labour migrants by age group, sex, education and employment status?

x. Returning migrant workers and members of their family by age group, sex, education and 
employment status?

This highlights the necessity to improve Uganda’s LMIS to respond to the labour mentioned above market 
issues.

7 BURUNDI

7.1 Labour Migration Trends and Context

Burundi acceded to the EAC in July 2007, together with 
Rwanda, and is geographically covering approximately 
27,834 km2, and bordered by Rwanda, the United Republic 
of Tanzania and Democratic Republic of the Congo. 
Economically, it has the lowest GDP of USD2.842 billion 
(World Bank, 2020) and has a population of approximately 
12.3 million (ISTEEBU, 2020).

Burundi has 25 official point of entry, 2 ports and 

5. ILOSTAT is the global reference for international labour statistics, providing a 
comprehensive database and resources for producing labour statistics.
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1 airport as it is shown on figure 1. From the discussions with the office of “Commessariat de 
l’Immigration”, all the borders are not automated and it is a time consuming and prone to errors 
process to come up with any report. There is limited information on the number of porous border 
points through which a fair proportion of migrants, especially involuntary, are reported to go through. 
At mid 2020, the international migrant stocks at destination accounted for 344,767 Burundians, 
compared to 551,105 (UN Department of Economic and Social Affairs, International Migration 2020 
Highlights, 2020). The average age of Burundian migrants was 30.6, and 50.7 per cent were female. The 
high unemployment rate and the country›s socio-economic and political environmental are the primary 
drivers of migration. The pull factors include the prospect of a better life in the destination countries, 
specifically higher salaries, a higher standard of education, and health care. Due to the scarcity of regular 
migration options and the administrative challenges associated with them, migrants frequently choose 
irregular migration channels, many of whom are aware of the risks and vulnerabilities associated with 
them. The disparity between international migrant stocks at origin and destination, which is 206,338 
people, demonstrates how difficult migration is for Burundian.

7.2 Labour Migration Legal and Policy Framework

Burundi has formulated policies, laws and regulations to govern aspects related to migration. The key 
policies driving the migration agenda in the country are listed below.

National Employment Policy 2014

The overall objective of the National Employment Policy is to reduce unemployment and underemployment 
by promoting high economic growth, self-employment through micro, small and medium-sized enterprises, 
as well as high- labor intensity (Ministère de la Fonction Publique, du Travail et de la Sécurité Sociale, 
2014).

National Migration Policy 2015

The overall objective of this policy is to provide Burundi with a coherent national political and strategic 
framework to manage migration in the short, medium and long term in order to contribute to making 
Burundi a stable and safe country, attractive, welcoming and open, firmly committed to the path of 
sustainable social and economic development. 

National Diaspora Policy 2015

Based on a general objective of taking into account the needs and aspirations of the diaspora and maximizing 
its contribution to the development of the country, the policy has set itself eight objectives: 1. Strengthen 
confidence between the Government of the Republic of Burundi and the Diaspora through specific 
actions for peace, national cohesion and development. 2. Improve communication with the Diaspora. 3. 
Protect and defend the rights of Burundians abroad. 4. Improve knowledge on the Diaspora. 5. Recognize 
the contributions of the Diaspora to the development of the country. 6. Valuing the economic capital 
of the Diaspora. 7. Valuing the social and human capital of the diaspora. 8. Encourage and/or strengthen 
bilateral and multilateral cooperation in the area of   Migration and Development.

Labour Code 2020

The purpose of this law is to lay down the rules governing relations between workers and employers 
carrying out their professional activities on Burundian territory as well as between the latter and 
apprentices or trainees governed by an employment contract.

Draft National Labour Migration Policy 2021

IOM is supporting the Government of Burundi to develop a gender-sensitive National Labour Migration 
Police. The policy aims to strengthen coordination between the various actors around the principles of 
migration governance, tries to highlight the gender-sensitive dimensions, and would like to contribute to 
a better engagement of the Burundian diaspora by including the labor migration of Burundians residing 
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abroad, and using the potential of refugees in the domestic labor market. Such a policy, if made into law, 
will provide clear guidance on foreign labour admission policies, including the rights of migrant workers. 
It will also set up mechanisms for preventing or reducing irregular labour migration while strengthening 
international cooperation through bilateral labour agreements with selected countries. Furthermore, the 
policy emphasises the potential role of refugees in the labour market in Burundi. The draft policy was 
validated in May 2021, and it is currently awaiting approval from the Government of Burundi before it 
can be implemented.

In conclusion, while there are laws, policies and regulations governing migration in the country, they are 
all silent on returning migrant workers and members of their families.

7.3 Labour Migration Major Stakeholders and Coordination Framework

Migration and labour migration in particular involves various stakeholders to facilitate migrants to depart 
and reach their destination safely. The Government of Burundi has established a number of organizations 
operating at different levels.

At policy and strategy level, Burundi has various Ministries supporting migrants. The ministries include 
the Ministry of Foreign Affairs, Ministry of Public Service, Labour and Social Security, Ministry of Foreign 
Affairs and International Cooperation, Ministry of Interior, Community Development and Public Security 
and Ministry of East African Community, Youth, Sport and Culture.

At implementation level, Burundi has Investment Promotion Agency to attract investors and diaspora 
community, National Office for the Protection of Refugees and Stateless Persons, private recruitment 
agencies, Institut de Statistiques et d’Études Économiques du Burundi (ISTEEBU) and Office Burundais 
de l’Emploi et de la Main d’Œuvre (OBEM).

It is worth noting that the private recruitment agencies were put on hold by the Government of Burundi 
while the recruitment laws and policies are being revised according to the Ministry of Public Services, 
Labour and Social Security.

The biggest challenge that was realised through the interviews conducted is the lack of sharing of 
information among the stakeholders, which signal a weak coordination mechanism. The lack of trust in 
how the data will be utilized by the receiver is one of the factors that limit data sharing. The security 
nature of the organization holding the labour migration data is also another factor.

7.4 Nature of Returning Migrants Workers Data

According to the mapping findings, there is no data on returning migrants apart from refugee repatriated 
refugees from mainly border countries. The lack of data on returning migrant workers and members of 
their families is due to various factors, including limited public awareness of the need, the limited number 
of primary surveys conducted, limited financial resources and the absence of a systematic data collection, 
analysis and sharing of data such as LMIS.

7.5 Existing and Potential Labour Migration Data Sources

Work Permits Data

Foreign nationals wishing to work in Burundi are required to obtain a work permit at the Ministry of 
Public Service, Labour and Social Security. The data collected is disaggregated by gender, age, skills, 
education, occupation and employment sector. Burundi does not have an IT based system for work 
permit. All requests for work permit are made and submitted in hard copy accompanied by all the 
necessary requirements.

Visa Data

Foreign nationals entering Burundi require to register for a visa on immigration purpose. The “Commissariat 
Général des Migrations“ keeps record of all foreigners who entered the country through recognised 
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national borders and airports. Foreign nationals requesting for ordinary or referred visa are asked about 
the purpose of the visit which include employment or consultancy. All applications for visa are submitted 
in hard copies at different embassies/consulates around the world or on arrival.

Enquête Intégrée sur les Conditions de vie des Ménages (EICM) 2020

This research provides information on changes in the population’s well-being, such as poverty, inequality, 
employment, living conditions, education, health, housing conditions, household consumption, and 
migration. It is supposed to be conducted every five years, but Burundi has conducted two of them so 
far, one in 2014 and another one in 2020.

OBEM Job Seekers Data

L’ Office Burundais de l’Emploi et de la Main d’Œuvre registered job seekers per district but few districts 
were covered and the data is kept in hard copy questionnaires.

Entry and Exit Data

Burundi border management for the entry and exit is done with a manual system where travelers have 
to fill out handwritten forms. All the information is kept by the “Commissariat Général des Migrations » 
in hard copies. IOM’s effort was made to introduce MIDAS, and the pilot phase was conducted on some 
stop borders posts. 

Burundi’s biggest data difficulty is that most data is in hard copy, is not standardised, and is collected 
infrequently.

7.6 Nature and Status of LMIS: Modules and Infrastructure

The country does not have an LMIS. Given the status of the data structures mentioned in the previous 
section, an LMIS can be developed to support Burundi to consolidate the existing data as well as improve 
in the future the data collection and dissemination processes. Therefore, considering the country’s 
information needs, section three presents an ideal LMIS and a blueprint for operationalising returning 
migrant workers and members of their families for consideration by national authorities.

8. SOUTH SUDAN

8.1 Labour Migration Trends and Context

South Sudan has a population of approximately 11.19 million people. The country is bordered on the 
east by Ethiopia, on the west by the Central African Republic, on the north by Sudan, on the south by 
Uganda, on the southeast by Kenya, and on the southwest by the Democratic Republic of the Congo.  

South Sudan’s borders measure 4,797 kilometres in length (2,981 mi). The Central African Republic 
accounts for 682 kilometres, the Democratic Republic of the Congo for 628 kilometres, Ethiopia for 
883 kilometres, Kenya for 232 kilometres, Sudan for 1,937 kilometres, and Uganda for 435 kilometres. 
South Sudan has 36 land borders, 2 ports and 7 airports (IOM, South Sudan Points of Entries and Travel 
Restrictions, 2022). The few gazetted borders across the vast bordering territory signal the number of 
porous borders through which migrants and members of their families transit without any official records. 

Although the country is young, it has a history of war and conflict caused by political differences and 
other factors. As a result, the country has developed into a significant producer of emigrants in the form 
of refugees and immigrants in the form of returning migrants. The voluntary international migration 
stock has grown from 257,905 in 2010 to 824,122 in 2015 and recently to 871,000 in 2019. In terms of 
involuntary migrants, the trend has significantly exhibited a positive trend reaching its peak of 2.43m in 
2017 and slightly reducing to 2.19m in 2020; see figure (1) for details. The upward growth in migration 
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stock has been dominated by emigrants due to push factors mainly spilling off insecurity and violence in 
the country for involuntary migrants. 

The other reasons for migration are marriage and kinship and the search for livelihood opportunities 
among persons, especially youth. 

Yet despite being a major producer of refugees, the growing voluntary migrants are generating significant 
remittances reach $1.267bn in 2018 and recently reduced to $86m partly due to the covid-19 pandemic, 
which has constrained income generation activities across the globe, see figure 2 for details

Figure 8: Personal Remittance to South Sudan (USD)

Figure 7: Trends of Refugees from South Sudan

Figure 8: Trends of Refugees from South Sudan
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8.2 Labour Migration Legal and Policy Framework

While the country is still developing and revising its institutional framework, it already has a set of laws 
and policies in place that influence the governance of migration and related issues on a direct and indirect 
basis. Among them are the following:

Nationality Act 2003

The Nationality Act 2003 regulates all aspects of nationality and naturalisation for all individuals, including 
immigrants seeking to become South Sudanese nationals. 

The Child Act 2008

The Act protects the children of refugees and internally displaced persons; the Act’s purpose is to extend, 
promote, and protect children’s rights in Southern Sudan, in accordance with the provisions of Article 
21 of the Interim Constitution of Southern Sudan, 2005, and as defined in the 1989 United Nations 
Convention on the Rights of the Child and other international instruments, protocols, standards, and 
rules relating to the protection and welfare of children to which Sudan is a signatory.

Passports and Immigration Act 2011

The 2011 Passports and Immigration Act regulates nationality, identity documentation, and immigration 
(including entry, departure, registration, and deportation). This Act establishes a legal framework for the 
issuance of South Sudanese passports, visas, and residence permits to foreign nationals, as well as the 
deportation of foreign nationals from South Sudan.

The Refugee Act 2012

The 2012 Refugee Act establishes the country’s obligations and responsibilities to refugees; The purpose 
of this Act is to implement relevant international treaties, conventions, and principles and standards 
relating to refugee protection within the Republic of South Sudan; to provide for the reception of asylum 
seekers in South Sudan; to regulate applications for and recognition of refugee status; to provide for the 
rights and obligations that flow from such status, and to provide for other related matters.

Labour Act 2018

The Act establishes a legal framework for minimum employment conditions, labour relations, labour 
institutions, dispute resolution, and workplace health and safety, in accordance with the 2011 Constitution 
of the Republic of South Sudan and South Sudan’s international and regional obligations.

National Comprehensive Migration Policy 2019

The objective of the policy is to improve, and where missing to establish, a system of policies and 
institutions to manage migration in the Republic of South Sudan (RSS). The policy is founded on a 
rights-based approach as rooted in the Transitional Constitution of the Republic of South Sudan, which 
gives every South Sudanese citizen the right to freedom of movement and the liberty to choose her/his 
residence. It also calls for the regulation of issues related to Nationality and Naturalization, Passports and 
Visas, and Immigration and Aliens. The policy includes also include a policy area on Labour Migration. The 
policy gives a general orientation on returning migrant and it highlights lack of data on returning migrants 
as a key challenge for engaging them.

8.3 Labour Migration Major Stakeholders and Coordination Framework

The institutional framework for migration governance in South Sudan is shaped by decades of protracted   
conflict. Despite ongoing progress in building national and state economic, legislative and judicial structures, 
the institutions in charge of migration management remain fragile and have insufficient capacity and 
limited resources. The leading institution for migration governance is the Ministry of Interior, Directorate 
of Nationality, Passports and Immigration, while Interagency collaboration on migration in government is   



37

coordinated through the National Aliens Committee/National Coordination Mechanism (NAC/NCM), 
which was mandated by the Passports and Immigration Act, section 29 and the subsequent regulations 
of the National Aliens Committee Procedures Regulations, 2013, amended in 2016. These Acts and 
Regulations give NAC/NCM the authority and mandate to develop and formulate migration-related 
policies and strategies (National Migration Policy 2019, p. 12). Other institutions include:

•  Ministry of Foreign Affairs and International Cooperation

•  Ministry of Labour

•  Ministry of Humanitarian Affairs and Disaster Management 

•  Ministry of Wildlife Conservation and Tourism 

•  Ministry of Justice

•  Ministry of Security

•  Directorate of Immigration, Passport, Nationality and Identification

•  Commission on Refugee Affairs

•  Relief and Rehabilitation Commission

•  Technical Task Force on Anti-Human Trafficking and Smuggling of Persons of the Republic of South 
Sudan 

•  South Sudan National Police Service (SSNPS)

•  National Bureau of Statistics

•  Commission for Refugee Affairs

•  National Human Rights Commission

The National Coordination Commission needs to be strengthened to coordinate be able to lead data 
collection, analysis and sharing on labour migration as well as returning migrant workers and members 
of their families. 

8.4 Nature of Returning Migrants Workers Data

Returning Migrants Data: Other than data related to refugees, there is no clear structure of data related 
to returning migrants and members of their families. However, records from the church, UNCHR and 
Government can be analysed further to draw signals about the nature and features of the aforementioned 
groups of people. 

8.5 Existing and Potential Labour Migration Data Sources

Work Permits Data

A work permit is a legal document that allows a foreigner to legally streamline his or her employment/
work status in the Republic of South Sudan. It is issued by the Department of Alien Employment in the 
Ministry of Labour (South Sudan Ministry of Labour, 2022). The Ministry has an IT system that is used to 
process work permit applications.

Labour Market Assessment Data, 2020

The Ministry of Labour initiated an employer-based registration of employees in 2020, and the process is 
still going on. The registration collects information on identifying the employee, gender, age, nationality, 
education, employment, work permit status, and other information. An electronic questionnaire was 
developed, and analytical indicators were developed. 

eVISA Data

This is the Government e-Services Portal of South Sudan, developed to enable single window access to 
services being provided by the various South Sudan Government entities. It is designed and developed by 
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the Ministry of Interior, South Sudan National Police Service, Directorate of Civil Registry, Nationality, 
Passports and Immigration, Department of e-Visa and Immigration Service, Government of South Sudan. 
The service can be accessed on this link https://www.evisa.gov.ss.

Job Seekers Data

Private recruitment agencies have job seekers profiles in excel files and they use the database to place 
them into employment. There was an initiative of the Ministry of Labour and UNDP to develop a 
matching system and the system was developed but it was never operationalised.

Entry and Exit Data

South Sudan border management for the entry and exit is done with the help of Migration Information 
and Data Analysis System (MIDAS).  MIDAS automatically captures traveller’s biographic and biometric 
data through the use of document readers, webcams and fingerprint readers. This automation of data 
collection allows for faster and more accurate capture of information - alleviating the workload at borders. 

8.6 Nature and Status of LMIS: Modules and Infrastructure

The country does not have an LMIS. Given the status of the data structures mentioned in the previous 
section, an LMIS can be developed to support Burundi to consolidate the existing data as well as improve 
in the future the data collection and dissemination processes. Therefore, considering the country’s 
information needs, section three presents an ideal LMIS and a blueprint for operationalising returning 
migrant workers and members of their families for consideration by national authorities.
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SECTION 3: BLUEPRINTS

Data in silos is one of the primary issues mentioned in the previous sections, and it prevents labour 
market and migration data analysis from supporting labour migration governance. The proposed LMIS 
plan is a data aggregation system that collects information from various sources and formats.

A data validation procedure, data cleansing, data transformation to meet specified standards, data 
aggregation to generate indicators, and data loading in a well-structured data warehouse are all part of 
the data consolidation process.

9. LMIS Blueprint 

The diagram below presents the different features of the system. The system, also known as the Integrated 
Labour Market Information System, is composed of the following main features:

• Data sources in different formats: Operational systems, SPSS, SQL, ERP, CRM, flat files and 
spreadsheets

• Data Extract, Transformation and Loading into LMIS data warehouse

• Analysis, forecasting and data-based recommendations

• Supporting components: institution framework, regulatory framework, standards and LMIS unit

Figure 9: LMIS blueprint

The data sources are categorized into two main sources:

Labour Supply: all data related to socio-demographic, education, labour force, National Qualification, 
diaspora database, and returning migrant workers and members of their families

Labour Demand: all data related to vacancies, business registry, business tax-based registry and 
establishment census
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The system will have the following modules to start, but it will grow over time depending on the needs 
of the country:

Socio-demographic Module: socio-demographic data describes the characteristics of the population 
such as size, age, gender, growth, distribution and health. This information serves as a baseline for analysing 
the labour market in any country. The sources of data for this information are population census and 
household surveys.

Education Module: the quality of the population of any country is defined by its educated population. 
This module will contain data on primary, secondary, technical and vocational training (TVET) and Higher 
Learning Institutions (HLI). The source of this data comes mostly from the databases of the Ministry of 
Education and the national qualification repositories.

Labour Migration Module: this module will cater for all data on emigrants, immigrants and returning 
migrants workers and members of their families.

KILM Module: the KILM is a collection of 17 key indicators of the labour market; covering employment 
and other variables relating to employment (status; economic activity; occupation; hours of work etc.); 
employment in the informal economy; unemployment and the characteristics of the unemployed; 
underemployment; education; wages and compensation costs; labour productivity and working poverty. 
The KILM indicators provide a strong basis for assessing and addressing key questions related to productive 
employment and decent work. The Labour Force Survey (LFS) is the main data source for the 17 KILM.

Employment Module: the ability of any economy to create employment is defined by the employment 
by population ratio, and this module will try to track the opportunities created by the market. The main 
source for this information is the LFS, National Social Security Fund, Taxation database and surveys on 
employment in the informant sector.

Opportunities Module: jobs, internships, apprenticeships, training, and scholarships are the key main 
sources of opportunities for job seekers and students. This module will track these opportunities in the 
local market and overseas. The source of this data will be local or overseas private recruitment agencies, 
training centres and HLIs.

10.  Blueprint to Operationalize Database of Returning Migrants and Members of their Family

The diagram below presents the different features of the system. The database will be one of the modules 
of LMIS to ensure it is fully integrated into the national labour market governance. The database will be 
composed of the following main features:

Data sources in different formats: Operational systems, SPSS, SQL, ERP, CRM, flat files and spreadsheets

Data Extract, Transformation and Loading into the data warehouse

Analysis, forecasting and data-based recommendations

Supporting components: institution framework, regulatory framework, standards and supporting team
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Figure 10: Blueprint for returnees database

The system will have the following modules to start, but it will grow over time depending on the needs 
of the country:

Entries Module: the office of immigration services collects information on nationals and foreigners 
entering the country through land, airport and seaports. The Ministry in charge of labour will negotiate 
to access some of this data for analytical purposes.

Diaspora, Remittances and BLMA Databases: If these databases do not exist, they will need to 
support respective institutions to develop the database and integrate them with this module of LMIS on 
returning migrant workers.

National Qualification Repository: Students studying abroad are required to find equivalence in 
their countries if they return home. This database is a great source of returning migrants to be tapped 
into to analyse and improve reintegration programmes. Where the database exists like in Kenya, the 
database will be linked with LMIS but where the database does not exist, negotiations can be initiated to 
develop it.

IOM Return and Reintegration Database: IOM support migrants stranded abroad and who would 
wish to voluntarily go back to their countries of origin. This database can facilitate knowing returning 
migrant workers if the right variables are integrated into the system.

LFS, HH Surveys and Traceability Studies: Labour Force Survey, household surveys traceability 
studies are the great source of labour supply in countries where they have conducted these surveys and 
studies. In these studies, questions are asked about where someone was in the reference week. There 
will be a need to negotiate with the statistical bureau to provide this information for analysis purposes.

Reintegration Program Databases: countries implement reintegration programs in different forms 
and target different population categories. There will be a need to tap into these databases, especially 
under BLMA, to inform analysis on returning migrant workers.
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11. Operationalization Requirements

All the data from different sources will have to be extracted from different systems once a data-sharing 
mechanism is established between the data producers. Data will come in different forms and formats, 
which include excel files and Application Programming Interfaces (APIs).

Once data is loaded in the data warehouse, it can answer every indicator in reports, charts, tables or 
dynamic Online Analytical Processing (OLAP) analysis. As the system stores more and more time-series 
data, forecasting analysis can also be done.

This system can properly respond to the needs of the stakeholders when they are involved in its 
development, hence the need to bring on board different institutions that produce data and those that 
use the data.

The whole process needs to be supported by a well-trained and equipped LMIS unit composed of 
analytical and IT teams.

11.1 Requirements to Operationalize the Database

For the system to operate properly, it needs an IT infrastructure capable of running all the system’s 
processes. Below is the list of the main infrastructure that needs to be put in place by the country:

Figure 11: ICT infrastructure topology

11.2 List of Equipment and Software

# Item Quantity

IT EQUIPMENT

1. Computer Server 5

2. Firewall 1

3. Flat-screen 1

4. Server cabinet and accessories 1

5. Network cabinet and accessories 1

6. Switch 2

7. Wireless Access Point 2

8. Network accessories (Network cables, RJ45, extensions,..) -

9. Supply and installation of a Three Phases Compensated Voltage Stabilizer 
inline with the UPS

1

10. Supply and installation of a UPS 20KVA 1

SOFTWARE

11. Ubuntu Operating System -

12. Web server: Apache HTTP Server -

13. Database server: Maria DB -
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14. Mail server -

15. SSL Certificate -

20. SPSS 22.0 -

21. STATA 14.0 -

22. Server room preparations, construction and accessories -

23. Air Conditioners with their accessories 2

24. Heat Detectors 8

25. Flood Detectors 8

26. Supply of fireproof double doors and installation 1

27. Door Access Control System 1

28. Door Push to Exit Button 1

29. CCTV IP Security Cameras and accessories 6

SERVER ROOM

30. Preparation of server room (4m x 4m room) 1

11.3 Security Requirements

Database security best practices that can help keep databases safe from attackers are:

• Separate database servers and web servers.

• Use web applications and database firewalls.

• Secure database user access.

• Regularly update your operating system and patches.

• Audit and continuously monitor database activity.

• Test your database security.

• Anonymize, encrypt data and backups.

11.4 Data Protection and Confidentiality

Data protection and confidentiality consist of protecting data against unintentional, unlawful, or 
unauthorized access, disclosure, or theft. Most countries have developed data protection laws, and the 
proper follow up of the laws in the design of the database should be applied.



44

12.  Recommendations

The challenges that Kenya, Somalia, Uganda, Burundi and South Sudan face in collecting, analysing, and 
sharing data on returning migrant workers and members of their families were noted in Section 2 and the 
following is a list of recommendations to consider in order to address them.

Key Recommendations Applied to the Five Countries

Critical need for legal and policy overhaul to include coverage of issues and data related to returning 
migrant workers and members of their families including the identification of a lead Ministry since 
currently there is no legal framework or organization responsible for the managing and governing issues 
this subject matters them.

Need to develop a data-sharing mechanism, formulate indicators and metadata, and common data 
collection tools for returning migrant workers and members of their families, and enact data management 
guidelines and regulations to ensure the sustainability of the data collection, analysis and sharing systems 
on returning migrant workers and members of their families.

To respond to the above identified needs, the mapping has proposed a blueprint for integrating into one 
system the data related to entry and exit, diaspora, remittances, bilateral labour migration agreements 
(BLMAs), national qualifications, return and reintegration, labour force, household surveys, traceability 
studies and reintegration programs to improve the availability of information on labour migration and 
returning migrant workers and members of their families for enhanced evidence-based policy-making and 
programming.

Conduct Capacity Building: there is need for regular capacity building on concepts for returning migrant 
workers and members of their families for all staff in the five countries.  Additionally, the training should 
cover data collection and storage practices, sharing and other data management practices. Finally, 
capacity-building efforts should include a public awareness campaign to educate stakeholders including 
migrants about the value of collecting and managing data about returning migrant workers and members 
of their families.

Key Recommendations Applied to Kenya

Upgrade LMIS Infrastructure: Kenya LMIS’s infrastructure requires upgrading; while the existing equipment 
is functional, it is necessary to upgrade it to cater for the comprehensive LMIS.

Upgrade the Existing LMIS to the proposed blueprint: Kenya needs to be supported to develop a 
comprehensive LMIS and build the capacity of the staff to sustainably manage the system.

Key Recommendations Applied to Somalia

Organize a study tour as part of capacity building to benchmark different LMIS existing in the world.

LMIS Infrastructure Acquisition: In light of the infrastructure gaps, it is necessary to support the acquisition 
of infrastructure dedicated to LMIS and migration data collection in general.

Develop the LMIS Blueprint: Somalia needs to be supported to develop a completely new LMIS and build 
the capacity of the staff to sustainably manage the system.

Key Recommendations applied to Uganda

LMIS Infrastructure Acquisition: In light of the infrastructure gaps, it is necessary to support the acquisition 
of infrastructure dedicated to LMIS and migration data collection in general.

Upgrade the Existing LMIS to the proposed blueprint: Uganda needs to be supported to develop a 
comprehensive LMIS and build the capacity of the staff to sustainably manage the system.
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Key Recommendations Applied to Burundi

Organize a study tour as part of capacity building to benchmark different LMIS existing in the world.

Sensitize labour migration stakeholders on the importance of data sharing to support policy formulation.

Computerize the data collection, analysis and sharing processes for work permits and border management 
since these processes are still manual. 

LMIS Infrastructure Acquisition: In light of the infrastructure gaps, it is necessary to support the acquisition 
of infrastructure dedicated to LMIS and migration data collection in general. 

Develop the LMIS Blueprint: Burundi needs to be supported to develop a completely new LMIS and build 
the capacity of the staff to sustainably manage the system.

Key Recommendations Applied to South Sudan

Organize a study tour as part of capacity building to benchmark different LMIS existing in the world.

Sensitize labour migration stakeholders on the importance of data sharing to support policy formulation.

Develop data sharing mechanism and data protection policy to bridge the gap of trust among stakeholders

LMIS Infrastructure Acquisition: In light of the infrastructure gaps, it is necessary to support the acquisition 
of infrastructure dedicated to LMIS and migration data collection in general.

Develop the LMIS Blueprint: South Sudan needs to be supported to develop a completely new LMIS and 
build the capacity of the staff to sustainably manage the system.
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14. Annexes

Annexe 1: List of Interviewed Stakeholders

Kenya Policymakers

# Institutions
1. Ministry of Labour
2. Ministry of foreign affairs
3. International Labour Organization
4. Ministry of East African Community and Regional Development
5. National Coordination Mechanism on Migration Secretariat
6. Central Organization of Trade Unions (COTU)

Kenya Data Producers

# Institutions
1. National Social Security Fund/Retirement
2. Kenya National Bureau of Statistics 
3. National Employment Authority
4. National Coordination Mechanism on Migration Secretariat

Kenya Recruitment Agencies

# Institutions
1. National Employment Authority
2. Alshifaa private recruitment agency

Kenya LMIS

# Institutions
1. Kenya Labour Market Information System (KLMIS)
2. Skills Assessment Questionnaire

Somalia Policymakers

# Institutions
1. Ministry of Internal Security
2. Office of the Special Envoy for migrant and children rights - Office 

of the Prime minister
3. Ministry of Labour and Social Affairs (MoLSA)
4. Ministry of Foreign Affairs and international cooperation

Somalia Data Producers

# Institutions
1. OSE/OPM
2. National Commission of Refugees & IDPs
3. Ministry of Labour and Social Affairs (MoLSA)
4. Sahan research and Development org
5. Save Somali Women and Children, SSWC
6. Immigration and Naturalization Directorate
7. Bureau of Statistics
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Somalia Recruitment Agencies

# Institutions
1. AXIS WARRIORS LTD

Uganda Policymakers

# Institutions
1. Ministry of Gender, labour and social development (Director Milton)
2. Ministry of Foreign Affairs (Head of Consular Services/Diaspora)
3. Director of Labour (Ministry of Gender)

Uganda Data Producers

# Institutions
1. Uganda Bureau of statistics
2. External Management Information Management System
3. Ministry of Internal Affairs (Citizenship and Migration Office)
4. Commissioner Passports (Ministry of Internal Affairs)
5. Interpol Uganda Office
6. Prevention of Trafficking Department (Ministry of Internal Affairs)
7. Department of Occupational Safety and Health (Gender Ministry)

Uganda Recruitment Agencies

# Institutions
1. Over 100 agencies were contacted and asked to fill in the questionnaire

Uganda LMIS

# Institutions
1. Uganda Labour Market Information System

South Sudan Policymakers

# Institutions
1. Minister of the Ministry of Labour
2. Ministry of Foreign Affairs
3. United Nations Association of South Sudan

South Sudan Data Producers

# Institutions
1. National Bureau of Statistics

South Sudan Recruitment Agencies

# Institutions
1. SNAP Recruitment and Consultancy Co. LTD
2. Imatong Employment Solutions
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Burundi Policymakers

# Institutions
1. Ministry of Foreign Affairs and International Cooperation - Directorate 

of migrants’ workers Promotion
2. Ministry of Public Service, Labour and Employment - Direction General 

de l’Emploie
3. Commité National de Lutte Contre la Traite au Burundi

Burundi Data Producers

# Institutions
1. Commissariat Générale des Migrations - Commissaire Générale
2. Office Burundais d’Emploie et de la Main d’oeuvre (OBEM)
3. Institut de Statistiques et d’Etudes Economique du Burundi (ISTEEBU)
4. IOM DTM
5. IOM PMA

Burundi Recruitment Agencies

# Institutions
1. Office Burundais d’Emploie et de la Main d’oeuvre (OBEM)

Annexe 2: Questionnaire for Policymakers

# Questions Responses
Institutions

1. Are there institutions in charge of labour migration data 
collection?

Yes

No

If yes, which one 
……………………………………

2. Are there institutions in charge of returning migrant 
workers and members of their families?

Yes

No

If yes, which ones 
……………………………………

3. Is your office responsible for coordinating data collection 
and compilation to assess labour mobility?

Yes

No, which office(s) is responsible 
…………………………

Literature

4. Are there policies, strategies or laws to govern labour 
migrants?

Yes, please share the documents

No

5. Are there policies, strategies or laws to govern returning 
migrant workers and members of their families?

Yes, please share the documents

No

6. Is there a national migration data strategy in your 
country, that is, delineation of responsibilities of different 
data producers in the country?

Yes

No

Comment: ……………………..
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7. Is such delineation stipulated legally? Yes

No

Comment: ……………………..

8. Which agency is responsible for producing such a 
strategy?

Yes

No

Comment: ……………………..

9. Is there a list of indicators on returning migrant workers 
and members of their families?

Yes

No

If yes, please share the 
list……………………………………

Human capacity

10. Who is in charge of labour migration governance? ……………………………………

11. Who is in charge of recruiting labour migrants? ……………………………………

12. Who is in charge of returning labour migrants?

Infrastructure

13. What infrastructure is in place to support the collection, 
analysis and sharing of labour migration data?

……………………………………

Data management practices

14. Are there systems in place to collect, analyse and share 
labour migration data?

……………………………………

15. Are there known databases that have labour migrants’ 
data?

Yes

No

If yes, which one 
……………………………………

16. How often labour migrants’ data are collected? Monthly

Quarterly

Semi-annually: Yes/No

Yearly: Yes/No

Other specify: …………

17. Are there known databases that have returning migrant 
workers and members of their families?

Yes

No

If yes, which one 
……………………………………

18. Where do returning migrants go for registration?

19. What are the challenges related to labour migration data?

20. What are the challenges related to returning migrant 
workers and members of their families?

21. What lessons have been learned as far as labour migration 
data management is concerned?

22. What is the role of embassies/consular services in 
protecting and supporting labour migrants?
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Data sharing mechanism
23. Is there a data-sharing agreement among multiple 

data producers in your country for statistical 
purposes?

Yes

No

If not, why?
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Annexe 3: Questionnaire for Data Producers (Bureau of Statistics, Immigration Offices)

# Questions Responses
Literature

1. Does the National Statistical Law stipulate that the 
national statistical offices have the right to access 
individual records collected through administrative 
sources?

Yes

No

Other,………………..

2. Is there any discussion and/or agreement between 
different stakeholders about setting standards on 
concepts and classification of data so that data can 
be shared and used for policymaking on migration?

Yes

No

Comments………………………

Infrastructure

3. What infrastructure is in place to support the 
collection, analysis and sharing of labour migration 
data?

4. Are there systems in place to collect, analyse and 
share labour migration data?

Yes, which ones?

No

Data management practices

5. Do you collect data on labour migration? Select 
all that applies 

Internal migrants

Immigrants

Emigrants

Returning migrant workers

Family members of returning migrant workers 

Others specify ………………………………….

6. Does the data collected have these 
characteristics? Select all that applies

Age

Sex

Skills

Education

Occupation

Employment status

Geographic location

7. How often is the data on labour migration 
collected?

Monthly

Quarterly

Semi-annually: Yes/No

Yearly: Yes/No

Other specify: …………
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8. Which studies contain labour migration data? Population censuses

Labour Force Surveys

Income and expenditure survey

Living standard survey

General-purpose household survey

Special migration survey

Others, specify ………………………………….

9. Is there a standard set of questions to identify 
different migrants in censuses and surveys?

Yes, please attach the standard set of questions

No

Comments …………………………..

10. Apart from government offices, are there any 
efforts to collect migration statistics by private 
sectors or NGOs in your country?

Yes

No

If not, why?

11. What was information on migration collected 
through your most recent population census 
published?

The stock of foreign-born population

The stock of foreigners in the country

Second-generation migrants

Returned migrants

Emigration from country

Other, please specify,………………………

12. Has your country conducted a labour migration 
survey in the last ten years?

Yes

No

13. If there has been a labour migration survey in 
the last ten years, what was the survey’s main 
objective?
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14. Do you collect migration information in regular 
household surveys such as labour force 

survey, income and expenditure survey, living 
standard survey or general-purpose household 
survey?

Yes

No

15. Do you collect data on returning migrants? Yes

No,

If yes, which one?

16. Do you collect data on members of the family of 
labour migrants?

Yes

No

If yes, which one?

17. Are the data sex, age, skills, education, occupation 
and employment sector disaggregated?

Sex

Age

Skills

Education

Occupation

Employment sector

18. How is the data on labour migration stored? Paper

Microsoft Excel

Microsoft Access

Microsoft SQL

MySQL

Postgres

Other, specify ………………………

19. What are the challenges in existing data on 
returning migrant workers and members of their 
families?

20. What are the opportunities to collect data on 
returning migrant workers and members of their 
families?

Data analysis

21. Did you have a thematic report on labour 
migration?

Yes, please provide a link (or hard copy)

No

22. Did you have a thematic report on returning 
migrants and members of their families?

Yes, please provide a link (or hard copy)

No

Data sharing mechanism

23. Is there a data-sharing agreement among multiple 
data producers in your country for statistical 
purposes?

Yes

No

If not, why?

Coordination
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24. Is your office responsible for coordinating data 
collection and compilation to assess labour 
mobility?

Yes

No, which office(s) is responsible 
…………………………

Annexe 4: Questionnaire for Public and Private Employment Services Centre, Immigration Office

# Questions Responses
Institutions
1. Is your office responsible for coordinating data 

collection and compilation to assess labour mobility?
Yes

No, which office(s) is responsible 
…………………………

2. Do you have any bilateral agreement with any 
country to send people for work?

Yes, please share the agreement document

No
3. Do you send people to work aboard? Yes

No
4. Where do you send them? Specify …………..
Literature
5. Does the National Statistical Law stipulate that the 

national statistical offices have the right to access 
individual records collected through administrative 
sources?

Yes

No

Other,………………..

Infrastructure
6. What infrastructure is in place to support the 

collection, analysis and sharing of labour migration 
data?

7. Do you have a system to collect, analyse and share 
labour migration data?

Yes, which ones?

No
Data management practices
8. Do you register people who have gone to work 

abroad?
Yes

No

If not, why?
9. Do you register them when they come back? Yes

No

If not, why?
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10. Are the registered data have these characteristics? Age

Sex

Skills

Education

Occupation

Employment status

Geographic location
11. How often do you collect this data? Monthly

Quarterly

Semi-annually: Yes/No

Yearly: Yes/No

Other specify: …………
12. What are the challenges in your data?

13. What are the opportunities to collect data on labour 
migrants and returning migrant workers and their 
family members?

Data analysis
14. Did you have a report on labour migration? Yes, please provide a link (or hard copy)

No
15. Did you have a report on returning migrants and 

members of their families?
Yes, please provide a link (or hard copy)

No
Dissemination
16. In what form(s) are migration data disseminated to 

the public? Select all that applies
Anonymized microdata

Aggregated data tables

Key messages and data stories

Interactive charts

Special tabulations generated for users

Other, please specify ………………………
17. Who is the targeted audience of your labour 

migration data?
General public

Other government offices

Researchers

Others, please specify ……………………..
Data sharing mechanism
18. Is there a data-sharing agreement among multiple 

data producers in your country for statistical 
purposes?

Yes

No

If not, why?
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19. What mechanism is appropriate to share data 
between parties in your country?

MoU

Legal document

Other, specify …………….

Annexe 5: Questionnaire for LMIS Units

# Questions Respondents
Institutions
1. Is there an LMIS in your country? Yes

No
2. If yes, what was the objective of establishing LMIS?
3. Are the objectives attained? Yes

No, why?
4. What are the defined success factors?
5. What challenges LMIS is facing now, and why?
Literature
6. Is there any document (Policy, strategy and laws) 

establishing LMIS?
Yes, please share them

No
Human capacity
7. Who are the LMIS stakeholders? Ministry of labour

Ministry of education

Ministry of economic planning

Bureau of statistics

Universities

Technical education schools

Public Employment Agencies

Private Employment Agencies
8. Who are the users of LMIS data? General public

Other Government offices

Researchers

Job seekers

Employers

Training institutions

Labour migrants

Returning migrant workers

Other specify………………………….

Infrastructure
9. What infrastructure is in place to support LMIS?
Data management practices
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10. What are data sources integrated into LMIS? Select 
all that applies

Socio-demographic

Education

Employment

Labour inspection

Labour migration

Returning migrants workers

Other specify ……..
11. How often is LMIS data updated? Select all that 

applies
Monthly

Quarterly

Semi-annually: Yes/No

Yearly: Yes/No

Other specify: …………
12. What kind of data that LMIS has? Census

Survey

Administrative records

Other, specify ………….
13. Is there a validation process for LMIS data? Yes, please share it

No, why?

14. What is the database management system that LMIS 
runs on? Select all that applies

Microsoft Excel

Microsoft Access

Microsoft SQL

MySQL

Postgres

No SQL

Other, specify …………
Data analysis
15. Are there reports produced by LMIS? Yes, please provide a link (or hard copy)

No

16. Are there an exploited opportunity for LMIS? Yes, which ones?

No

Dissemination
17. How is LMIS data disseminated? Hard copy reports

Website

Other, specify
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18. Is LMIS accessible online? Yes, please provide a link

No, why?

19. How do policy makers access LMIS insights? Provided with username and password

Through electronic reports

Through workshops and seminars

Others, specify ……….
Data sharing mechanism

20. Do you have a data-sharing mechanism between 
data producers/owners?

Yes

No, why?
21. What mechanism is in place to share data between 

parties?
MoU

Legal document

API

Other, specify …………….
Coordination
22. What are the coordination and communication 

mechanisms put in place?

23. Do you have a responsibility matrix for the LMIS 
stakeholders?

Yes, please share it

No, why?

Annexe 6: Questionnaire for Skills Need Assessment (Individual)

# Questions Respondents
Position
1. What position do you occupy in the current 

institution?
Management (At least a degree and doing 
management work)

Professional (At least a degree and doing 
sector-specific work)

Technician (A diploma and doing sector-
specific work)

2. How long have you been working in this position?
3. Is there any challenge to execute the duties of the 

position?
No

Yes, which ones?

List at most five challenges related to 
Technical Skills

List at most five challenges related to soft 
skills
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4. Is there any vacant position in the current 
institution?

Vacant position in Management (Number 
and Title)
Vacant position in Professional skills

(Number and Title)
Vacant Position in Technicians

(Number and Title)

Education
5. What level of education do you have? Diploma

Bachelor

Masters

PhD

Professor

Other, specify …………………
6. List area of study (e.g., IT, Economics, Management, 

Sociology) in most advanced qualification
Training
7. Did you receive any training related to the position 

you occupy in the current institution?
Yes, which ones?

No
8. Is there any other training that you would like to 

have?
No 

Yes, which ones?

List any Technical related training areas

List any soft skills related training area
9. Are you trained in labour migration data statistics? Yes

No
10. List any other pieces of training related to labour 

migration you had?

Annexe 7: FDG Guiding Questions

i. The status of Labour Migration in Uganda (10 mins)

ii. The key indicators for labour migration that should be tracked (10 mins) 

iii. The status of LMIS (10 mins)

iv. The modules that the LMIS should have (10 mins)

v. Major challenges related to labour migration data management (10 mins)

vi. Recommendations towards establishing a comprehensive functioning LMIS (10 mins)

vii. Recommendations towards ensuring the existence of gender-responsive, comprehensive and timely 
labour migration data (10 mins)

viii. Recommendations towards ensuring the existence of comprehensive and timely data on returning 
migrants workers and members of their family (10 mins)
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Annexe 8: FGDs Participants

Somalia

i. Ministry of Internal Security, MoI

ii. Ministry of Labour and Social Affairs, MoLSA

iii. Ministry of Foreign Affairs, MOFA

iv. Ministry of Health Somalia

v. Ministry of Education Somalia

vi. Ministry of Women and Human Rights Development, Somalia

vii. National Bureau of Statistic (Department of Ministry of Planning Somalia)

viii. Special Envoy for Migration and Children’s Right. OSE OPM, Somalia

ix. Chamber of Commerce

x. National Commission for Refugees and IDPs (NCRI)

xi. SAHAN Research and Development Organization

xii. Save Somali Women and child organization (SSWC)

xiii. IOM consultants  

xiv. Uganda

xv. Ministry of Gender, labour and social development (Director Milton)

xvi. Ministry of Foreign Affairs (Head of Consular Services/Diaspora)

xvii. Ministry of Internal Affairs (Citizenship and Migration Office)

xviii. IOM Uganda Office

xix. IOM Consultants

South Sudan

i. Minister of the Ministry of Labour

ii. Ministry of Foreign Affairs

iii. United Nations Association of South Sudan

iv. SNAP Recruitment and Consultancy Co. LTD

v. Imatong Employment Solutions

vi. IOM Country Office
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Annexe 9: Seventeen Key Indicators of Labour Market

# KILM Brief description Use of indicator

1 Labour force 
participation rate

The labour force participation rate 
is a measure of the proportion of 
a country’s working age population 
that engages actively in the labour 
market, either by working or looking 
for work; it provides an indication 
of the size of the supply of labour 
available to engage in the production 
of goods and services, relative to the 
population at working age

The labour force participation 
rate indicator plays a central 
role in the study of the factors 
that determine the size and 
composition of a country’s 
human resources and in making 
projections of the future supply 
of labour. The information is also 
used to formulate employment 
policies, to determine training 
needs and to calculate the 
expected working lives of the 
male and female populations 
and the rates of accession to, 
and retirement from, economic 
activity – crucial information for 
the financial planning of social 
security systems. 

2 Employment-to-
population ratio

The employment-to-population 
ratio 1 is defined as the proportion 
of a country’s working age 
population that is employed.

The employment-to-population 
ratio provides information on 
the ability of an economy to 
create employment;

3 Status in 
employment

The indicator of status in 
employment distinguishes between 
two categories of the total 
employed. These are: (a) wage and 
salaried workers (also known as 
employees); and (b) self-employed 
workers.

This indicator provides 
information on the distribution 
of the workforce by status in 
employment and can be used to 
answer questions such as what 
proportion of employed persons 
in a country (a) work for wages 
or salaries; (b) run their own 
enterprises, with or without 
hired labour; or (c) work without 
pay within the family unit?
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4 Employment by 
sector

The indicator for employment by 
sector divides employment into 
three broad groupings of economic 
activity: agriculture, industry and 
services. 

Sectoral information is 
particularly useful in identifying 
broad shifts in employment 
and stages of development. 
In the textbook case of 
economic development, jobs are 
reallocated from agriculture and 
other labour-intensive primary 
activities to industry and finally 
to the services sector; in the 
process, workers migrate from 
rural to urban areas.

5 Employment by 
occupation

The indicator for employment by 
occupation comprises statistics 
on jobs classified according to 
major groups as defined in one or 
more versions of the International 
Standard Classification of 
Occupations (ISCO).

Occupational analyses also 
inform economic and labour 
policies in areas such as 
educational planning, migration 
and employment services. 
Occupational information is 
particularly important for the 
identification of changes in skill 
levels in the labour force

6 Part-time workers The indicator on part-time workers 
focuses on individuals whose 
working hours total less than “full 
time”, as a proportion of total 
employment.

Part-time employment has 
been seen as an instrument to 
increase labour supply. Indeed, 
as part-time work may offer 
the chance of a better balance 
between working life and 
family responsibilities, and suits 
workers who prefer shorter 
working hours and more time 
for their private life, it may allow 
more working age persons to 
actually join the labour force.

7 Hours of work Two measurements related to 
working time are included in KILM 
7 in order to give an overall picture 
of the time that the employed 
throughout the world devote to 
work activities. The first measure 
relates to the hours that employed 
persons work per week (table 
7a) while the second measure is 
the average annual hours actually 
worked per person (table 7b).

Issues related to working 
time have received intensive 
attention following labour 
market dynamics triggered by 
the global economic crisis. Low 
and stable unemployment rates 
despite large drops in output in 
some advanced economies have 
been claimed to be related to 
flexibility in working time
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8 Employment in 
the information 
economy

The KILM 8 indicator is a measure 
of employment in the informal 
economy as a percentage of total 
non-agricultural employment.

The informal sector represents 
an important part of the 
economy, and certainly of 
the labour market, in many 
countries and plays a major 
role in employment creation, 
production and income 
generation.  

9 Unemployment The unemployment rate is defined 
mathematically as the ratio resulting 
from dividing the total number of 
unemployed (for a country or a 
specific group of workers) by the 
corresponding labour force, which 
itself is the sum of the total persons 
employed and unemployed in the 
group.

The overall unemployment rate 
for a country is a widely used 
measure of its unutilized labour 
supply.

10 Youth 
unemployment

Young people are defined as persons 
aged 15 to 24; however, countries 
vary somewhat in their operational 
definitions. In particular, the lower 
age limit for young people is usually 
determined by the minimum age for 
leaving school, where this exists.

Young men and women today 
face increasing uncertainty in 
their hopes of undergoing a 
satisfactory entry to the labour 
market, and this uncertainty and 
disillusionment can, in turn, have 
damaging effects on individuals, 
communities, economies and 
society at large.

11 Long-term 
unemployment

The indicators on long-term 
unemployment look at duration of 
unemployment, that is, the length 
of time that an unemployed person 
has been without work, available for 
work and looking for a job. KILM 
11 consists of two indicators, one 
containing long-term unemployment 
(referring to people who have been 
unemployed for one year or longer); 
and the other containing different 
durations of unemployment.

While short periods of 
joblessness are of less concern, 
especially when unemployed 
persons are covered by 
unemployment insurance 
schemes or similar forms of 
support, prolonged periods 
of unemployment bring with 
them many undesirable effects, 
particularly loss of income and 
diminishing employability of the 
jobseeker.

12 Time-related 
underemployment

This indicator relates to the number 
of employed persons whose hours 
of work in the reference period are 
insufficient in relation to a more 
desirable employment situation 
in which the person is willing and 
available to engage.

Underemployment reflects 
underutilization of the 
productive capacity of the labour 
force.
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13 Persons outside the 
labour force

The inactivity rate is the proportion 
of the working age population that 
is not in the labour force.

In some situations, a high 
inactivity rate for certain 
population groups should not 
necessarily be viewed as “bad”; 
for instance, a relatively high 
inactivity rate for young people 
aged 25 to 34 years may be 
due to their non-participation 
in the labour force to receive 
education. Furthermore, a high 
inactivity rate for women aged 
25 to 34 years may be due to 
their leaving the labour force to 
attend to family responsibilities 
such as childbearing and child 
care.

14 Education 
attainment and 
literacy

KILM 14 reflects the levels and 
distribution of the knowledge and 
skills base of the labour force and 
the unemployed.

Understanding of education 
levels of the labour force as well 
as of the unemployed person

15 Wages and 
compensation costs

Average wages represent one of 
the most important aspects of 
labour market information as wages 
are a substantial form of income, 
accruing to a high proportion of the 
labour force, namely persons in paid 
employment (employees).

Real wages in an economic 
activity are a major indicator of 
employees’ purchasing power 
and a proxy for their level of 
income, independent of the 
actual work performed in that 
activity.

16 Labour productivity Labour productivity is defined as 
output per unit of labour input 
(persons engaged or hours worked). 
In KILM 16, output is measured as 
gross domestic product (GDP) for 
the aggregate economy expressed 
at purchasing power parities (PPPs) 
to account for price differences 
in countries; as well as at market 
exchange rates for table 16a, which 
reflect the market value of the 
output produced.

Labour productivity therefore 
is a key measure of economic 
performance. The understanding 
of the driving forces behind it, 
in particular the accumulation 
of machinery and equipment, 
improvements in organization as 
well as physical and institutional 
infrastructures, improved health 
and skills of workers (“human 
capital”) and the generation of 
new technology, is important for 
formulating policies to support 
economic growth.
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17 Poverty, income 
distribution, 
employment by 
economic class and 
working poverty

The value of measures of poverty, 
the distribution of workers across 
different economic class groups 
and income inequality lies in the 
information these indicators provide 
on the outcome of economic 
processes at the national level, as a 
reflection of the access of different 
groups of people to goods and 
services.

Measurements of poverty are 
extremely important as an 
indication of the well-being and 
living conditions of a population. 
In addition, a poverty line 
helps focus the attention of 
governments and civil society 
on the living conditions of the 
people in poverty and can be 
used to gauge the need to devise 
public policies and programmes 
to reduce poverty and enhance 
the welfare of individuals within 
a society.
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