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This publication has been produced by the International Organization for Migration (IOM)/UN Migration, 
within the framework of the “The Better Regional Migration Management Programme (BRMM)” Labour 
Mobility and Regional Integration for Safe, Orderly and Humane Labour Migration in East and Horn of 
Africa: East Africa Migration Management”, a regional, multi-partner, pilot project funded by the Foreign 
Commonwealth and Development Office of the United Kingdom. The BRMM programme aims to enhance 
labour migration governance and protection of migrant workers and their family members’ human, social and 
labour rights through intra and inter-regional cooperation on a whole-of-government and whole-of-society 
approach, to support regional integration and facilitate mobility for transformative inclusive and sustainable 
economic growth as well as youth and women empowerment.

The opinions expressed in the report are those of the authors and do not necessarily reflect the views 
of the International Organization for Migration (IOM)/UN Migration. The designations employed and the 
presentation of material throughout the report do not imply the expression of any opinion whatsoever on 
the part of IOM concerning the legal status of any country, territory, city or area, or of its authorities, or 
concerning its frontiers or boundaries.

IOM is committed to the principle that humane and orderly migration benefits migrants and society. As 
an intergovernmental organization, IOM acts with its partners in the international community to: assist in 
meeting the operational challenges of migration, advance understanding of migration issues, encourage social 
and economic development through migration; and uphold the human dignity and well-being of migrants.
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3. EXECUTIVE SUMMARY

3.1 BACKGROUND
The nature of migration in and from the East and Horn of Africa (EHoA) is diverse, complex, and 
significant in number. A significant part of these migration flows occurs outside of regulated channels. 
As a result, migrant workers face violence, harassment, and abuse during their journey, on arrival in the 
countries of destination and upon their return perpetrated by both local and foreign recruitment agencies 
and by their employers. 

Migrant workers become more vulnerable to exploitation due to isolation, unclear conditions and terms 
of employment, lack of understanding of responsibilities of employers and recruitment agencies, lack 
of legal frameworks for labour protections and inspection systems, lack of social protections, unequal 
power relationships, visas tied to specific employers, and the charging of high recruitment fees.

The vulnerability of EHoA migrant workers to exploitation is further exacerbated by the prevalent 
unethical and unfair recruitment systems that make workers more susceptible, often exposing them to 
trafficking, forced labor, and or debt bondage. Nevertheless, the recruitment industry has a vital role 
to play in the global and national economies, and when recruitment is performed in an ethical manner, 
recruitment agencies play a legitimate and essential role in facilitating supply and demand in labour markets 
across EHoA and overseas. 

The challenges facing migrant workers are significant and cannot be addressed by any one stakeholder in 
isolation. Rather, a cohesive and collaborative effort is needed on the part of governments, civil society, 
and the public and private sector. When it comes to migrant workers, both private and public labour 
recruiters have a particularly important role to play as they are not only facilitating a worker’s recruitment 
from one country to another, but they also have direct contact with the workers and their families as well 
as employers, government officials, and other business partners (such as training and medical providers) 
that are involved in the recruitment process.

Though the PRAs are significant in facilitating work for migrants from the EHOA, it is the least researched 
sector in terms of practices and their linkages to trafficking in persons and other forms of exploitation 
and abuse. It is important to have a better understanding of what public and private employment services 
exist in order to capacity build and institutionalize ethical recruitment.  

The baseline rapid assessment is aimed at providing a solid understanding of international labour 
recruitment modalities in Rwanda and South Sudan to allow for informed discussion with governments 
that will suggest ways forward. The rapid assessment specifically focuses on describing and analyzing the 
gaps between the government’s recruitment policy, processes, and practices, regulations and enforcement 
in terms of their relevance to respective international and regional standards and good practices. 

3.2 METHODOLOGY AND LIMITATIONS 
Methodologies used included desk literature review, Key Informant interviews and national consultation 
workshops. Limitations encountered during the data collection include: the slow process of identifying 
and bringing on board the assisting consultants as well as the equally long period of identifying the would-
be respondents for KIIs and FGDs. The sensitive and criminal nature of the unethical recruitment as well 
as its informality, made it also difficult to identify informal agencies and individual agents and recruiters 
for interviews.
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 3.3 KEY FINDINGS SOUTH SUDAN 
South Sudan faces diverse migration and mobility challenges, as it is both a country of origin and 
destination. It is also a country of migration-transit, as some people enter South Sudan only temporarily 
with the prospect of moving to other final destinations. It is perceived to be a beneficial destination for 
migrants looking for greater economic opportunities and higher pay and finding employment. 

The recruitment of South Sudanese for international work through regular and irregular channels in general 
is a less apparent trend. There are currently no public or private recruitment/employment systems for 
jobs located outside of South Sudan.  Only seven PRAs are recognized by Ministry of Labour to recruit 
at national level, and they are yet to be licensed to deploy South Sudanese migrant workers abroad. The 
few South Sudanese that migrate for work find their job abroad informally via personal connections and 
social networks and through PRAs engaged in informal recruitment. Most of the employment in South 
Sudan thus remains unregulated and informal.

According to the respondents, there is a lack of awareness among the general population on the 
differences between formal and informal agencies and the risks associated with informal recruitment, 
including trafficking in persons, migrant smuggling, and other forms of exploitation. The public is generally 
unaware of the laws related to labour recruitment and its central tenets such as that job seekers should 
not have to pay for recruitment services. Many migrant workers and jobseekers are therefore unaware 
of their rights during the process of seeking employment both nationally and internationally and of the 
correct procedures for seeking employment abroad through formal means. 

According to the 2021 Trafficking in Persons Report of South Sudan by the US State Department, there 
is also a strong link between informal recruitment and trafficking in persons and labour exploitation 
within South Sudan and for South Sudanese abroad. The report highlighted that South Sudanese women 
and girls, particularly those from rural areas, the internally displaced and women from the neighboring 
countries (Ethiopia and Eritrea) are the most vulnerable and at risk of being recruited informally and 
ending up in the hands of traffickers.

The Ministry of Labour and 5 directorates under its jurisdiction are mandated to develop, review, and 
implement labour laws, policies, plans, and regulations; promote and implement international labour 
standards; conduct labour inspections, and promote social dialogue; guide and support the states’ labour 
offices on labour issues; and regulate the employment of migrant workers by issuing work permits. The 
Labor Directorate specifically regulates and monitors private recruitment agencies. In this regard, it 
works with approximately 7 PRAs, which only recruit at national level. Though the directorate at national 
level is functioning to some level, it was noted that branches at the state level have limited capacity to 
conduct inspections due to the absence of means of transport and high staff turnover. There is also a 
shortage of resources to pay labor inspectors and it was noted overall that the directorate lacks qualified 
inspectors to increase coverage of workplace inspections and PRAs.  

The significant entity involved in the South Sudan public employment sector is the Ministry of Public 
Service and Human Resource Development. The ministry is mandated to promote the South Sudanese 
youth employment with a variety of responsibilities, including ensuring the reception, information sharing 
and orientation of young jobseekers, providing support to those who carry out initiatives, potentially 
creating jobs for young people and implementing a special program for the vocational reintegration and 
employment of young people. As it is newly established, however, the ministry lacks the institutional 
frameworks and capacity to guide the identification and registration of vacancies, establishment of 
collaborations with potential employers, and the transparent screening and matching of job seekers with 
available job opportunities. 

South Sudan has a limited number of laws and policies related to migration. Legislation on migrants and 
migration includes the 2017 Labour Act, the 2003 Nationality Act, which provides for matters related to 
nationality and naturalization, and the 2011 Passports and Immigration Act, which provides for matters 



10

related to nationality, identity documentation, and immigration (including entry, departure, registration, 
and deportation). The Labour Act promotes the protection of fundamental rights at work and other 
rights and covers all employers and employees within South Sudan including regular migrant workers 
but not irregular migrants. The Labour Act provides some level of protection to migrant workers per 
international standards through basic requirements for employment contracts, dispute requirements, and 
provision for written statements for wages or salaries.

South Sudan is a signatory of most regional conventions and treaties, including the 2009 African Union 
Convention for the Protection and Assistance of Internally Displaced Persons in Africa (Kampala 
Convention); and the 1981 African Charter on Human and Peoples’ Rights, which authorizes free 
movement and choice of residence within a member state of the Economic Community of West 
African States (ECOWAS) and prohibits the collective expulsion of foreigners. South Sudan is not a 
signatory, however, to most international conventions regarding Labour migration. It has not acceded 
to the ILO Migration for Employment Convention (Revised), 1949 (No. 97); the ILO Migrant Workers 
(Supplementary Provisions) Convention, 1975 (No. 143); or the 1990 International Convention on the 
Protection of the Rights of All Migrant Workers and Members of Their Families. 

There are currently no public recruitment/ employment systems for jobs located outside of South Sudan, 
in terms of Private Recruitment agencies (PRAs), it was indicted that there are a few (7 in total) given a 
letter of recognition by Ministry of Labour to recruit at national level, and they are yet to be licensed to 
deploy South Sudanese migrant workers abroad. The MOL also indicated they do not have the necessary 
institutional capacity, regulations, and monitoring mechanisms in place to allow for PRAs to deploy 
South Sudanese migrant workers and there is a lack of awareness among the general population on the 
differences between formal and informal agencies and the risks associated with informal recruitment, 
including trafficking in persons, migrant smuggling, and other forms of exploitation.

Overall, the lack of regulations on international labour recruitment, regular labour migration pathways, 
and an articulated national migration policy are the major obstacles for formalized labour recruitment. 

3.4 KEY RECOMMENDATIONS SOUTH SUDAN 
• Adoption of the national migration policy, and development of a labour migration policy and central 

interagency coordination on labour migration: South Sudan could benefit from the adoption of a 
national migration and development of a labour migration policy to enhance on-going efforts to 
improve migration management within the country and specify clear objectives as well as ways 
forward in the field of labour migration. 

• Establishment of a regulatory framework for private labour recruitment: The government has to 
establish a regulatory framework for private recruitment agencies, including a system of licensing, 
monitoring of labour recruitment and inspection, agencies to register and pass a certification 
process with the appropriate governmental authorities.

• Increased resources and capacity for MOL to effectively monitor and regulate the existing and new 
PRAs: the government to avail the necessary human and financial resources to the MOL to be able 
implement migration and labour migration policies and monitor private recruitment agencies. 

• To increase the regional cooperation of the government to learn from existing best experiences through 
RMFM: It would be beneficial for the government to cooperate with countries from the region 
advanced in the institutionalizing ethical recruitment to learn from their best practices and to 
ensure the polices to be developed are harmonized with regional frameworks and conventions. 

• Strengthening partnership between government and existing CSOs and PRAs: Governments should 
increase their cooperation with other national stakeholders, namely private recruitment agencies, 
as well as local NGOs, civil society actors and migrant workers community associations to foster 
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dialogue, encourage exchange on pertinent issues related to employment, labour and recruitment 
on national and international levels. 

• Ratification of key international conventions and frameworks: It would be favorable for South Sudan 
to ratify key international conventions related to the protection of migrant workers and ethical 
labour recruitment, including ILO Convention 181, UN Convention on the Rights of Migrant 
Workers and Their Families (1990) and the UNODC Protocol against Illegal Trafficking (IOM, 
2017a). 

• Spread awareness among the general population: It would be beneficial for the Government to 
organize awareness-raising campaigns on the risks of informal labour recruitment and provide 
information on the Labour Act and worker rights and responsibilities. 

• Labour Market and Labour Migration data: The Government should develop systems to regularly 
collect and analyze labour market and labour migration data, and to exchange such data with 
countries in the region. This should include information on workers in the informal sector, if 
possible. 

3.5 KEY FINDINGS RWANDA 
Rwanda is one of the most densely populated countries in Africa, with an estimated 12.9 million 
inhabitants in 2021.1 The population grew at around 2.5 percent on average for the last two decades, 
slightly lower than the neighboring countries. Migration for employment has now emerged as a global 
issue which affects most nations in the world.2 According to the Labour Force Survey 2019, the stock of 
the migrant population in Rwanda reached 1.5 million persons, representing 12% of the total population.3 
Among them, almost 800,000 were migrant workers. Most of the migrants were internal migrants (94 
percent), moving from rural to urban environments. The international migrants were 6.2 percent. The 
share of international migrants in Rwanda’s total population was 0.8 percent, which remains significantly 
lower than the world average, at 4.2 percent.4

The unemployment rate in Rwanda in 2020 was 18 percent, which was a 3 percent increase from the 
previous year. The combined unemployment and time related5 under employment was 28 percent in 
2020.6 The high unemployment rate reveals the inability of the labour market to create enough jobs for 
its labour force. Because of these and many other challenges, Rwandan nationals are increasingly seeking 
employment opportunities beyond the borders. 

Rwanda is a Country of Origin, Destination, and Transit, like much of the rest of the region. Challenges 
facing migrants moving both outside of and inside Rwanda, then, are complex and require a multifaceted 
approach to labour migration governance. Rwanda states that most of its migration is regularized because 
the inflow migration to Rwanda is highly managed. This does not mean, however, that there are no 
irregular migrants in Rwanda. 

Rwanda currently has programmes and policies in place meant to control and to enhance the inflow of 
certain types of migrant workers, depending on their skills. These policies include the improved ease of 
doing business through making business registration quicker, including training around new legislation, 
modernizing systems, and attracting investors. As members of the East African Community (EAC), 
Rwanda is one of the few countries to have made significant efforts towards operationalization of the 
EAC Common Market Protocol (CMP) and its Annexes on the Free Movement of Persons (FMP). This 
allows for free movement of people to boost the tourism sector, including by attracting skilled labour 
migrants. The majority of immigrants in Rwanda come from neighboring countries as a result, and their 

1  https://www.worldometers.info/world-population/rwanda-population/ 
2  https://publications.iom.int/system/files/pdf/wmr_2020.pdf 
3  National Institute of Statistics of Rwanda (2019) Labour Force Survey 
4  Ibid 
5  https://www.ulandssekretariatet.dk/wp-content/uploads/2021/05/LMP-Rwanda-2021-Final.pdf 
6  Ibid 
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numbers are constantly increasing. Most international migrants in Rwanda come from the neighboring 
Democratic Republic of Congo, followed by Burundi and Uganda. For those migrating to Rwanda under 
the CMP, more information is needed to better understand the nature of migration under the CMP- 
whether it is circular, how it effects long-term employment or overstaying of visas, access to services in 
their countries of destination, etc. 

In further response to high unemployment numbers, Rwanda has sought comprehensive oversight of 
inward migration through the use of the Occupational Demand List (ODL). The Rwanda Directorate-
General of Immigration and Emigration (DGIE) is mandated to oversee and implement immigration policy. 
It is charged with facilitating entry and residence of skilled migrants in accordance with the Rwanda’s 
labour policy and conducts this management through the Occupational Demand list. The Occupational 
Demand List (ODL), is updated every year based on the information provided by the National Institute 
of Statistics of Rwanda and the DGIE, sector specific assessments/Audits skills, and after conducting 
comprehensive consultations with different sector skills councils, professional bodies and associations to 
gather administrative data

Rwanda also on inward migration use Labour Market Testing framework as the procedure for searching 
a Rwandan employee who may be employed in a given position before resorting to foreign employee. 
An employer who seeks a foreign employee because he or she failed to find a Rwandan employee with 
required skills and yet the position is not among occupations on ODL, an employer must prove that 
he or she conducted a labour market test and fails to find a qualified Rwandan employee to occupy 
the position, to prove that the foreign employee has a required degree and experience to occupy the 
occupation, to respect the procedures determined by the immigration laws in as far as the residence 
permit is concerned.

Public Employment Service Centers (PESCs) were established in 2013, with three operational at this 
juncture (Kigali, Huye, and Musanze). These are overseen by the RDB-Chief Skills Office. These centres 
offer career advisory services and counselling to youth as well as soft skills training to graduates to 
improve their employability competencies and to match the right skill sets with employer needs. 

The Government of Rwanda has signed two BLMAs, one with the State of Israel and another with 
United Arab Emirates (UAE). The MoU with UAE aims at consolidating their cooperation in regulating 
the recruitment of Rwandan workers by private sector firms in the UAE. In addition, the MoU between 
Government of Rwanda and Israel was signed as part of Rwanda’s Economic Development and Poverty 
Reduction Strategy, which places agriculture as a sector having great potential to reduce poverty and 
ensure that growth is inclusive.

Rwanda has not yet sent migrant workers abroad under the general MoUs, according to key informants. 
The agreement between the Rwandan government and UAE was signed in 2019 but due to COVID-19 
has not yet been implemented because the government currently lacks the modalities and practical 
infrastructure to do so. This agreement is for formalized skill sets as Rwanda currently does not allow 
domestic workers to go to Gulf countries so all migrant workers traveling under these agreements will 
be graduates. This is because of the mistreatment of other EHOA domestic workers in destination 
countries. The implementation framework is currently in process of development. Additionally, there 
are other agreements in the pipeline aimed at completion soon, such as Qatar and with Canadian food 
processing companies. 

The assessment found several gaps exist in Rwanda that hinder ethical recruitment practices by the 
actors in the labour migration governance. There are noted disparities in employment based on gender 
that have made it difficult for women to engage in productive work. Even though Rwanda has made 
notable progress in gender equality, more effort is still needed as majority of women are still involved in 
unpaid family labour and forms of work that are non-standard. Private Recruitment Agencies operating 
in the country are not allowed to recruit for foreign employment opportunities.   The absence of the 
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respective law for regulation of private employment agencies is one of the biggest challenges.  The 
brokers and agents who refer clients to the Private Employment Agencies are rarely regulated or subject 
to oversight. This has exposed many non-suspecting citizens to fraudulent actors without any avenues 
for compensation. Implementation of foreign recruitment challenging with such existing regulation gaps.

3.6 KEY RECOMMENDATIONS: RWANDA  
Ethical labour recruitment standards in Rwanda are in the nascent stages of development as the National 
Labour Migration Policy, put into place in June 2019, has yet to be fully implemented. This policy includes 
guidelines for ethical recruitment but does not include a regulatory framework on migrant workers. 
These recommendations that will govern PRAs have been recommended but not passed or implemented.  

The above sections illuminated some of the barriers that Rwandan frontline ministries face in promoting 
the inclusion of migrant workers into ethical recruitment infrastructure and practices in Rwanda and 
beyond. Specific challenges and recommendations are discussed below. 

Develop comprehensive next steps and work plan for implementation of a multistakeholder 
oversight mechanism to oversee the implementation of the National Labour Mobility Policy. 

While the National Labour Mobility Policy was put in place in June 2019, it is necessary to take next steps 
for laying the groundwork to create long term labour migration governance structure. The government of 
Rwanda has placed high importance of implementing the policy, as this will create the infrastructure that 
will pave the way for entering into more BLMAs as well as more oversight of ethical recruitment standards 
in Rwanda, both for within country recruitment and for those going abroad. Preliminary focus should be 
on implementing the ethical recruitment processes, allowing for the licensure of PRAs currently waiting 
on approval and for the expansion of PESCs to address overseas employment through signed BLMAs.  

Enhance Transparency among all stakeholders and potential migrant workers around existing 
MoUs. 

When implementing the existing BLMAs and ensuring ethical recruitment of Rwandans going abroad, 
RDB should engage in a visibility campaign where the components of the BLMAs (inclusive of MoUs) are 
advertised and explained through the administration of the PESCs. Through diversity in communication of 
provisions and intent of BLMAs, PESCs can also expand the pool of potential migrant workers to ensure 
enhanced diversity of both persons and skill sets to achieve greater inclusion in economic empowerment.  

Develop LMIS and organizational capacity of PESCs to expand to include more overseas 
employment opportunities for Rwandans. 

The PESCs provide the institutional infrastructure with which to expand overseas employment. Capacity 
within the PESCs should be developed in order to conduct comprehensive pre-departure orientation for 
migrant workers as well as to enhance reporting mechanisms among PESCs so that there is enhanced 
clarity around who is traveling under BLMAs. LMIS systems should be expanded to reduce reliance on 
manual data collection and should be disaggregated by both skill cadre and sex. KORA should also expand 
to include overseas opportunities tied to new and existing BLMAs.  

Facilitate licensure of PRAs and include them in Coordination Mechanism. 

Comprehensive guidelines for recruitment in line with ILO, IRIS, and the Montreal Recommendations 
should be developed and included in licensure requirements. Registration and regulation of PRAs 
and sharing of information on the registered agencies as well as formation of regional associations to 
enhance self-regulation among the Private Employment Agencies. Licensure should also be inclusive of 
PRA inspections that occur regularly and under specific guidelines. Close supervision and monitoring 
of recruitment activities undertaken by local and overseas employment promoters/agencies should be 
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ensured to minimize malpractices and abuses against those seeking overseas jobs. With this regular 
oversight PRAs there should be clear guidelines coupled with decisive and effective punishment such as 
withdrawal of license in cases of malpractice. Regular best practices sharing and collaboration between 
PRAs should be normalized in an effort to align the industry with national and international standards 
and to encourage self-regulation.  

Labour Market and Labour Migration data 

The Government should develop LMIS that adequately recognize labour market needs and that inform 
the formulation, implementation, and evaluation of labour migration policy further develop systems to 
regularly collect and analyze labour market and labour migration data, and to exchange such data with 
countries in the region. Data collected should also seek to gain a better understanding of the numbers and 
places of origin for informal workers within Rwanda. The Occupational Demand List might also expand to 
cover medium skill sets. MINAFFET might also seek to communicate information more directly regarding 
Rwandans working abroad back to the comprehensive LMIS in order to further engage Diaspora with 
social and economic programmes as well as potential return and reintegration issues. Development and 
implementation of return and re-integration programmes for returning migrants. 

Conclude BLMAs in process and ensure Ethical recruitment provisions are included and 
disseminated 

MIFOTRA, RDB, and MINAFFET should work collaboratively to ensure that ethical recruitment 
provisions, in line with the Montreal Recommendations and IRIS Standards, are included as provisions in 
the BLMAs currently in process. Adequate time for review and negotiation should be included in current 
processes, including review through the Ministry of Justice and MIFOTRA in order to ensure that ethical 
recruitment standards are included in each of the agreements. Furthermore, before new agreements are 
completed the oversight mechanism or Joint Technical Committee mechanism responsible for reviewing 
the implementation and monitoring BLMAs should be catered to and actualized. These provisions should 
also be inclusive of portability of social security and other entitlements as well as other benefits, whenever 
possible.  

Strengthen the role of consular offices and establish labour attachés in receiving countries with 
large number of Rwandese labour emigrants to promote the rights and welfare of emigrants. 

There are also may be opportunities for enhanced capacity development of consular staff regarding 
protections for Rwandans working abroad and avenues for redress, whenever needed. Capacity might 
also be developed in Countries of Destination for consular representatives or staff to properly vet 
potential employment destinations and agencies.
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4. DEFINITION OF KEY TERMS

The terms and names of recommendations below are key terms used in relevant labour migration 
governance by International Organization for Migration (IOM)/UN Migration Agency, International Labour 
Organization (ILO), Sustainable Development Goals (SDG) and Global Compact for Mgration (GCM). 7

Countries of Origin: a country of nationality or of former habitual residence of a person or group of 
persons who have migrated abroad, irrespective of whether they migrate regularly or irregularly

Countries of Destination: the destination for a person or a group of people, irrespective of whether 
they migrate regularly or irregularly.

Employers refers to a person or an entity that engages employees or workers, either directly or indirectly8

Ethical Labour Recruitment: the process of engaging a worker fairly, transparently and on merit.  
Recruitment should take place in a way that respects, protects and fulfils internationally recognized 
human rights.

Unethical recruitment: Contrary to the above, unethical recruitment (whether lawful or unlawful) can 
be unjust, non-transparent and fail to respect the dignity and human rights of workers. It can also lead to 
other abuses, such as trafficking in persons, migrant smuggling, and other forms of exploitation.

Exploitation: the act of taking advantage of something or someone, in particular the act of taking unjust 
advantage of another for one’s own benefit. Formal PRAs: This term is used to refer to private recruitment 
and employment agencies who are duly registered and licensed to function legally as recruitment entities 
or businesses in the country. They can be agencies or individual agents.

Labour migration: movement of persons from one State to another, or within their own country of 
residence, for the purpose of employment.

Migration: the movement of persons away from their place of usual residence, either across an 
international border or within a State.

Migrant worker: a person who is to be engaged, is engaged or has been engaged in a remunerated 
activity in a State of which that person is not a national.

Pre-departure orientation program: courses designed to help prospective migrants, including 
refugees, acquire the knowledge, skills and attitudes needed to facilitate their integration into the country 
of destination. They also address expectation and provide a safe and nonthreatening environment in 
which to answer migrants’ questions and address concerns.

Montreal Recommendation: presents policymakers and regulators with practical guidance and ideas 
to improve regulation and oversight of international recruitment and protection of migrant workers. It 
covers a broad range of themes, including the following: (a) recruitment fees; (b) licensing and registration 
of labour recruiters; (c) inspections and enforcement; (d) access to grievance mechanisms and dispute 
resolution; (e) bilateral and multilateral mechanisms; and (f) migrant welfare and assistance. The guidance 
results from a global conference held in Montreal, Canada, that brought together leading experts and 
practitioners from more than 30 countries around the world. It reflects an important milestone in global 
efforts to promote ethical recruitment.9

Recruitment: includes the advertising, information dissemination, selection, transport, placement into 
employment and – for migrant workers – return to the country of origin where applicable. This applies 
to both jobseekers and those in an employment relationship.10

7  IOM, Glossary on Migration (Geneva, 2019). Unless otherwise noted, definitions given in this section are drawn from this Glossary
8  https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_536755.pdf 
9  https://publications.iom.int/books/montreal-recommendations-recruitment-road-map-towards-better-regulation 
10  IOM, Glossary on Migration (Geneva, 2019) 
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Private recruitment agencies: any natural or legal person who performs a licensed recruitment 
function, including recruitment agents and employment agents. 

PEAs: This acronym is used to refer to Private Recruitment and Employment agencies.

Informal recruitment: This term is used in the paper to refer to all recruitment which is facilitated 
by informal private recruitment agencies, which are not registered nor licensed as private recruitment 
agencies nor businesses in the country.

Informal PRAs: This term is used to refer to private recruitment and employment agencies which are 
not registered nor licensed to function legally as recruitment entities or businesses in the country. They 
can be agencies or individual agents.

Recruitment fees and costs: any fees or costs incurred in the recruitment process in order for workers 
to secure employment or placement, regardless of the manner, timing or location of their imposition or 
collection.

Trafficking in persons (human trafficking): the recruitment, transportation, transfer, harbouring or 
receipt of persons, by means of the threat or use of force or other forms of coercion, of abduction, of 
fraud, of deception, of the abuse of power or of a position of vulnerability or of the giving or receiving 
of payments or benefits to achieve the consent of a person having control over another person, for the 
purpose of exploitation. Exploitation shall include, at a minimum, the exploitation of the prostitution of 
others or other forms of sexual exploitation, forced labour or services, slavery or practices similar to 
slavery, servitude or the removal of organs.11

5. INTRODUCTION AND BACKGROUND

East and Horn of Africa is a large and dynamic market with close to 174 million people, the majority 
being youth who are ready to enter the labour market or seek opportunities abroad due to increased 
unemployment in countries of origin. Pre-COVID-19, the region’s economies were on a steady growth 
pathway, with Sudan, Ethiopia, Djibouti, and Eritrea experiencing between 5 and 9% GDP growth per 
annum.12 Production, investment, and trade, however, were growing at an uneven pace depending on 
economic sectors, industries, or geographic location. This continues to create incentives for populations 
from rural and less developed areas to seek livelihood opportunities in more advanced and vibrant 
urban economic zones – both within the region and outside of it. Additionally, the increased demand for 
traditionally female sectors of domestic work and other forms of care work has feminized EHoA migration 
with 50 per cent of international migrants within EHoA being women.13 They are employed mainly 
in domestic work and provide essential care for children, people with disabilities, and the elderly. This 
has enabled millions of people – primarily women – to remain in or return to the workforce. In doing so, 
they contribute billions of dollars both directly and indirectly to the local economy and contribute to the 
development of their own countries through the transfer of remittances. 

The nature of migration in and from the East and Horn of Africa (EHoA) is diverse, complex, and 
significant in volume. Migrants in the EHOA primarily moves along three routes: the Eastern route 
through Yemen, the Middle East and beyond; the Northern route through Sudan, and either through 
Libya and on to Europe (Central Mediterranean Route), and the Southern route through Kenya, Tanzania 

11  Protocol to Prevent, Suppress and Punish Trafficking in Persons, Especially Women and Children, Supplementing the United Nations Con-
vention against Transnational Organized Crime (2237 UNTS 319, 2000), art. 3(a).
12  The World Bank Country Overview   https://www.worldbank.org/en/region/afr  (Accessed 23 June 2021) 
13  The World Bank Country Overview  https://www.worldbank.org/en/region/afr (Accessed 10 February 2022)  https://publications.iom.int/
books/montreal-recommendations-recruitment-road-map-towards-better-regulation 
IOM, Glossary on Migration (Geneva, 2019) Protocol to Prevent, Suppress and Punish Trafficking in Persons, Especially Women and Children, 
Supplementing the United Nations Convention against Transnational Organized Crime (2237 UNTS 319, 2000), art. 3(a). The World Bank 
Country Overview   https://www.worldbank.org/en/region/afr  (Accessed 23 June 2021) 
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and further onwards to South Africa. Besides these routes, a very significant portion of the movements 
take place within the EHoA Region. IOM’s Displacement Tracking Matrix (DTM) in EHoA tracked a total 
of 332,370 movements from January to June 2021 in Djibouti, Ethiopia, Somalia, and Yemen. Out of the 
332,370, 67 per cent were travelling for economic reasons, 10 percent were forced movements due to 
various reasons, 9 percent were returning to their habitual residence, 5 percent due to seasonal reasons, 
3 percent to visit their families and 5 percent for various other reasons.14  

A major challenge is the fact that a significant part of these migration flows occurs outside of regulated 
channels. As a result, migrant workers face violence, harassment and abuse during their journey, on 
arrival in the countries of destination, and upon their return perpetrated by both local and foreign 
recruitment agencies as well as their employers. Cases of exploitation by recruitment agencies and 
employers often create considerable hardship for migrant workers from EHOA and threaten to cause 
reputational damage to companies, employers, and countries of destination. Lower-skilled workers from 
EHOA are more likely to be at the risk of abusive and fraudulent practices by recruitment agencies, such 
as contract substitution and the charging of workers the equivalent of several months’ salary for visas, air 
tickets, and other related recruitment costs.

The vulnerability of EHOA migrant workers is further exacerbated by the prevalent international 
recruitment model, which is fragmented, non-transparent and operates largely under the assumption 
that it is the worker’s responsibility to bear many, if not all, of the recruitment fees and costs. This model 
exposes migrant workers to high levels of personal debt, which in turn reduces their bargaining power 
when their employment terms and conditions are not respected. This model can also result in poor 
job matching between workers and employers as the work pool is reduced to those who can afford to 
migrate as compared to a situation of competency-based hiring. 

6. RATIONALE FOR THE RAPID ASSESSMENT

The challenges facing migrant workers are significant and cannot be addressed by any one stakeholder 
in isolation. A cohesive and collaborative effort is needed on the part of governments, civil society, and 
the public and private sector. This approach parallels the discussions surrounding the United Nations 
Sustainable Development Goals (SDGs) and the IOM Global Compact for Safe, Orderly and Regular 
Migration (GCM), both of which recognize the importance of engaging both the public and private sector 
to bring about positive change. 

When it comes to migrant workers, both private and public labour recruiters have a particularly important 
role to play as they are not only facilitating a worker’s recruitment from one country to another, but they 
also have direct contact with the workers and their families as well as employers, government officials, 
and other business partners (such as training and medical providers) that are involved in the recruitment 
process. In addition, under the current global health crisis, Private Recruitment Agencies (PRAs) play an 
essential role in protecting migrant workers and ensuring essential services have the staff they need to 
provide elevated levels of care. They are also on the frontlines of helping migrant workers get home. 
When countries move to post-crisis situations, it will be the PRAs who will be at the forefront to provide 
recruitment services which respond to the increased demand of employers who want to return to 
“business as usual” as quickly as possible. 

EHOA is one of the regions least explored in terms of research and knowledge on recruitment practices 
and their linkages to trafficking in persons and other forms of exploitation and abuse. Public and private 
employment systems for the placement of workers nationally and internationally vary significantly amongst 
countries within the region. A comprehensive review of the recruitment sector, though, has not yet been 

14   https://dtm.iom.int/reports/region-move-%E2%80%94-mid-year-mobility-overview-january-june-2021#:~:text=The%20mid%2D2021%20
edition%20of,livelihoods%20and%20the%20region’s%20economy. 



19

conducted, both regionally and at the national level. It is important to have a better understanding of 
what public and private employment services exist, how they operate, and whether there is a need to 
build capacity to institutionalize ethical recruitment.  

The International Organization for Migration (IOM) seeks to promote ethical recruitment and protect 
migrant workers in EHOA. The organization is committed to supporting governments to develop and 
strengthen effective mechanisms and tools that prevent and address exploitation by unscrupulous labour 
recruiters. Currently, IOM is implementing 2 projects in Kenya and Uganda to create sustainable business 
models for the recruitment of migrant workers that are consistent with international ethical recruitment 
standards. The projects are aimed at addressing the drivers of human smuggling and trafficking by 
enhancing ethical recruitment services from the supply side as well as piloting an oversight mechanism 
with the governments to monitor and report unscrupulous practices by recruitment agencies. Using IOM’s 
International Recruitment Integrity System (IRIS), the projects are expected to train private recruitment 
agencies (PRAs) on ethical recruitment practice and enroll PRAs into the IRIS Capacity Building Program 
(IRIS CBP) with an aim to prepare them for IRIS certification.  These two ethical recruitment projects 
are playing a critical role in this period to support PRAs to comply with relevant laws and regulations 
and maintain measures that are consistent with international standards, including the IRIS Standards. The 
projects are supporting the PRAs to prepare for this post-crisis situation, and to better position PRAs 
to meet the demands when businesses return to the ‘new normal’ while protecting the rights of migrant 
workers. 

It is also worth mentioning that IOM has been engaging with EHOA governments on issues pertaining 
to ethical recruitment and migrant worker’s protection both at the Regional and Global level. In 2019, 
IOM organized a Regional Workshop on Regulation and Ethics of International Labour Recruitment 
which resulted in the Entebbe joint recommendation from the East and Horn of Africa Region. Critical 
recommendations were made during that regional workshop for Government counterparts, such as:

• Ratify relevant international conventions including ILO Convention 181 on Private Employment 
Agencies and the International Convention on the Protection of the Rights of All Migrant 
Workers and Members of their Families.

• Draft and negotiate BLMAs based on agreed standards and international good practices to 
enhance protection of migrant workers abroad.

• Support the regularization and capacity building of recruitment agencies, including through 
certification schemes like IRIS Certification.

Moreover, in 2019, IOM co-hosted with its partners the first ever Global Conference on the Regulation of 
International Recruitment. The conference resulted in the Montreal Recommendations on Recruitment: 
A Road Map towards Better Regulation. Following the global conference, IOM launched the Global Policy 
Network to promote ethical recruitment and the protection of migrant workers in December 2020. 
The Network is designed as a vehicle for policy dialogue that is both practical and solutions oriented. It 
provides clear, practical guidance to promote policy coherence and good practices; encourage operational 
and regulatory cooperation across participating jurisdictions; and establish a mechanism through which 
guidance and strategies can be tested and scaled, with actions taken.

The selected countries also co-signed a Regional Communique and 2020-2023 action plan call for action 
of the RMFM in January 2020 to increase the regional inter-ministerial coordination and collaboration, 
with particular emphasis on labour migration governance, migrant workers’ rights and ethical recruitment, 
migration management capacity building, including involvement of other stakeholders such as employers 
and private sector, social partners, and non – government organizations.

As mentioned above, IOM EHOA has undergone significant interventions to institutionalize mechanisms 
such as IRIS that can strongly support governments in their efforts to monitor and promote ethical 
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recruitment practices within their respective countries. With greater interventions and expansion of 
IRIS to EHOA countries, IOM could exponentially increase its ability to support the private sector 
while protecting migrant workers from recruitment-related abuses.  In order to appropriately implement 
its interventions, however, including IRIS and the Montreal Recommendations in the EHOA context, 
background assessments are required to be carried out on a country-by-country basis. Such studies aim 
to identify existing realities, best practices, and challenges in the recruitment industry and thus assist IOM 
in developing a clear strategy and roadmap for stakeholder engagement to promote ethical recruitment 
and pave the way for the Montreal Recommendations and IRIS implementation in the region.

7. OBJECTIVES OF THE RAPID ASSESSMENT 

The overall objective of the baseline rapid assessment is to provide IOM as well as the two targeted 
countries (Rwanda and South Sudan) and relevant stakeholders with a solid understanding of international 
labour recruitment modalities in the region to allow for informed discussion with governments and to 
suggest ways forward. The rapid assessment specifically focuses on identifying the gaps between 
government’s recruitment policy, processes, and practices in terms of their relevance to 
respective international and regional standards and good practices and describing and analyzing 
the following in Rwanda and South Sudan:

• Public and private employment and labour recruitment systems. 

• Government regulation, monitoring and oversight of national and international labour recruitment 
and the activities of private recruitment agencies in terms of their relevance to respective 
international and regional standards and good practices.

• Analysis of relevant stakeholders involved in dialogue and engagement on ethical labour 
recruitment and migrant worker rights in the country.

• Relevant regional consultative processes and/or other multilateral mechanisms related to 
international labour recruitment.

8. METHODOLOGY

The baseline rapid assessment data collection was conducted in three phases: Desk literature review, 
Key Informant interview, and national consultation workshop.  

Desk Literature review

In the first phase, the desk literature review to obtain secondary qualitative data was done with the help 
of an assisting consultant based in Rwanda and South Sudan and supported by two IOM Country Office 
staff, all drawing from prescribed guiding questions. The role of IOM staff was to provide lists of relevant 
documents, past annual, quarterly or workshop and conference reports on migration. They ensured 
access to hard and soft copies of relevant documents by the assistant consultant.

The objective of the desk review was to identify gaps in policy, processes and practices prevailing in ethical 
labour recruitment derived from existing documents such as case studies, monitoring and evaluation 
reports, workshop and conference recommendations, and working papers, thus providing secondary 
data. In its broad coverage the desk review encompassed: key principles of ethical recruitment, mapping 
of all stakeholders, labour recruitment policy, laws and regulations supporting ethical recruitment, 
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government’s measures consistent with international standards and their adoption. In addition, the desk 
review examined whether current policy on ethical recruitment aligns with international standards and 
was paired with a robust communication strategy and a viable plan to support BRMM. The desk review 
guiding questions acted as beacons to the research and care was taken to include all sections and sub-
sections as derived from the terms of reference. A total of twenty-eight documents were reviewed as 
shown in full list of Annex II. 

Key Informant Interview 

In the second phase key informant interviews (KIIs) to collect empirical qualitative data were carried out. 
The KIIs focused on public and private recruitment agencies and their place in ethical recruitment and 
in conformity with the Montreal Recommendations and the International Recruitment Integrity System 
(IRIS) Standard.  

Effective questions were determined based on the following four main areas:

• In migration and out migration trends and how recruitment is conducted

• Public and Private employment and labour recruitment systems (national and international).

• Government regulation, monitoring and oversight of national and international labour recruitment 
and the activities of private recruitment agencies. 

• Factors hindering the government and private recruitment agencies from promoting ethical 
recruitment 

18 respondents were interviewed for KIIs as shown in Annex I. In both countries, interviews were 
conducted with primary stakeholders in the government, including the Ministry of Labour or Employment 
(or other relevant body in charge of public employment as well as of regulating private recruitment), the 
Ministry of Foreign Affairs, the body charged with coordinating counter-trafficking efforts as well as other 
relevant Ministries. In the private sector, key informants included private recruitment agencies based 
locally in the selected countries. In addition, in the civil society sector, key informants included trade 
union bodies and local non-governmental organizations involved in migration- related issues (including 
labour migration). Key informant interviews were targeted based on the pre-determined questions which 
were tailored with specificity to Rwanda and South Sudan. A substantial number of these interviews were 
conducted on virtual platforms without major challenges.

National Consultation Workshop

National consultation workshops were held in South Sudan and Rwanda with key stakeholders that 
had participated in the KIIs. A total of 39 officials participated (13 in Rwanda and 26 in South Sudan) in 
the national level consultation as shown in Annex III. The findings from the desk review and KIIs were 
solidified and validated during the national consultation workshops.  The KII guiding questions were used 
for the national consultation workshop to triangulate and gather more information. The accruing reports 
from desk review and KIIs were distilled and condensed into a concise report.

9. LIMITATIONS OF THE RAPID ASSESSMENT

Some limitations of the assessment included the slow process of identifying and bringing the assisting 
consultants on board, and the equally long period of identifying the would-be respondents for KIIs and 
FGDs. Furthermore, the ethical recruitment systems are at infancy stage in both countries and due to 
this the respondents are deemed to have limited knowledge and understanding of the subject matter.  To 
minimize the margin of an error and meet the basic data collection tenets, an extensive desk review and 
national consultation meeting was held in both countries. 
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Only a few Interviews were conducted with Private recruitment agencies (2 in South Sudan and 2 Rwanda) 
as PRAs are not licensed to recruit workers for international jobs in either country. The sensitive and 
criminal nature of the issue, as well as its informality, made it difficult to identify informal agencies and 
individual agents and recruiters for interviews. 

10. LABOUR RECRUITMENT AND MIGRANT 
WORKER PROTECTION MECHANISMS IN SOUTH 
SUDAN

The Republic of South Sudan is the youngest nation in the world. It gained independence from Sudan 
on July 9, 2011, following the Comprehensive Peace Agreement in 2005 and the referendum and 
independence process in 2011. Its population is 11,302,338 in 2021, according to projections of the 
latest United Nations data. South Sudan is bordered by the Central African Republic, Sudan, Ethiopia, the 
Democratic Republic of Congo, Uganda, and Kenya.

While the process of South Sudan’s state building advanced quickly, the more than two decades of the 
Second Civil War have taken a severe toll on the new-born nation not only in terms of the 1.5 million 
people who lost their lives, but also in terms of the over 4 million displaced persons.15 The impact of 
the Civil War was aggravated by natural disasters such as floods and drought. In addition, following 
independence, national authorities had to deal with large numbers of undocumented foreign nationals, 
and influx of labour migrants from neighboring countries which are difficult to count and administer due 
to the absence of a functional administrative and registration system.

Up to date, South Sudan continues to face diverse migration and mobility challenges, as it is both a 
country of origin and destination. It is also a country of migration-transit, as some people enter South 
Sudan only temporarily with the prospect of moving to other final destinations. Evidence suggest that 
migrants pass through South Sudan as part of the Southern route to South Africa as well the North-
western route to Libya and then to Europe. Migrants’ movements in South Sudan are mixed – both in 
terms of root causes and duration – and include refugees, migrant workers with or without families, as 
well as unaccompanied migrant children and victims of trafficking. A number of those migrants travelling 
to, or through, the country enlists the services of smugglers to facilitate their journeys.16  

10.1 SITUATIONAL ANALYSIS

South Sudan remained one of the top 5 worldwide Countries of Origin for refugees in 2018.17   Migration 
within, from, and into South Sudan is determined by conflicts and border confrontation, cattle rustling, 
inter communal violence, and natural disasters such as flooding.  Over 72 percent of South Sudanese 
were at risk for displacement in 2018 and in 2020, 6.3 million people or 53 percent of the population of 
South Sudan faced acute or high levels of food insecurity.18  

Between January and June 2021, DTM reported that localized conflict accounted for most displacement 
within South Sudan (60 percent), while a further 20 percent was the result of natural disaster (flooding). 
Forty-four percent of the IDPs were displaced by localized conflict to locations in Warrap, and 10 per 
cent in Upper Nile.19  This has effects for international migrants as well and may place further economic 
strain on host communities and migrant workers. Furthermore, displaced women and children orphaned 
as a result of conflict are at further risk to human trafficking both within South Sudan and in neighboring 

15  Republic of South Sudan Ministry of Interior (2019) National Comprehensive Migration Policy
16  Migration Profile South Sudan (2021), Migrants & Refugees Section | Integral Human Development
17  World Migration Report 2020. IOM 2020. Available from: https://publications.iom.int/system/files/pdf/wmr_2020.pdf.
18  Rapid Migration Trends Analysis for South Sudan. IOM, 2018.
19  DTM, 2021.
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countries.20 South Sudanese women and girls are vulnerable to domestic servitude throughout the 
country and unaccompanied minors in camps for refugees or internally displaced persons are particularly 
vulnerable to abduction by sex or labor traffickers.  South Sudan’s unique migration dynamics contribute 
to forced recruitment by armed forces and armed groups, forced marriage, domestic servitude, sexual 
exploitation, and labour exploitation.  

Migration to South Sudan

South Sudan does not produce regular statistics on international labour migration, and thus data is often 
outdated and misrepresentative of the population.21 In 2020, South Sudan was believed to be hosting 
some 882,000 migrants, the majority coming from the East and Horn of Africa, according to the United 
Nations International Migration Report. In 2020 49.7 percent of immigrants were female, 34.4 percent 
were under the age of 20, and 3.4 percent were aged 65 and older.22 The majority of international 
migrants in South Sudan are thought to be from the East and Horn of Africa, but because of and often 
their irregular immigration status, little is known of the true numbers. South Sudan was the 2nd biggest 
country of destination in 2015 in the IGAD REC, after Djibouti.23 

Officials from Ministry of Interior, believe that the actual number of international migrants present in 
the South Sudan is significantly higher than the above estimates. By comparison, Ministry of Labour 
data indicates that only 4,726 work permits were issued in 2020 to foreign migrant workers.24  This 
large numerical discrepancy suggests that only a marginal fraction of foreigners works legally in South 
Sudan. The large number of irregular flows is not only exposing migrant workers to trafficking but also 
hindering skill transfer to South Sudanese nationals as the foreign workers are beyond the reach of the 
government’s ongoing and forthcoming skills transfer initiatives.25

Source: MOL 2021

The popularity of South Sudan as a primary destination country for migrant workers from neighboring 
countries is connected to a growing demand for goods and services and the lack of a local skilled workforce. 
It is perceived to be a beneficial destination for migrants looking for greater economic opportunities and 
higher pay and finding employment at the destination is facilitated by the strong networks that exist 
between communities in the EHoA.26  Additionally, the oil-driven economic boom attracted immigrants 
who sought better opportunities. This migration trend existed before the civil war, but most migrants 
returned home or moved onwards when war broke out in 2016. 

20  Research Brief: Findings and Recommendations Trafficking in Persons in South Sudan Prevalence, Challenges and Responses IOM South 
Sudan 2020. Available from: https://reliefweb.int/sites/reliefweb.int/files/resources/Research%20Brief%20-%20Trafficking%20in%20Persons%20
in%20South%20Sudan.pdf. 
21  Migration Profile South Sudan (2021), Migrants & Refugees Section | Integral Human Development
22  Republic of South Sudan Ministry of Interior (2019) National Comprehensive Migration Policy
23  World Migration Report 2020. IOM 2020. Available from: https://publications.iom.int/system/files/pdf/wmr_2020.pdf.
24  MOL 2021
25  Ibid 
26  IOM (2021) A Region on the Move: Mid-Year Mobility Overview January to June 2020

Summary of yearly work permit issued
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Source: South Sudan Migration Profile: Study on Migration Routes in the East and Horn of Africa 2017

The low capacity and quality of the public education system is hindering to substituting high-skilled foreign 
workers by South Sudanese nationals in the formal economy. This problem is further compounded by the 
absence of effective on-the-job skills transfer schemes and most South Sudanese opted to live in rural 
settings and engage in subsistence agriculture and livestock rearing. 

Migration from South Sudan

Data on labour emigration from South Sudan is equally scarce. As of the end of 2017, the European Union 
reported a total 1,752,000 migrants from South Sudan worldwide, which amounted to approximately 
13.9% of the South Sudanese population.27 Existing information suggests that the main destination 
countries of South Sudanese migrant workers coincide with those countries hosting large South Sudanese 
diaspora, including Sudan, Egypt and some countries beyond the region, notably the United States and 
Australia.28 

It was noted that South Sudanese migrants tend to stay in the region instead of engaging in irregular 
migration to Europe or any place far from their community. This is due to the lack of resources to 
finance journeys and to a strong sense of identity and attachment to their cultural lifestyles.29 The data 
available does not provide precise information on why the South Sudanese leave their country, apart 
from protracted conflict displacement. Discussions with informants indicated that most South Sudanese 
working abroad in the IGAD region work in small businesses, supermarkets, agriculture, construction, 
and as teachers.

27   https://migrants-refugees.va/country-profile/south-sudan/ 
28  Ibid 
29  Ibid 

Migrants to South Sudan



25

Migrants to South Sudan

Source: South Sudan Migration Profile: Study on Migration Routes in the East and Horn of Africa 2017

More recently there have been a few companies from Uganda aimed at recruiting South Sudanese 
workers for Qatar and UAE. This has mostly focused on the areas of recruiting taxi drivers and airport 
security workers. The Ministry of Labour indicated it has engaged with the Ministry of Foreign Affairs on 
identifying these companies in order to ensure that they complete the necessary processes according to 
South Sudanese Labour Act.  

Despite the dearth of data, evidence exists on the engagement of South Sudanese abroad in diaspora 
associations and of continued activity to support state-building efforts by raising funds and sending 
collective remittances to South Sudan such as for the building of schools and health clinics or deploying 
shipments of used equipment for schools and hospitals.

10.2 LABOUR RECRUITMENT: IDENTIFIED TRENDS AND ISSUES
The recruitment of South Sudanese, both through regular and irregular means to work in South 
Sudan itself and outside of the region and the continent in general is a less apparent trend. There are 
currently no public recruitment/employment systems for jobs located outside of South Sudan, in terms 
of Private Recruitment agencies (PRAs), it was indicted that there are a few (7 in total) given a letter 
of recognition by Ministry of Labour to recruit at national level, and they are yet to be licensed to 
deploy South Sudanese migrant workers abroad. It was noted that most South Sudanese find their job 
abroad informally via personal connections and social networks and through PRAs engaged in informal 
recruitment. Respondents stated the international labour recruitment occurs informally, and thus most 
of the employment in South Sudan remains unregulated and informal. 

“No PRAs have been licensed in South Sudan; no inspection of PRAs has taken place; and those PRAs are 
not currently deploying South Sudanese migrant workers”. MOL 
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Moreover, it was highlighted during the discussions that an increase has been identified in the number 
of South Sudanese workers recruited informally for domestic work, particularly in Egypt and Sudan and 
there is a growing awareness by Ministry of Labour and Ministry of Foreign Affairs regarding the abuse 
and exploitation faced by domestic workers in these countries. The MOL indicated they do not have the 
necessary institutional capacity, regulations, and monitoring mechanisms in place to allow for PRAs to 
deploy South Sudanese migrant workers. They did reveal, however, that they had received a request from 
a Ugandan company to deploy South Sudanese migrant workers to the Gulf countries (KSA and Qatar), 
as their knowledge of Arabic is regarded as an asset. 

Overall, the lack of regulations on international labour recruitment, regular labour migration pathways, 
and an articulated national migration policy are the major obstacles for formalized labour recruitment. 
These impediments mean that much of labour recruitment and labour migration occurs through informal 
channels, thus not being registered by the government and increasing the chance that South Sudanese 
migrants will not be protected abroad. 

According to the 2021 Trafficking in Persons Report of South Sudan by the US State Department, there 
is also a strong link between informal recruitment and trafficking in persons and labour exploitation 
within South Sudan and South Sudanese abroad. The report highlighted South Sudanese women and girls, 
particularly those from rural areas, the internally displaced and women from the neighboring countries 
(Ethiopia and Eritria) are the most vulnerable to be recruited informally ending up in the hands of 
traffickers. 

“South Sudanese and foreign business owners recruit men and women from neighboring countries—
especially the Democratic Republic of the Congo, Eritrea, Ethiopia, Kenya, Republic of the Congo, 
and Uganda—as well as South Sudanese women and children, with fraudulent offers of employment 
opportunities in hotels, restaurants, and construction, and they force them to work for little or no pay 

or coerce them into commercial sex.” 2021 Trafficking in Persons Report: South Sudan

It was also discussed that there are national, regional, and transnational trafficking networks in South 
Sudan who actively recruit South Sudanese and other nationals and these networks often involve distant 
relatives of the victims. Respondents pointed out these networks are typically well-organized and 
discreet, thus constituting a major obstacle for law enforcement officials. Information is lacking regarding 
how these networks operate but from testimonies gathered from government officials in South Sudan, 
informal recruitment is often effectuated via close or remote family members and friends or through 
more trusted community organizations, such as religious institutions, where traffickers can be discretely 
present.

Moreover, according to the respondents, there is a lack of awareness among the general population on 
the differences between formal and informal agencies and the risks associated with informal recruitment, 
including trafficking in persons, migrant smuggling, and other forms of exploitation. The public is generally 
unaware of the laws related to labour recruitment and its central tenets, such as the fact that recruitment 
services should be free. Many migrant workers and jobseekers are therefore unaware of their rights 
during the process of seeking employment both nationally and internationally and of the procedures for 
seeking a job abroad through formal means.
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10.3 LABOUR MIGRATION MANAGEMENT AT NATIONAL LEVEL 

Roles and Responsibilities of Government Offices in Migration Management 

Migration management in South Sudan is undertaken by various ministries. Those directly in charge of 
migration management are the Ministry of Labour, the Ministry of Interior (MOI), the Ministry of Foreign 
Affairs, the Ministry of Justice, the Ministry of Humanitarian Affairs and Disaster Management (MHADM), 
and the Ministry of Gender, Child and Social Welfare (MGCSW). With regards to a national migration 
policy, South Sudan is in the process of drafting migration policy, expected to be validated soon.  

The Ministry of Labour has 5 directorates under its jurisdiction: 1-Directorate of Labour; 2-Directorate 
of Administration and Finance; 3-Directorate of Occupational Safety and Health; 4-Directorate of 
Vocational Training; and 5-Directorate of Policy, Planning and Statistics and the Office of the Minister. 
MOL with its internal structures are mandated  to develop, review, and implement labour laws, policies, 
plans, and regulations; promote and implement international labour standards; conduct labour inspections; 
investigate and resolve labour disputes; advise the government, employers, employees, and trade unions 
on labour laws and policies, and promote social dialogue; guide and support the states’ labour offices on 
labour issues; and regulate the employment of migrant workers by issuing work permits. The Directorate 
of Occupational Safety and Health (OSH) is directly responsible to steer the development of policies, 
laws, and regulations on occupational safety and health; inspect workplaces to ensure that OSH laws 
and regulations and standards are met; and investigate workplace accidents to determine liability and 
compensation. Similarly, the Directorate of Vocational Training establishes and oversees the operations 
of vocational training centres. Migrants can access these centres to undertake training or take trade tests 
to have their skills recognized. 

The Labor Directorate is also the agency that regulates and monitors private recruitment agencies. 
In this regard, it works with approximately 7 PRAs, which only recruit at national level. Though the 
directorate at national level is functioning to some level, it was noted its branches at state level have 
limited capacity to conduct inspection due to the absence of means of transport and high staff turnover. 
There is also a shortage of resources to pay labor inspectors and it was noted that the directorate lacks 
qualified inspectors to increase coverage of workplace inspections and PRAs.  

Recently, the ministry has established Labour Advisory Council at the national level and is planning to 
have the council in all states as per the 2017 South Sudan Labour Act. The ministry is also in the process 
of establishing labour court.  

The Ministry of Foreign Affairs (MOFA) is responsible for promoting the migration policy once 
adopted by the parliament and negotiating BLMAs and MOUs with other countries. Currently South 
Sudan has a MOU with Ethiopia, but they do not have BLMAs with any country. It is the MOFA mandate 
to implement the BLAs, specifically focusing on the promotion of regular migration and circulation of 
South Sudanese nationals abroad through its consulates and missions. It was noted during the national 
consultation however, that the Ministry’s capacity is limited to explore, conclude, and enforce bilateral 
labour agreements/MOUs to protect migrants’ rights at destination. It was also noted that there is 
minimal capacity in embassies to handle support of migrant workers.

The Ministry of Interior (MOI) through the Directorate of Nationality, Passports, and Immigration (DNPI) 
is responsible for the implementation of nationality, passports, and immigration laws in accordance with 
the Nationality Act, 2011, and the Passport and Immigration Act, 2011. Its relevant functions include 
managing the borders of South Sudan, processing people entering and leaving the country, issuing entry 
visas and residence permits, and registering foreign nationals, and maintaining immigration records, 
deporting foreign nationals who have not complied with the laws of South Sudan, and combatting cross-
border crimes, including human trafficking. 
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The Ministry of Humanitarian Affairs and Disaster Management (MHADM) is responsible for 
disaster risk management and implementing early warning systems. The Ministry participates in the 
formulation of policies on Internally Displaced Peoples (IDPs), refugees, and returnees. It also provides 
assistance to returnees such as food and transport. The Relief and Rehabilitation Commission (RRC) is 
the operational arm of the MHADM, and coordinates the relief, repatriation, rehabilitation, resettlement, 
and reintegration of IDPs and returnees, in consultation with the MHADM. 

The Ministry of Gender, Child and Social Welfare (MGCSW) develops and implements laws, policies, 
and programs on gender equality, women’s empowerment, child protection, and social protection, and 
mainstreams these topics into national development processes. The Ministry supports South Sudanese 
female small cross-border traders by providing information on the rules and procedures for trade with 
neighboring countries. But there appears to be no activities aimed at disseminating information to migrant 
workers in South Sudan. 

The Ministry of Culture, Youth and Sports is mandated to develop policies and initiatives for the 
youth population and tries to address the significant challenge of youth unemployment by facilitating 
training opportunities for youths. Such opportunities may help to avert irregular migration by youths 
who are in search of employment opportunities and a better life abroad. South Sudan classifies youth 
as persons aged between 15 and 35 years. The draft 2012 Youth Policy is still in Parliament, awaiting 
adoption. 

The Ministry of Higher Education, Science and Technology oversees the process to recognize the 
higher education skills of migrants in South Sudan. It also authenticates the documentation of higher 
education qualifications obtained in South Sudan for South Sudanese to work abroad. Migrants in South 
Sudan can have their skills recognized through trade tests at vocational training centers, but few seem 
to do so.  While migrants may access the education system at their own cost, technical and vocational 
education and training (TVET) is highly fragmented, and a streamlined TVET certification process needs 
to be put in place. There is also a need to disseminate information to migrant workers, including on their 
rights and their access to education, training, skills recognition, and finance.

Public Employment Systems

The significant entity involved in the South Sudan public employment sector is the Ministry of Public 
Service and Human Resource Development. This ministry was established in the year 2020 as part 
of the implementation of the Agreement on the Resolution of the Conflict in South Sudan (ARCSS). The 
ministry is mandated to promote the South Sudanese youth employment with a variety of responsibilities, 
including ensuring the reception, information and orientation of young jobseekers, providing support 
to those who carry out initiatives potentially creating jobs for young people and implementing special 
program for the vocational reintegration and employment of young people. Its services and programs are 
varied and include training, skills development, direct investment in businesses and the Hiring Assistance 
Program as well as assistance with job search, application, interviews and so forth for employment 
opportunities within South Sudan.  As it is newly established, however, it currently lacks institutional 
frameworks and capacity that guide the identification and registration of vacancies, establishment of 
collaborations with potential employers, and transparent screening and matching of job seekers with 
available job opportunities. 

Private Employment System 

MOL stated during the assessment that no PRAs have been licensed to deploy South Sudanese migrant 
workers abroad, and that no inspection of PRAs have taken place, They indicated they do not yet have 
the necessary institutional capacity, regulations, and monitoring mechanisms in place to allow for PRAs 
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to deploy South Sudanese migrant workers. Currently, there is no institution to provide pre-departure in 
South Sudan as required in the Labour Act, 2017.

However, there are 7 PRA who have received business licenses to recruit for the local labour market. 
These agencies recruit both medium to low skilled primarily for the hotel industry and domestic work 
for positions such as waitresses, receptionists, caretakers, cleaners, cooks, as well as other low-skilled 
jobs such as hairdressers. The two interviewed PRAs during the national consultation indicated that their 
agencies do not charge the workers recruitment fee. 

They summarized how their agencies conduct recruitment: 

• After being solicited by an employer to find a candidate for a certain profile, the recruitment 
agency advertises the post on their website and social media pages. 

• Subsequently, the agency conducts interviews with candidates and shortlists them for final 
selection. 

• Prior to all placements, the agency provides all jobseekers with contact information of staff to 
reach at the agency in case they face issues at their new place of employment.

• In addition, the agency follows up with candidates regularly to ensure the placement went 
smoothly.

• The agency maintains a database of Curriculum Vitae 

The interviewees highlighted the lack of legislation to guide the placement of South Sudanese workers 
abroad is exposing South Sudanese migrant workers to exploitation and the policy makers should 
consider a specific legislation for this kind of activity. 

10.4 NATIONAL, INTERNATIONAL, REGIONAL MIGRATION MANAGEMENT 
POLICY FRAMEWORKS 

As South Sudan is a rather young nation, it inherited a limited number of laws and policies related to 
migration. Legislation on migrants and migration includes the 2003 Nationality Act, which provides for 
matters related to nationality and naturalization; the 2012 Refugee Act, which outlines the country’s 
duties and responsibilities towards refugees; the 2008 Child Act, which protects the children of refugees 
and IDPs; and the 2011 Passports and Immigration Act, which provides for matters related to nationality, 
identity documentation, and immigration (including entry, departure, registration, and deportation). The 
2008 Penal Code, the 2008 Child Act, and the 2017 Labour Act all criminalize some forms of sex and 
labour trafficking. 

In addition, the Labour Act promotes the protection of fundamental rights at work and other rights such 
as standards for employment contracts, favorable working conditions, health and safety at workplaces, 
overtime payment, annual leave, sick leave, maternity leave as well as paternity level. The Labour Act of 
2017 covers all employers and employees within South Sudan including regular migrant workers but not 
irregular migrants.

South Sudan signed most regional conventions and treaties in 2013. These include the 2009 African 
Union Convention for the Protection and Assistance of Internally Displaced Persons in Africa (Kampala 
Convention); the 1969 OAU Convention Governing the Specific Aspects of Refugee Problems in Africa; 
the Abuja Treaty establishing the African Economic Community (AEC), which states that freedom of 
movement of persons is a sine qua non condition for the establishment of an African common market; 
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and the 1981 African Charter on Human and Peoples’ Rights, which authorizes free movement and choice 
of residence within a member state of the Economic Community of West African States (ECOWAS) and 
prohibits the collective expulsion of foreigners. South Sudan is also part of a European Union-Horn of 
Africa inter-regional forum on migration known as the Khartoum Process which has led to the creation 
of a shared political platform among EU, North, and East African countries along the migration route 
between the Horn of Africa and Europe. In December 2018 South Sudan also officially adopted the 
Global Compact for Migration. 

South Sudan is not a signatory to most international conventions regarding Labour migration, though. 
It has not acceded to the ILO Migration for Employment Convention (Revised), 1949 (No. 97); the ILO 
Migrant Workers (Supplementary Provisions) Convention, 1975 (No. 143); or the 1990 International 
Convention on the Protection of the Rights of All Migrant Workers and Members of Their Families. 
Moreover, South Sudan has not signed the 1951 UN Convention on the Status of Refugees and its 1967 
Protocol, the 2000 UN Convention against Transnational Organized Crime and its related protocol, the 
1954 UN Convention on the Status of Stateless Persons, or the 1961 UN Convention on the Reduction 
of Statelessness.  

ILO C 181 (1997) - Out of seven (7) conventions ratified by South Sudan, of which seven (7) are in force, 
there is no convention that has been denounced; none have been ratified in the past 12 months.

Table One: Fundamental Conventions of ILO C181 (1997) enforced in South Sudan

S/N Code Convention Date Status

1 C029 Forced Labour Convention, 1930 (No. 29) 29 April 2012 In Force 

2 C098 Right to Organise and Collective Bargaining Convention, 
1949

29 April 2012 In Force

3 C100 Equal Remuneration Convention, 1951 (No. 105) 29 April 2012 In Force

4 C105 Abolition of Forced Labour Convention, 1957 (No. 105) 29 April 2012 In Force

5 C111 Discrimination (Employment and Occupation) Conven-
tion, 1958 (No. 111)

29 April 2012 In Force

6 C138 Minimum Age Convention, 1973 (No. 138) Minimum 
age specified: 14 years

29 April 2012 In Force

7 C182 Worst Forms of Child Labour Convention, 1999 (No. 
182) 

29 April 2012 In Force

South Sudan became a Member State of IGAD in 2011 (IGAD, 2018a). IGAD has been heavily engaged 
in peace efforts in South Sudan in enhancing migration management.  South Sudan is part of the recently 
adopted IGAD protocol to allow for the free movement of persons among its members. In addition, 
it acceded to the East African Community (EAC) Treaty in 2016 and part of the EAC Protocol for the 
Establishment of Common Market (CMP) which provides access to the labour markets of other EAC 
countries, and the right to residence and establishment, according to certain criteria.
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10.5 REGULATION OF LABOUR RECRUITMENT AND PRIVATE RECRUITMENT 
AGENCIES IN SOUTH SUDAN

South Sudan’s ethical labour policy is driven by relevance to the national constitution, regional, and 
international standards. South Sudan has so far developed Labour Act 2017 and the Non-Governmental 
Organizations Recruitment Guidelines. It has also formed National Aliens Committee or National 
Coordination Mechanism on Migration to develop a strategy for the ethical recruitment of skilled labour. 
The Labour Act provides some level of protection to migrant workers per international standards: 

• Article 69 of the Labour Act, 2017, states that employers are only allowed to deploy a worker 
abroad or to another location with their written consent and a worker who is deployed more 
than 100km from the place of recruitment is entitled to: a) an additional four day paid leave each 
year; and b) repatriation of an employee and any family members residing with the employee, 
upon termination of the employment. This provision, if enforced, can offer some benefits to 
migrant workers.30 

• Article 42 of the Labour Act, 2017, allows for written and oral employment contracts. Even 
though, the ACT clearly indicated the content of employment contract, MOL highlighted that 
awareness level of the public is limited that if an employer has engaged a worker for a period, 
it amounts to an employment contract and on what constitutes an employment contract. 
Interviewees suggested that the government could strengthen the enforcement of employment 
contracts in addition to raising the awareness of the employees on the importance and content 
of employment contract.31 

• Article 43 states that the employment contract should contain all information necessary to define 
the rights and obligations of the parties, including:  the name of the employer and employee; the 
place of employment; nature of the employment; employment position; duration of the contract; 
notice period for the termination of the contract by either party; remuneration; welfare measures 
for the employee and their family members; and repatriation, if applicable.32 

• Article 44 on “Statement of Terms of Employment” requires the employer to provide the 
employee with the content of the employment contract, as prescribed in article 43, in a form that 
the employee understands.33

• Article 48 states that disputes regarding employment contracts may be referred in writing to the 
Commission for Conciliation, Mediation and Arbitration, and if it is not solved within one month 
the Labour Court may adjudicate the dispute. Even though, the Labour Act was adopted in 2017, 
the MOL indicated that it established the labour advisory council at national level very recently 
and the Commission for Conciliation, Mediation and Arbitration and the Labour Court referred 
in the Labour Act, 2017 is yet to be established. At present, only the MOL and labour offices are 
intervening to solve labour disputes.

• In addition, Chapter 4 of the Labour Act, 2017, addresses the licensing of private employment 
agencies (PRAs), and requires PRAs to obtain a license from the Office of the Labour Commissioner 
valid for two years. The Office of the Labour Commissioner is mandated to issue the license if 
considered an applicant is qualified to own and manage a PRA and have workplace suitable for a 
PRA activity. The Act specifies, the license renewal process is based on regulations to be issued 
by the MOL and it is not clear how the PRAs renew their license. These regulations, however, 
have not yet been issued. The Office of the Labour Commissioner is also giving the mandate to 
cancel or change the terms of a license if a PRA representative has committed an offence under 

30  Ministry of Justice, Laws of South Sudan, Labour Act 2017, Act No 64
31  Ibid 
32  Ibid 
33  Ibid 
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the Labour Act or is considered unfit to engage in recruitment. According to the Act, a license 
can be suspended during an ongoing investigation by the Labour Inspectorate depending up on 
the fitness of the PRA to perform the services it was licensed for. 

• Concerning recruitment and placement fees, the 2017 Labour Act does not specify if PRAs 
should or should not charge migrants’ recruitment fees and related costs, directly or indirectly. 

10.6 EXAMINE THE ADOPTION AND IMPLEMENTATION OF MONTREAL 
RECOMMENDATIONS

Regulators have a responsibility to establish and effectively enforce the legal and policy framework 
under which labour recruiters and employers operate and guarantee their compliance. With the aim of 
improving the inter-jurisdictional regulation of international labour recruitment, 100 regulators from more 
than 30 countries gathered at the Global Conference on the Regulation of International Recruitment, 
in Montreal, Canada, in June 2019. Through two days of presentations, round-table discussions, and 
break-out sessions, participants articulated recommendations to improve the regulation of international 
recruitment in nine principal areas. 

• Protecting migrant workers: although it is believed that most of the South Sudanese laws are 
taken from the international legal and policy frameworks, South Sudan as a country in East 
and Horn of African has a significant gap where the scope and meaning of the legal and policy 
frameworks is narrowed to specific legal or policy instruments that protects the rights of the 
migrants as mentioned above. 

• Recruitment fees: Ideally, South Sudan does not charge any recruitment fees, however, the PRAs 
noted that “since they operate in the real world, it is possible there will be other recruiters and 
employers who demand fees and or who go into contracts with their recruited or employees to 
be given their first two-three months salaries.”  

• Registration and licensing: these are prerequisites for almost all formal sector employees, whether 
for ‘for-profit’ or ‘not-for-profit’, organizations are required to register and get licensed by the 
government of South Sudan. However, this seems to be only a practice that is done for formalities, 
and there appears to be laxity in the legal and policy frameworks that ensure the efficacy of 
monitoring and evaluation of this process as it is greatly affected by the endemic corruption in 
the country. 

• Administration, inspections and enforcement: unlike other countries that took time to have 
institutional capacity and infrastructure in place, South Sudan has administration, inspections and 
enforcement at national level with some binding legal and policy frameworks in place. These are 
only affected through the poor implementation. There is a need though to cascade down the 
administrative establishments at state level.   

• Ratings, rewards and rankings: the country has ratings, rewards, sanctions and ranking. However, 
the current economic and political environments have rendered all these irrelevant as South Sudan 
is prone to hyperinflation and corruption that greatly frustrates efforts aimed at improving them.

• Access to grievance mechanisms and dispute resolution: there is access to grievance mechanisms 
and dispute resolutions that is mainly under the law enforcement institutions like the police. 
However, the efficiency of accessibility to these mechanisms should be viewed with scrutiny as 
the migrant workers have little faith in the system. 

• Bilateral, regional and multilateral mechanisms: South Sudan is a member state of the United 
Nations, African Union, the Great Lakes Region, IGAD and East African Community. It is also 
assumed to have had applied to be a member state of the Arab League though there have been 
unanswered questions around the request to join the Arab League since South Sudan fought 



33

against Arabization. With regards to MOUs and BLAs implemented by the Government, the only 
BLA concluded by the government is with Sudan. It had also MOU with Ethiopia and Tanzania 
at one point, although there is debate as to whether this is still operationalized. South Sudan 
Joined the EAC in 2016, which also partially provided the country an alternative to such formal 
agreements within the region through the application of Free Movement Protocol, but South 
Sudan has been reluctant to operationalize this, citing security concerns.

• Migrant welfare and assistance: South Sudan host the greatest number of migrants in the region 
as it has left its border open and provided several opportunities to migrants themselves. This, 
however, does not necessitate the fact that the migrants in South Sudan have access to welfare 
and assistance.   As most migrants are irregular, they arrive in the

• South Sudan not fully understanding their legal rights and entitlements or how to access them. 
Additionally, South Sudan do not have the capacity to provide either pre- or post-arrival assistance 
and orientation and to create access to welfare and assistance for migrants to realize their basic 
human rights, including the fundamental principles and rights at work.

• Maintaining the momentum on regulation: there is a dire need to get capacitated, enforced, 
and implemented. Per the key informants, South Sudan requires support to draft regulation of 
international recruitment, including the alignment of national and subnational law and policy with 
relevant international standards.  

10.7 LABOUR MARKET INFORMATION SYSTEM (LMIS)

The role of LMIS is very critical in Private and Public Employment services to provide information on 
labour demand and supply for efficient placement services. If it is well developed, it could also provide 
information on skill needs and supply to provide meaningful vocational guidance and counselling services. 
The Government of South Sudan is not regularly collecting and analyzing labour market data and lacks a 
central database on labour demand, supply, and skills gaps. 

According to the MOLs Policy Framework and Strategic Plan 2012–2016, which is still being applied, 
the Directorate of Labour is tasked with establishing and managing a labour market information system 
(LMIS). An LMIS is yet to be developed.34 Currently MOL is undertaking its first National Labour Force 
Survey, which will capture data on the formal sector in major towns and will constitute South Sudan’s 
first official data on the labour market.

Labour migration data is limited to administrative data collected through immigration procedures and 
the issuing of work permits. The database captures the position, qualifications, and countries of origin 
of regular migrant workers. The MOL stated over 4,000 work permits were issued in 2020, while it 
estimates the number of irregular migrants in the country at over 800,000. 

11. CONCLUSION AND RECOMMENDATIONS - 
SOUTH SUDAN

The implementation of ethical labour recruitment implementation has multiple gaps ranging from the 
relatively nonexistent national legal and policy frameworks.  The South Sudan National Labour Act 
(SS-NLA) 2017, is a guiding policy that regulates all recruiters, employers, and employees under the 
overall umbrella of the South Sudan Federal Ministry of Labour. Alongside the SS-NLA, there is also the 

34  ILO (2020) An assessment of labour migration and mobility governance in the IGAD region: Country report for South Sudan
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Non-Governmental Organizations (NGOs) Recruitment Guideline. This policy documents ensures that 
all NGOs with exception of the United Nations Agencies in the country adhere to the ethical labour 
recruitment, employment, processes, and practices fall in line with the international standards enshrined 
within the SS-NLA 2017. Neither of these two documents explicitly focuses on migrant workers and 
labour migration.

The above sections shed light on several barriers stakeholders face to promoting ethical recruitment 
and protecting migrant workers in South Sudan. Specific challenges and recommendations are discussed 
below.

Adoption of the national migration policy, and development of a labour migration policy and 
central interagency coordination on labour migration.

South Sudan could benefit from the adoption of a national migration and development of a labour 
migration policy to enhance on-going efforts to improve migration management within the country and 
specify clear objectives as well as ways forward in the field of labour migration. 

It would be advantageous for the Government to revise the section of the Labour Act pertaining to 
PRAs, including the registration and licensing procedure. Current legislation does not apply to private 
agencies recruiting on the international level.

Establishment of a regulatory framework for private labour recruitment.

The government has to establish a regulatory framework for private recruitment agencies, including a 
system of licensing, monitoring of labour recruitment and inspection which require agencies to register 
and pass a certification process with the appropriate governmental authorities. Subsequently, government 
should take measures to identify and track all existing PRAs, ensure they are registered and authorized 
by the relevant government body, set up a system to ensure traceability of their activities and eventually 
map all placement and recruitment activities that take place both on the national and international levels.

Increased resources and capacity for effective monitoring and regulation of PRAs.

MOL faces many barriers with regards to regulating and monitoring private recruitment agencies. It 
would be beneficial for the MOL to develop a regulatory framework for the monitoring and regulation 
of PRAs, including the development of a penal code for noncompliant PRAs. This would prompt PRAs to 
increasingly abide by established national regulations concerning registration and functioning of PRAs as 
well as to ultimately strengthen the protection of jobseekers who utilize these agencies.

To increase the regional cooperation of the government to learn from existing best experiences 
through RMFM 

It would be beneficial for the government to cooperate with countries from the region advanced in the 
institutionalizing ethical recruitment to learn from their best practices and with EAC and IGAD to ensure 
that national legislation and policies related to migration, migrant rights and labour recruitment align with 
regional frameworks and conventions.

Ratification of key international conventions and frameworks.

It would be favorable for South Sudan to ratify key international conventions related to the protection of 
migrant workers and ethical labour recruitment, including ILO Convention 181, UN Convention on the 
Rights of Migrant Workers and Their Families (1990) and the UNODC Protocol against Illegal Trafficking 
(IOM, 2017a). The ratification of these conventions is critical to ensuring the protection of both migrant 
workers in South Sudan and South Sudanese migrants abroad, as well as in providing essential standards 
to which all entities undertaking recruitment practices should adhere.
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Strengthen the public employment services

The government will benefit from establishing a credible and modernized public employment service which 
provides information to candidates seeking both national and international positions. The services have 
to include and provide candidates with in-person services, such as job matching, training, apprenticeship, 
professional development and other relevant services. 

Spread awareness among the general population.

The Government in close collaboration with existing CSO’s to organize awareness-raising campaigns on 
the risks of informal labour recruitment and provide information on the Labour Act and the rights and 
responsibilities of migrant workers. 

Labour Market and Labour Migration data

The Government needs to develop systems to regularly collect and analyze labour market and labour 
migration data, and to exchange such data with countries in the region.

Strengthening partnership between government and existing CSOs and PRAs

Governments should increase their cooperation with other national stakeholders, namely private 
recruitment agencies, as well as local NGOs, civil society actors and migrant workers community 
associations to foster dialogue, encourage exchange on pertinent issues related to employment, labour 
and recruitment on national and international levels. Furthermore, governments could involve CSO’s 
in pertinent working groups, such as those focused on labour migration, as well as include them in the 
development of labour migration policies.

12. LABOUR RECRUITMENT AND MIGRANT 
WORKER PROTECTION MECHANISMS IN RWANDA

 

12.1 SITUATIONAL ANALYSIS

The most recent data of 2017 indicates that the percentage of Rwandan emigrants was 4.7% (588,544) of 
the entire population, and 5.8% of them (34,359) live in Europe.35 The main destination countries of these 
emigrants were DRC, Uganda, Burundi, Tanzania, France, Zambia, Malawi, Canada and Belgium36. The 
immigrants in Rwanda appear to be older in age and have higher levels of education than native workers. 
In 2015, Rwanda had a stock of 441,525 immigrants. Major origin countries are the Democratic Republic 
of Congo, Uganda, Burundi, Tanzania, Kenya, Belgium, India, France, Germany, UK.37 They tend to enjoy 
better employment opportunities and working conditions. Besides, they are overrepresented in the most 
productive sectors and continue to be attracted to industries where there are currently relatively few 
qualified native-born workers.38

Through the course of their labour migration cycle, migrant workers contribute to growth and development 
in their countries of employment. Countries of origin also greatly benefit from their remittances and the 
skills acquired during their migration experience. Remittance inflows to Rwanda for 2021 was estimated 

35  https://migrants-refugees.va/wp-content/uploads/2022/02/2021-CP-Rwanda.pdf 
36  Ibid 
37  Ibid
38  https://www.ulandssekretariatet.dk/wp-content/uploads/2021/05/LMP-Rwanda-2021-Final.pdf  
41  https://migrants-refugees.va/wp-content/uploads/2022/02/2021-CP-Rwanda.pdf
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at around $246 million after a drop to $241 million in 2020 because of the Covid-19 pandemic according 
to the World Bank’s migration and development analysis.39 

Although the government of Rwanda has made great strides at the policy, institutional, and legal level 
to manage labour migration governance, the migration process of migrant workers still poses a serious 
challenge, especially as the country moves forward with new labour migration governance arrangements 
such as BLMAs. Women, increasingly migrating on their own and now accounting for almost half of 
all international migrants, face specific vulnerabilities and issues with protection.40 In the face of rising 
barriers to cross border labour, the growth of irregular migration, trafficking and smuggling of human 
beings constitute major challenges to protection of human and labour rights.

Migration to Rwanda 

According to the 2018 Labour Market Survey, the total share of international migrants was only 0.9 per 
cent of the total resident population, remaining significantly lower than the world average (4.2 percent). 
There were more males (56.6 percent) than females (43.4 percent) among international migrants of 
working age. 

Rwanda is a Country of Origin, Destination, and Transit, like much of the rest of the region. Challenges 
facing migrants moving both outside of and inside Rwanda, then, are complex and require a multifaceted 
approach to labour migration governance. Rwanda states that most of its migration is regularized because 
the inflow migration to Rwanda is highly managed. With around 17 border posts and Kigali International 
Airport, migration is increasing, however, as Rwanda aims to position itself as a country of destination for 
highly skilled workers and investors. This does not mean, however, that there are no irregular migrants 
in Rwanda. In fact, officials do recognize that these populations exist but there is very little data on who 
and how many of these irregular migrants there are. It is also acknowledged that illegal recruitment leads 
to trafficking and related abuse, necessitating increased oversight of PRAs that may be sending people 
abroad. The low levels of migrant stocks recorded may be explained, according to the 2019 draft Rwanda 
Migration Profile, through incomplete data or information sharing.

Rwanda currently has programmes and policies in place meant to control and to enhance the inflow 
of certain types of migrant workers, depending on their skills. These policies include the improved 
ease of doing business through making business registration quicker, including training around new 
legislation, modernizing systems, and attracting investors. As members of the East African Community 
(EAC), Rwanda is one of the few countries to have made significant efforts towards operationalization 
of the EAC Common Market Protocol (CMP) and its Annexes on the Free Movement of Persons (FMP). 
This allows for free movement of people to boost the tourism sector, including by attracting skilled 
labour migrants. The majority of immigrants in Rwanda come from neighboring countries as a result, 
and their numbers are constantly increasing. According to the Migration profile of Rwanda (2021), most 
international migrants in Rwanda come from the neighboring Democratic Republic of Congo (250,000), 
followed by Burundi (135,000) and Uganda (95,000).41 For those migrating to Rwanda under the FMP, 
more information is needed to better understand the nature of migration under the FMP - whether it is 
circular, how it effects long-term employment or overstaying of visas, access to services in their countries 
of destination, etc. 

In 2018, 44.2 percent of the working age population in Rwanda was engaged in some sort of agriculture 
work.42 A concerted effort by government through the Rwandan Development Board, however, has 
increased other sectors such as retail and services. Employment increased in most occupational categories 
in the Labour Market Survey of 2018 but has seen a dramatic decrease in 2020 and 2021 as a result of 

42   “Labour Force Survey Trends: August 2018”. National Institute of Statistics Rwanda. Available from: https://www.statistics.gov.rw/publica-
tion/labour-force-survey-trends-august-2018. 
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the COVID-19 pandemic. The unemployment rate in August 2021 declined to 19.4 percent as compared 
to 23.5 percent in May 2021, with the unemployment rate being much higher (25.5 percent for 16-30 
vs. 14.9 percent for 31 and above) during this period among the youth population. Unemployment also 
remains higher for women (22.2 percent) vs. men (17.2 percent).43 

Public Employment Service Centers (PESCs) were established in 2013, with three operational at this 
juncture (Kigali, Huye, and Musanze). These are overseen by the RDB-Chief Skills Office. These centers 
offer career advisory services and counselling to youth as well as soft skills training to graduates to 
improve their employability competencies and to match the right skill sets with employer needs. 

In further response to high unemployment numbers, Rwanda has sought comprehensive oversight of 
inward migration through the use of the Occupational Demand List (ODL). The Rwanda Directorate-
General of Immigration and Emigration (DGIE) is mandated to oversee and implement immigration policy. 
It is charged with facilitating entry and residence of skilled migrants in accordance with the Rwanda’s 
labour policy and conducts this management through the Occupational Demand list. The Occupational 
Demand List (ODL) is updated every year based on the information provided by the National Institute 
of Statistics of Rwanda and the DGIE.

If someone in Rwanda applies for a work permit, it must be an occupation deemed acceptable on the 
ODL, with a specific process for appeal if employers are unable to find certain types of skills not on the 
list. The ODL lists occupational needs where work permits can be allocated by the needs in respective 
sectors. Work permits are not permitted for positions outside this list unless a specific process of Labour 
Market Testing is completed. Labour Market Testing entails a prospective employer requesting migration 
authorities to allow them to hire a non-national worker only after certifying that they have failed to find 
a national to fill the vacant position. Rwanda removed work permit fees for nationals of EAC countries 
in 2007, a move that was later followed by Kenya and Uganda. Permits for all professionals are now free 
of charge for nationals from EAC countries. These permits are specifically given only to skilled workers 
who meet the requirements of the Occupational Demand List. Again, numbers of informal international 
migrants in Rwanda are difficult to ascertain and there seem to be few pathways for regularization of 
these migrant workers, particularly as the ODL does not apply to them. Working irregularly, like in most 
of the region, subjects’ migrant workers to additional vulnerabilities and issues surrounding protection. 
Informal workers are working mostly in lowly skilled jobs and more at risk for employer abuse. These 
workers also lack access to social protection benefits such as healthcare. 

According to the draft 2019 Rwanda Migration Profile, Rwanda recorded, respectively, 2,081 and 2,201 
skilled migrant workers that have come to work in various sectors of the national economy in the years 
2016 and 2017. Most foreigners in Rwanda employed in public service work as medical practitioners, 
lecturers in universities, experts or consultants, nurses, and midwives. Rwanda’s development plan 
includes business friendly policies with a focus on investment. A total of 16,738 foreign companies were 
in RDB’s business registry in 2017. Many of these companies employed both skilled immigrant and local 
workers and, creating an enabling environment for the transfer of skills and competencies, improving 
labour productivity, and positively impacting the economy. 

Migration from Rwanda 

The Rwandan migration flows have fluctuated over the last 25 years, with over 1,244 million migrants 
in 1997 to as low as -108,094 in 2014, and a relatively smaller negative net of -44,998 in 2017.44  With 
regards to Bilateral Labour Migration Agreements, Rwanda has an MoU with Israel to promote the 
exchange of skills in agricultural and IT sector development and is in the finalization stage. This MoU is 
aimed at consolidating cooperation around recruitment and employment of workers by private sector in 
the UAE and provides for a mechanism that will recruit Rwandan workers to the UAE private sector firms 

43   National Institute of Statistics Rwanda. Available from: https://www.statistics.gov.rw/publication/trends-labour-market-performance-indica-
tor-rwanda-august-2021. 
44  https://migrants-refugees.va/wp-content/uploads/2022/02/2021-CP-Rwanda.pdf
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such as in manufacturing, construction, transport and home services sectors. An MoU has been signed 
between Qatar and Rwandan concerning the regulation of Rwandan workers for employment in Qatar. 
This has been finalized and is pending signatures from the Ministries of Labour as well as implementation 
infrastructure. Rwanda is currently in the process of finalizing draft BLMAs to be proposed to Oman, 
Kuwait, and the Kingdom of Saudi Arabia. These are meant to be submitted in early 2022. 

Rwanda, through the Rwanda Community Abroad Unit (RCA) within MINAFFET has established 
several programmes meant to capitalize on Rwandans living abroad through initiatives aimed at ensuring 
knowledge and skills transfer. This includes: (a) Migration for Development for Africa (MIDA), which 
seeks to respond to the phenomenon of brain drain in African countries through the creation and 
strengthening of sustainable links between African diasporas and their countries of origin. (b) Transfer of 
Knowledge Through Expatriate Nationals (TOKTEN), which aims to reverse brain drain by encouraging 
Rwandan nationals to share their expertise and transfer their skills through short-term volunteering. (c) 
Rwanda Day, which allows Rwandans living abroad to meet the President and the presidential team every 
year and discuss various topics related to the development of the country. (d) A volunteer programme 
elaborated by the RCA department, and in partnership with Voluntary Service Overseas, that aims 
to bring qualifications and professional experiences from the diaspora corresponding to the needs of 
beneficiary institutions. (e) The “Itorero” programme, which provides civic education for Rwandan youth 
living abroad. (f) Internship programmes in various socioeconomic sectors in Rwanda.45

According to reports from Rwandan Embassies and Consulates in Gulf Destination countries, the 
estimated number of Rwandan workers abroad in these countries are as follows: Qatar: 100, UAE: 750, 
Kingdom of Saudi Arabia: 50, Oman: 150, Kuwait: 50. These, however, are estimates, as these only cover 
Rwandans registered with the Embassies abroad.46 In Rwanda, remittance inflows are a potential driver 
of economic development. There is constant growth in remittances, with an increase of 24.1 per cent 
from 2016 to 2017.

Rwanda has not yet sent migrant workers abroad under the general MoUs, according to key informants. 
The agreement between the Rwandan government and UAE was signed in 2019 but due to COVID-19 
has not yet been implemented because the government currently lacks the modalities and practical 
infrastructure to do so. This agreement is for formalized skill sets as Rwanda currently does not allow 
domestic workers to go to Gulf countries so all migrant workers traveling under these agreements will 
be graduates. This is because of the mistreatment of other EHOA domestic workers in destination 
countries. The implementation framework is currently in process of development. Additionally, there 
are other agreements in the pipeline aimed at completion soon, such as Qatar and with Canadian food 
processing companies. 

12.2 LABOUR RECRUITMENT: IDENTIFIED TRENDS AND ISSUES

12.2.1 Labour Migration Management at National Level 
Public Employment Services (PES) played a central role in coordinating and implementing national 
employment and labour market policies in the 2010s, such as the National Employment Policy. Rwanda’s 
PES is still in its early stages, established in 2013 through decentralized employment service centres 
(ESCs), currently in Kigali and Musanze. From 2013 to 2016, around 3,000 job seekers have been 
registered against a total of almost 1,500 vacancies. Out of these, ESCs placed around 400 job seekers 
in employment. The PES’s capacity was detected with needs to be strengthened if it is to play its rightful 
role more effectively.

Roles and Responsibilities of Government Offices in Migration Management 

The Directorate of Immigration and Emigration (DGIE) is responsible for handling passports, 

45  Rwanda Migration Profile 2019. 
46  IOM, 2022, currently in process of publication. 
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nationality, identification cards, and civil status affairs, in addition to processing residence permits for 
foreign nationals and controlling the incoming and outgoing movement of persons through the designated 
border crossing points. It oversees the facilitation and expedition and completion of entry and exit 
procedures for foreigners from approved ports. It has the competence to grant all types of visas and 
extend the period of stay that is stipulated in the visa.

The Ministry of Public Service and Labour (MIFOTRA) is responsible for putting in place policy 
and legal frameworks for oversight of PRAs (in process) and labour migration governance. It is the 
state institution responsible for promoting employment, regulating the labour market, and monitoring 
employment conditions. It is also responsible for labour policy review and amendment in conjunction 
with other stakeholders. MIFOTRA works hand in hand with MINAFFET in negotiations for Bilateral 
Labour Migration Agreements with potential CoD, signing MoUs with International Countries, and 
putting training manuals in places for potential migrant workers, and developing data base systems to 
monitor migrant workers.

The Ministry of Foreign Affairs and International Cooperation (MINAFFET) is responsible for 
sensitizing Rwanda’s Embassies and other Foreign Missions to look for skills exchange programs and 
internship and employment opportunities for Rwandan Migrant workers in host countries. They oversea 
embassies responsible for negotiations for signing of BLMAs in their respective host countries as well 
as oversee embassies for vetting of destination employment conditions and Agencies. They also utilize 
embassies to attract PRAs in destination countries and enact legislations and fosters bilateral labour 
contracts through the embassies of Rwanda spread across the world to enhance the country’s policy of 
labour mobility. They are, in conjunction with MIFOTRA, a frontline ministry for the drafting and signing 
of BLMAs that are meant to ensure that Rwandans travelling abroad enjoy social security among other 
entitlements and benefits. The Embassies are responsible for overseeing and handling issues regarding 
the welfare of Rwandese migrant workers, identification of employment opportunities, monitoring the 
implementation of any signed labour agreements, and others.

MINAFFET also enacts legislation that enables Rwandan diaspora to participate in the economic and 
social development of Rwanda. 

The Rwanda Development Board (RDB) is the leading institution following up the implementation 
of labour mobility policy. It overseas all Public Employment Service Centers (PESCs) and facilitates skills 
development through these centers, that will also serve as responsible parties for facilitating recruitment 
under BLMAs. It is responsible for Pre-departure Orientation trainings of potential labour migrant 
workers, improves the capacity of Technical Working Groups through training workshops, facilitates the 
Monitoring and Evaluation of migrant workers on their conditions of enjoyed work and rights, and the re-
integration of returned migrants. RDB is concerned with employment and development of capacity. They 
are involved in the various facets of labour mobility process working together with other all stakeholders. 
Rwandans willing to work abroad undergo capacity development by the Rwanda Development Board to 
ensure seamless integration. RDB is the leading body for ensuring the capacity development of migrant 
workers that will go abroad as well as the coordinated implementation of BLMAs. They also issue licenses 
to operating Private Employment Agencies. 

The Ministry of Finance and Economic planning (MINECOFFIN) create conducive environment 
for attracting emigrant remittances, diaspora investments, and technology transfers. They organize fund 
mobilization to finance costs involved in entering into BLMAs and MoUs as well as funds for predeparture 
training. They are responsible for mechanism on low-cost transfers of remittances and manage the 
Emigrant Savings basket as well as transfer pension funds for emigrants back to Rwanda- a pension 
scheme for labour migrants to be established under RSSB. 

The Rwanda Social Security Board (RSSB) envisions a comprehensive social security system that 
addresses all the social security needs of all Rwandans. The board provides social security services, ensure 
efficient collection of contribution, benefits provision, management and members funds investment. RSSB 
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monitors and promotes pension, medical insurance, occupational hazards insurance, maternity leave 
insurance, long-term saving scheme, contributions before retirement, and other necessary schemes. 
Under the Labour Law No. 66/2018 of 30/08/2018, there is a provision to extend social security services 
to migrant workers who seek employment through PRAs, but there is no policy to operationalize it.

Ministry of Education puts in place educational policies, strategies, and programs in country. They 
also play a keep role in identifying existing skills surplus and shortages to allow the proper planning of 
future skills that may be needed for export. Additionally, they will participate in capacity building and pre-
departure trainings of migrant workers going abroad. 

Ministry of Justice is aimed at upholding the laws of the Rwandan Government. The mission of the 
Ministry of Justice/Office of the Attorney General is to organize, oversee and promote activities related 
to the rule of law, law enforcement and justice for all and will play some role in labour mobility law 
compliance in international and national conventions and laws. It will also play an advisory role in the 
development and approval of BLMAs and their umbrella agreements. 

The National Labour Council (NLC) In general, the National Labour Council is responsible for giving 
advice on policies and laws regulating labour and play a role in settlement of labour disputes. NLC consists 
of representatives from the government, workers, employers and civil society. The council gives advice on 
labour law, minimum wage, and other labour-related matters. The council’s committee members also act 
as arbitrators and settle collective labour disputes when the parties cannot settle. 

The Ministry of Gender and Family Promotion oversees all interventions related to family promotion 
and child protection. The Directorate, in the future, might be included in BLMAs development and 
LMIS to ensure that sex-aggregated LMI is provided to ensure that implementation of BLMAs is gender-
responsive.  

Federation of Trade Unions (CESTRAR, COTRAF and COSYLI and trade unions) were formed 
to advocate for the rights of workers of migrant workers in private sector. CESTRAR works closely with 
the government and civil society organizations to improve the socio-economic conditions of workers 
and create solidarity among workers. It also supports access to decent jobs prioritizing to set a minimum 
wage, compliance to contracts, working hours, and access to social security benefits. 

Rwanda Polytechnic provides quality education that complies with applicable standards through 
vocational education that enables beneficiaries to acquire skills required to create jobs and compete in 
the labour market. In conjunction with RDB and the PESCs, they will work together to identify skills that 
will be in demand to meet the needs of employers abroad. 

Civil-society organizations (CSOs) have taken on a role in effective migration governance. In some 
regions, they have stepped in to take care of migrants who suffer from illness and injury, to recover the 
bodies of deceased migrants, and to improve the circumstances of migrants within detention centres. 
The Legal Aid Forum (LAF) is a membership-based network of 38 national and international NGOs, 
professional bodies, universities, legal aid clinics, faith-based organizations, and trade unions that provide 
or support legal aid services to the indigent Rwandan population or vulnerable groups. Transparency 
International Rwanda also contributes to the fight against corruption and to promote good governance 
through enhancing integrity and transparency in the Rwandan society.

The Private Sector Federation (PSF) was established in 1999. It is the main umbrella organization for 
employers in Rwanda and encompasses ten champers for different sectors. The organization’s mission is 
to represent and serve the private sector’s interests through lobbying and advocacy. It provides business 
development services that lead to private-sector economic growth and development. PSF initiated more 
as a business organization than an employers’ organization, focusing more on private sector interests than 
broader industrial relation issues, not to mention being somewhat inactive in numerous tripartite forums.
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International Organizations

The International Labour Organization (ILO) is devoted to promoting social justice and internationally 
recognized human and labour rights, through a decent work agenda:  assist governments, employers’ 
associations, and trade unions in building or consolidating the necessary institutions and mechanisms. 
The ILO is active in the fields of labour law and administration, labour relations, workers’ education, 
promoting rights at work, encouraging decent employment opportunities, enhancing social protection 
and strengthening dialogue on work-related issues through the ILO conventions on labour. ILO General 
principles and operational guidelines for fair recruitment and definition of recruitment fees and related 
costs also informs policy makers when formulating recruitment guidelines in Rwanda.

The International Organization for Migration (IOM), through its Labour Mobility and Human 
Development unit, works with government counterparts to promote safe, orderly and regular migration 
as it contributes to the development and update of the national and regional policies related to labour 
migration. The IOM is also at the forefront of rolling out the IRIS system, which is a capacity building 
programme meant to strengthen the capacity of Private Recruitment Agencies to promote ethical 
recruitment of migrant workers. The IOM also launched the Global Policy Network to promote ethical 
recruitment and the protection of migrant workers.

Public Employment Service Centres (PESC)

Public Employment Service Centers in Rwanda are still at infancy stage having   been established in 2013. 
It is part of the comprehensive set of labour market policies and institutions put together by government 
to contribute towards achieving the national goal of creating 1.5 million productive jobs by 2024 and 
reduce unemployment that stands at 22% among the youth. Currently three PESC have been established 
in three different provinces with two others still in pipeline. RDB-Chief Skills Office is responsible for 
overseeing the technical operations of PESC supported by districts in their proximity and City of Kigali. 

The public employment service centres offer career advisory services & counselling to youth, soft skills 
training to graduates to improve their employability competencies as well as provide support to different 
employers to get right skills needed in the respective companies. They have computer labs that facilitate 
youth to get access to internet in search for job vacancies. The PESCs suited to provide an impactful role 
in labour mobility mainly information dissemination, selection and pre-departure trainings.

Of recent, the Government developed online Job Portals that is E-recruitment for Public Servants where 
different job seekers register and apply for any opportunity available and matching with their qualifications. 
This has reduced market for online private employment service providers as all Government Institutions 
post vacancies available on E-recruitment portal at no cost. Also, KORA Job Portal has been developed 
for Private Sector companies, NGO etc… This will further reduce advertisement for online private 
employment services who have been relying on advertisement costs for sustainability.

Private Recruitment/Employment Agencies

There are private employment agencies operating in Rwanda comprising big international and regional 
companies such as Q Sourcing, Ruma CPA, NFT Consult, Linkage Outsourcing, etc. Most of these also 
operate in other countries in East Africa including Burundi and the Democratic Republic of Congo. The 
services provided by these regional and multinational affiliates are varied, recruitment and employment 
services being only part of them. The services range from maintenance of CV databanks and advertisement 
of vacancies, employee assessments and vetting, placement, outplacement, and executive head hunting 
to related human resource services such as payroll management, staff management, financial and human 
resource advisory and consultancy, etc. 

There are also many other small companies that operate on a small scale focusing mainly on placement 
services with job search training offered as a separate service for a fee, employing 1-4 workers.  
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Companies running online jobs portals are also prevalent, due to low entry and operational cost, 
save for the maintenance of the web domain. Most of them use simple search engines and matching 
is done manually. Jobs in Rwanda, Ajobs Rwanda, Umurimo.com and Tohoza are examples of active 
online portals serving multinational companies, local corporates as well as international NGOs. The non-
governmental organizations are not active in employment services provision (except for other labour 
market programmes). DoT Rwanda, a US based social company with a branch in Rwanda provides work 
readiness and entrepreneurship support to the youth as well as internships and placements for their 
clients. On the other hand, the Local Government Association established a parastatal company called 
LG Consult to provide recruitment and HR services to local governments upon membership. However, 
currently Private Recruitment Agencies operating in the country are not allowed to recruit for foreign 
employment opportunities. 

Gaps Hindering Ethical Recruitment Practices in Rwanda 

The assessment found several gaps exist in Rwanda that hinder ethical recruitment practices by the 
actors in the labour migration governance. There are noted disparities in employment based on gender 
that have made it difficult for women to engage in productive work. Even though Rwanda has made 
notable progress in gender equality, more effort is still needed as majority of women are still involved in 
unpaid family labour and forms of work that are non-standard. The brokers and agents who refer clients 
to the Private Employment Agencies are rarely regulated or subject to oversight. This has exposed many 
non-suspecting citizens to fraudulent actors without any avenues for compensation. Implementation of 
foreign recruitment challenging with such existing regulation gaps.

Some employers may take advantage of employees since Labour Law No. 66/2018 of 30/08/2018 Law 
Regulating Labour fails to clearly stipulate minimum wage. It is therefore difficult to take legal action against 
some employers who may take advantage of such gap to pay low wages. There were no frameworks to 
provide guidance for accreditation of Private Recruitment Agencies facilitating overseas employment of 
prospective migrant workers in Rwanda. Additionally, there is no national legislation and/or policies to 
define recruitment fees to support employers with clear guidance on recruitment fees & costs paid by 
them.

As far as licensing of PRAs goes, there were no comprehensive frameworks to issue licenses to PRAs 
to facilitate overseas employment of workers. There is need to form a Private Recruitment Agency 
association to represent the interest of Private Recruitment Agencies and to enhance self-regulation.

Social Security Portability is also a serious challenge for migrant workers and members of their families. 
There were some PEAs and Individuals who are still taking advantage of youth unemployment and mislead 
them with fake employment opportunities calls. There was no mechanism to regularly publish names 
and contact details of licensed and registered recruiters, including those under investigation, suspended 
or revoked. There is need to adequately resource inspectorates and ensure that they are effective in 
investigating all stages of the recruitment process.

12.2.2 Key national policies and legislative frameworks regulating promotion of migrant 
workers’ rights

The Law No. 057/2018 of 13 August 2018 on Immigration and Emigration in Rwanda, Ministerial order 
n°06/01 of 29/05/2019 relating to Immigration and Emigration, forms a core part of the national migration 
policy which seeks to attract workers into Rwanda. This law gives citizens from the EAC the right of 
visiting Rwanda without a visa for a maximum of six months.

Labour Law No. 66/2018 of 30/08/2018, the law regulating Labour is aligned to the international ideals. 
This law has also expanded the obligations and rights of both the employee and the employer. The bill 
regulates all employment matters for employees in the private sector, contractual staff in the public 
sector, interns, apprenticeships, and self-employed persons, but only regarding occupational health and 
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safety. The right to freedom of association, the right to collective bargaining, and right to strike are 
regulated by the law. This law also has jurisdiction over employment contracts, working hours, salary and 
wages, collective agreements, rule of procedure, settlement of disputes, job transfers, as well as penalties 
and administrative misconduct.

The Constitution of the Republic of Rwanda of 2003 revised in 2015 contains a bill of rights that includes, 
among others, freedom of movement and residence (Article 26), the right to freely choose one’s 
employment (Article 30), the right to a country and nationality (Article 25), and the right to seek asylum 
(Article 28). Article 26 recognizes the right of every Rwandan to move freely and to reside anywhere in 
Rwanda, as well as the right to leave and return to the country. These and other provisions recognize 
the right of nationals and set the conditions for non- nationals entering and moving within and outside 
Rwanda.

The Government of Rwanda has also Ratified ILO Conventions International principles and rights at work 
as enumerated in international conventions. Rwanda has ratified 34 ILO conventions. 31 are in force, 
none have been denounced, and three instruments were abrogated. The latest ratified conventions were 
the Labour Administration Convention (C150) in 2019, while Collective Bargaining Convention (C154), 
Occupational Safety and Health Convention (C155), Promotional Framework for Occupational Safety 
and Health Convention (C187), and Private Employment Agencies Convention (C181) were enacted 
from 2018.

The Rwanda Diaspora Policy of 2009 recognizes the huge and untapped potential of Rwandans abroad 
which can contribute to the country’s national development agenda. It aims to harness the diverse skills, 
knowledge, expertise, and resources of Rwandans living abroad and facilitates their integration into the 
national development agenda. 

Rwanda has made considerable progress in the harmonization of children’s laws in the last two decades: 
the constitution of 2003, with specific reference to the Convention on the Rights of the Child. The Labour 
Law imposes stringent prohibitions involving the potential causes of grievances in the workplace by 
prohibiting some forms of child labour, all forms of discrimination, forced labour, and sexual harassment.

Law Nº 51/2018 of 13/08/2018, relating to the prevention, suppression, and punishment of trafficking in 
persons and exploitation of others regulates the area of human trafficking.

Regional and international conventions in relation to protection of migrant worker rights.  

International Regional 

International Covenant on Economic, Social and Cultural Rights, 12 
February 1975

International Covenant on Civil and Political Rights 12 February 
1975

International Convention on the Elimination of All Forms of Racial 
Discrimination, 12 February 1975

Convention on the Elimination of All Forms of Discrimination 
against Women, 10 November 1980

Convention on the Rights of the Child 19 September 1990,

Convention against Torture and Other Cruel, Inhuman or Degrad-
ing Treatment or Punishment, 05 September 2008

Vienna Convention on Consular Relations of 1963, 15 April 1964 

AU Charter on Human and Peoples’ Rights 17 May 1983

Treaty establishing the East African Community and its Protocol 
related to the Creation of the Common Market, especially Part D 
related to free movement of workers, 1 July 2007

General Convention on Social Security, between the Republic 
of Rwanda, the Republic of Burundi and the Republic of Zaire, 9 
October 1979

Convention on Free Movement of People, Goods, Services, Capital 
and on the right of establishment in Great Lakes countries (between 
Rwanda, Burundi and DRC), 14 November 1986

Protocol instituting meeting of Governors of cross-borders provinces 
of Rwanda, Burundi and DRC, Signed on 27 May 2009
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12.2.3 Regulation of Labor Recruitment 

The National Labour Migration Policy includes guidelines for ethical recruitment. This does not, however, 
include a regulatory framework on migrant workers. Recommendations have been put forward to the 
ministry in charge, but this is currently waiting on cabinet approval. This same order will regulate private 
employment agencies moving forward. Once the PRAs are regulated, RDB will license and provide follow-
up and oversight on these agencies. For all BLMAs, including the MoU with Israel, labour migration is 
meant to be wholly facilitated through the PESCs to assure ethical recruitment standards are kept in mind. 
Under this MoU, RDB provides air tickets from Rwanda to Israel, the potential employer in Israel covers 
partial transportation costs, the Ministry of Agriculture covers advertisement costs and pre-selection 
costs, and migrant workers themselves cover transport cost to the venue and cost of their passports. 

There are PRAs in Rwanda, and they register under RDB and obtain a licence to operate as companies but 
not allowed to recruit for outside Rwanda. They are allowed to recruit internally for different companies. 
As of the writing of this report, PESCs like Huye are not permitted to recruit migrant workers to go 
abroad because of the lack of legal frameworks or BLMAs that might guide this type of recruitment. 
PESCs do not charge recruitment fees but rather receive subsidies from the government. They also are 
tasked with bringing job seekers through basic legal rights awareness. Through this fraud prevention 
process, job seekers are encouraged to report grievances. Migrant workers are not included in the Public 
Employment Infrastructure at this juncture. The Ministerial order currently in the pipeline will provide for 
this. There are private companies like Jobs in Rwanda, which carry out Human Resources recruitment 
services, but they have not received licensure to recruit migrant workers yet. 

Rwanda consular offices currently do not have labour attaches but is planning to incorporate them into 
future plans. 

12.2.4 Labour Market Information Systems In Rwanda 

RDB is the custodian of labour migration data. KORA, operated by RDB, is the online portal containing 
all job seekers data. It integrates data from each PESC and consolidates the data. This is not inclusive of 
migrant workers, however the Kora  is designed to facilitate job seekers to find suitable employment by 
generating employment information, linking them with potential employers as well as offering employers 
with information that can enhance the efficient use of human resources in their organizations. This is 
aimed at reducing advertisement costs for online employment services as well. RDB is currently in the 
process of upgrading the LMIS that will also cater for those working abroad. Database systems held by 
the government include those held by the National Institute of Statistics of Rwanda as well as that held by 
DGIE. Each of the PESCs has their own database system inclusive of job seekers and potential employers 
and this is synced with the national level KORA information system. DGIE does hold some information 
on migrant workers, labour migration, and recruitment practices. For Rwandans going abroad to work 
in semi-skilled positions, this data is often not kept, but it is available for those in highly professional 
skill cadres. There is an increasing amount of data available on Rwandan migrant workers, however, 
especially when there are already agreements in place, such as the MoU between Rwanda and Israel. Data 
on migrant workers in Rwanda is limited to documented workers permitted under the Occupational 
Demand List system. This presents a significant gap in the labour market evidence base. 
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13. CONCLUSION AND RECOMMENDATIONS 
RWANDA 

Ethical labour recruitment standards in Rwanda are in the nascent stages of development as the National 
Labour Migration Policy was put into place in June 2019 and has yet to be fully implemented. This policy 
includes guidelines for ethical recruitment but does not include a regulatory framework on migrant 
workers. These recommendations that will govern PRAs have been recommended but not passed or 
implemented. 

The above sections illuminated some of the barriers that Rwandan frontline ministries face in promoting 
the inclusion of migrant workers into ethical recruitment infrastructure and practices in Rwanda and 
beyond. Specific challenges and recommendations are discussed below.

Develop comprehensive next steps and work plan for implementation of a multistakeholder 
oversight mechanism to oversee the implementation of the National Labour Mobility Policy.

While the National Labour Mobility Policy was put in place in June 2019, it is necessary to take next steps 
for laying the groundwork to create long term labour migration governance structure. The government of 
Rwanda has placed high importance of implementing the policy, as this will create the infrastructure that 
will pave the way for entering more BLMAs as well as more oversight of ethical recruitment standards 
in Rwanda, both for within country recruitment and for those going abroad. Preliminary focus should be 
on implementing the ethical recruitment processes, allowing for the licensure of PRAs currently waiting 
on approval and for the expansion of PESCs to address overseas employment through signed BLMAs. to 
encourage them to join the Global Policy Network so they can increase their own knowledge, awareness 
and skills based on peer learning and exchange facilitated through the Thematic Working Groups

Enhance Transparency among all stakeholders and potential migrant workers around existing 
MoUs.

When implementing the existing BLMAs and ensuring ethical recruitment of Rwandans going abroad, 
RDB should engage in a visibility campaign where the components of the BLMAs (inclusive of MoUs) are 
advertised and explained through the administration of the PESCs. Through diversity in communication of 
provisions and intent of BLMAs, PESCs can also expand the pool of potential migrant workers to ensure 
enhanced diversity of both persons and skill sets to achieve greater inclusion in economic empowerment. 

Develop LMIS and organizational capacity of PESCs to expand to include more overseas 
employment opportunities for Rwandans.

The PESCs provide the institutional infrastructure with which to expand overseas employment. Capacity 
within the PESCs should be developed to conduct comprehensive pre-departure orientation for migrant 
workers as well as to enhance reporting mechanisms among PESCs so that there is enhanced clarity 
around who is traveling under BLMAs. LMIS systems should be expanded to reduce reliance on manual 
data collection and should be disaggregated by both skill cadre and sex. KORA should also expand to 
include overseas opportunities tied to new and existing BLMAs. 

Facilitate licensure of PRAs and include them in Coordination Mechanism.

Comprehensive guidelines for recruitment in line with ILO, IRIS, and the Montreal Recommendations 
should be developed and included in licensure requirements. Registration and regulation of PRAs 
and sharing of information on the registered agencies as well as formation of regional associations to 
enhance self-regulation among the Private Employment Agencies. Licensure should also be inclusive of 
PRA inspections that occur regularly and under specific guidelines. Close supervision and monitoring 
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of recruitment activities undertaken by local and overseas employment promoters/agencies should be 
ensured to minimize malpractices and abuses against those seeking overseas jobs. With this regular 
oversight PRAs there should be clear guidelines coupled with decisive and effective punishment such as 
withdrawal of license in cases of malpractice. Regular best practices sharing and collaboration between 
PRAs should be normalized to align the industry with national and international standards and to 
encourage self-regulation. 

Labour Market and Labour Migration data

The Government should develop LMIS that adequately recognize labour market needs and that inform 
the formulation, implementation, and evaluation of labour migration policy further develop systems to 
regularly collect and analyze labour market and labour migration data, and to exchange such data with 
countries in the region. Data collected should also seek to gain a better understanding of the numbers and 
places of origin for informal workers within Rwanda. The Occupational Demand List might also expand to 
cover medium skill sets. MINAFFET might also seek to communicate information more directly regarding 
Rwandans working abroad back to the comprehensive LMIS in order to further engage Diaspora with 
social and economic programmes as well as potential return and reintegration issues. Development and 
implementation of return and re-integration programmes for returning migrants.

Conclude BLMAs in process and ensure Ethical recruitment provisions are included and 
disseminated

MIFOTRA, RDB, and MINAFFET should work collaboratively to ensure that ethical recruitment 
provisions, in line with the Montreal Recommendations and IRIS Standards, are included as provisions in 
the BLMAs currently in process. Adequate time for review and negotiation should be included in current 
processes, including review through the Ministry of Justice and MIFOTRA in order to ensure that ethical 
recruitment standards are included in each of the agreements. Furthermore, before new agreements are 
completed the oversight mechanism or Joint Technical Committee mechanism responsible for reviewing 
the implementation and monitoring BLMAs should be catered to and actualized. These provisions should 
also be inclusive of portability of social security and other entitlements as well as other benefits, whenever 
possible. 

Strengthen the role of consular offices and establish labour attachés in receiving countries with large 
number of Rwandese labour emigrants to promote the rights and welfare of emigrants.

There are also may be opportunities for enhanced capacity development of consular staff regarding 
protections for Rwandans working abroad and avenues for redress, whenever needed. Capacity might 
also be developed in Countries of Destination for consular representatives or staff to properly vet 
potential employment destinations and agencies. 
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