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Key concepts

» Migrant
worker

» Fair
recruitment

» Protection

» Overseas private
employment
agency

A person who migrates or has migrated to a country of which he
or she is not a national with a view to being employed otherwise
than on his or her own account.”

(ILO, 2019)

“When recruitment practices nationally and across borders are
grounded in labour standards, developed through social dialogue,
and ensure gender equality. Specifically, they:

- are transparent and effectively requlated, monitored and
enforced;

- protect all workers’ rights, including fundamental principles and
rights at work, and prevent human trafficking and forced labour;

- efficiently inform and respond to employment policies and
labour market needs, including for recovery and resilience.”

(ILO, 2021)

“All activities aimed at obtaining full respect for the rights of
the individual in accordance with the letter and spirit of the
relevant bodies of law, namely human rights law, international
humanitarian law and refugee law.”

(IASC, 2021)

“Any natural or legal person, independent of the public authorities,
which provides one or more of the following labour market
services:

- Services for matching offers of and applications for employment,
without the private employment agency becoming a party to the
employment relationships which may arise therefrom;

- Services consisting of employing workers with a view to making
them available to a third party, who may be a natural or legal
person which assigns their tasks and supervises their execution;

- Other services relating to job seeking, determined by the
competent authority after consulting the most representative
employers’ and workers’ organizations, such as the provision of
information, that do not set out to match specific offers of and
applications for employment.”

(ILO, 2018)
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Introduction

Background

Labour migration in Ethiopia has developed considerably in recent years, driven in particular
by demand for domesticworkersin Middle Eastern countries. In a country where three million
job seekers enter the labour market every year and where economic opportunities remain
limited, overseas employment has the potential to provide jobs and income to thousands of
Ethiopians. However, migrant workers are highly vulnerable to rights violations, especially
women and low-skilled migrants, who represent the majority of migrant workers currently.
In addition, irregular migration remains very present, despite significant efforts to eliminate
such practices.

Successive adaptations of the legal framework and governance have aimed to facilitate
regular means of labour migration and correct the flaws in the overseas employment
system. Notably, the Federation of Ethiopian Private Overseas Employment Agencies was
established in 2020 to ensure that the practices of overseas private employment agencies
comply with the relevantlegislation and represent agencies in negotiations with government
counterparts. In May 2021, the Government of Ethiopia issued a new proclamation to further
promote overseas employment opportunities while ensuring the protection of all migrant
workers. The proclamation clarifies the role of private agencies and assigns them new
responsibilities, in particular for ensuring that fair recruitment and protection standards are
met. The International Labour Organization commissioned Samuel Hall to conduct a rapid
assessment of the capacity of overseas private employment agencies to inform the design
of capacity-building interventions to support operationalization of the new proclamation.
This study included the development of a user-friendly self-assessment tool designed to
help agencies assess the adherence of their practices to the legislation.

This document introduces the proposed toolkit and includes the following sections:
Part 1 presents the relevant national and international legal frameworks applicable to
overseas employment, while Part 2 describes the framework on which the tool is based,
i.e. the different dimensions and indicators used for assessing the capacity of the agencies
concerned. Part 3 consists of the tool itself, while Part 4 proposes next steps for tool users
and resources which might be of interest to agencies.

Vii
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How to use this toolkit

What is the purpose of this self-assessment toolkit?

The purpose of this toolkit is to help overseas private employment agencies (PrEAs) self-
assess the extent to which their practices adhere to the national and international legal
frameworks governing the recruitment and protection of migrant workers for overseas
employment. The toolkit is comprised of:

» a summary of the national and international legislative instruments that govern the
actions and responsibilities of overseas private recruitment agencies in Ethiopia, with
additional information on the new Overseas Employment Proclamation No. 1246-2021;

P a self-assessment framework providing specific and measurable indicators against
which overseas PrEAs can begin to evaluate their compliance with the legal standards,
together with suggested actions PrEAs should take to reduce risks, and resources to fill
current capacity gaps.

Who should take the self-assessment?

The self-assessment is designed to be taken by staff at every level of the agency. Managers
should distribute copies of this toolkit to each member of staff and request that they
complete it independently, encouraging them to think critically and add any comments and
ideas they have for goals or improvements in the space provided. It is important that all
staff understand that the purpose of this self-assessment is to create actionable goals and
articulate concrete capacity-building needs to improve the overall service provided by the
agency, and therefore they should answer the questions as honestly as possible.



Legislative framework

The elements of this self-assessment tool are drawn from requirements and principles set

forth in the various legal frameworks which govern the overseas private employment sector,

including ILO standards on fair recruitment.

It is important that all staff read and understand this legislative framework in order to

ensure that they conduct their work in accordance with it, to the best of their ability. Below

is @ summary of the key legislative tools related to overseas employment practices in

Ethiopia. It is advisable that agency staff refer to these references before completing the
self-assessment that follows.

P Legislative Tool P Overview

DOMESTIC LEGISLATION

Overseas Employment
Proclamation

No. 1246-2021

Read here.

The primary purpose of the Overseas Employment Proclamation
is to regulate overseas labour migration and enhance the
protections available for migrant workers. The Proclamation
clearly defines the responsibilities of all parties involved in
overseas employment, clarifying the obligations of private
employment agencies, and outlining mechanisms for ensuring
and monitoring the protection of migrant workers’ rights.

Overseas Employment
Proclamation

No. 923/2016

Read here.

The proclamation identifies three types of recruitment for
overseas employment (public employment organs, agencies, and
direct employment) and introduces significant changes to better
manage the labour migration process and ensure the protection
of Ethiopian migrants working overseas. It also introduces
revised mechanisms for administering and monitoring PrEAs.

Labour Proclamation
No. 1156-2019

Read here.

The Labour Proclamation outlines minimum terms and
conditions for work, including protection from discrimination
(Article 14), right to fair dismissal (Article 26) and maximum
working hours (Articles 61-62). It also contains provisions which
regulate employment relations involving overseas private
recruitment agencies.

Prevention and
Suppression of Trafficking
in Persons and Smuggling
of Persons Proclamation

No. 1178-2020
Read here.

The Proclamation provides a clear definition of the offence of
trafficking, including the facilitating, assisting and smuggling of
people. It also outlines penalties for each of these offences and
sets out processes for the protection of victims of trafficking and
mechanisms for investigating trafficking offences.

Constitution of Ethiopia
1995

Read here.

Of most relevance, the Ethiopian constitution:

a) frames the responsibility of the State to “pursue policies that aim
to expand job opportunities” and “undertake all measures necessary
to increase opportunities for citizens to find gainful employment”
Article 41(6) and 41(7);

b) states that: "All international agreements ratified by Ethiopia are
an integral part of the law of the land” (Article 9(4).



https://chilot.me/2021/07/22/ethiopians-overseas-employment-amendment-proclamation-no-1246-2021/
https://www.ilo.org/dyn/natlex/natlex4.detail?p_lang=en&p_isn=103965&p_count=1&p_classification=17
https://chilot.me/2019/10/03/labour-proclamation-no-1156-2019/
https://chilot.me/wp-content/uploads/2020/04/Proclamation-No.-1178-2020-A-PROCLAMATION-TO-PROVIDE-FOR-THE-PREVENTION-AND-SUPPRESSION-OF-TRAFFICKING-IN-PERSONS-AND-THE-SMUGGLING-OF-PERSONS.pdf
https://www.ilo.org/dyn/natlex/docs/ELECTRONIC/41544/63844/F-300752700/ETH41544 2.pdf
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INTERNATIONAL LEGISLATION

Migration for Employment
Convention No. 97-1949 |
Read here.

The primary purpose of the Convention is to secure no less
favourable treatment for migrant workers in a regular situation
as for nationals. It provides guidance on the conditions in which
labour migration should take place and identifies a series of
rights and services migrant workers are entitled to.

Domestic Workers
Convention No. 189-2011 |
Read here.

The Convention extends basic labour rights to domestic workers
around the globe and aims to improve their working and living
conditions. The Convention recognizes the economic and social
value of domestic work and introduces standards to address
the exclusion of domestic workers from labour and social
protection. Given that most domestic workers are women, the
new standards are an important step towards advancing gender
equality in the world of work and ensuring women'’s equal rights
and protection under the law.

Migrant Workers
Convention No. 143-1975 |
Read here.

The Convention aims to eliminate illegal migration and illegal
employment and sets requirements to ensure respect for of the
rights of migrants whose status is irregular, while introducing
measures to end clandestine trafficking and penalize employers
of irregular migrants.

Private Employment
Agencies Convention

No. 181-1997 +
Recommendation 188 |
Read here.

The Private Employment Agencies Convention outlines
requirements for States to monitor and regulate private
employment agencies operating in their territory. Among other
things, it requires States to ensure that private employment
agencies prevent abuse of the migrant workers they recruit.
This includes ensuring that they are not involved in child labour,
developing appropriate mechanisms for investigating alleged
abuse, and not charging extra fees for recruitment services.

Abolition of Forced Labour
Convention

No. 105-1957 | Read here.

The primary purpose of the Abolition of Forced Labour
Convention is to eliminate all forms of forced/compulsory labour.
It requires States to impose appropriate legal penalties for
perpetrators of forced labour, take measures to prevent forced
labour, and support victims.

Discrimination
(Employment and
Occupation) Convention

No. 111-1958 | Read here.

The primary purpose of the Discrimination (Employment and
Occupation) Convention is to encourage States to develop
national legislation which effectively prohibits all discrimination
in employment, including discrimination on the basis of sex, race,
religion, political opinion and national/social origins.

Minimum Age Convention
No. 138-1973 | Read here

The primary purpose of the Minimum Age Convention is to
ensure that ratifying States develop national legislation that
effectively prohibits the use of child labour. Importantly, it sets
18 as the minimum age for any type of work which could risk the
health, safety or morals of a young person.

Convention on the
Elimination of All Forms
of Discrimination Against
Women

1979 | Read here.

The Convention on the Elimination of All Forms of Discrimination
Against Women was written as an “international bill of rights” for
women. It covers the protection of women's rights in all forms,
including the right to non-discrimination, the right to freedom
from violence, the right to representation in public life and the
right to equality in marriage, as well as economic and social
rights.

For a full list of ILO treaties ratified by Ethiopia, see here.

For a full list of UN Human Rights treaties ratified by Ethiopia, see here.



https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::p12100_instrument_id:312242
https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_INSTRUMENT_ID,P12100_LANG_CODE:2551460,en:NO
https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_INSTRUMENT_ID,P12100_LANG_CODE:312288,en:NO
https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_INSTRUMENT_ID:312326
https://www.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_ILO_CODE:C105
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C111
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C138
https://www.ohchr.org/en/professionalinterest/pages/cedaw.aspx
https://www.ilo.org/dyn/normlex/en/f?p=1000:11200:0::NO:11200:P11200_COUNTRY_ID:102950
https://tbinternet.ohchr.org/_layouts/15/TreatyBodyExternal/Treaty.aspx?CountryID=59&Lang=EN

Self-assessment tool framework

The assessment framework on which this tool is based spans four dimensions, all of
which must be activated and harmonized to ensure that fair recruitment standards and
migrant workers' rights are being upheld. For each dimension, the tool provides specific
and measurable indicators whereby overseas PrEAs can evaluate their compliance with
the legal standards outlined in the Overseas Employment Proclamation and other relevant
legal instruments. The self-assessment criteria will then help to measure progress in
meeting the requirements of each indicator. At the end of this section, you will find some
recommendations and details of the resources available.

Self-assessment dimensions and indicators

INDICATOR 1 - The agency has developed a standardized
recruitment policy which upholds the principles of fair
recruitment.

INDICATOR 2 > The agency has clear organizational policies
guiding the work of all units to ensure the protection of migrant
workers' rights.

» People/HR INDICATOR 1 - The agency places clear responsibilities and
expectations on its staff regarding fair recruitment and supports
them in understanding and acting in line with these.

INDICATOR 2 - The agency places clear responsibilities and
expectations on its staff regarding the protection of migrant
workers' rights and supports them in understanding and acting
in line with these.

» Procedures INDICATOR 1 >The agency ensures recruitment is fair through
clear, detailed and systematic recruitment processes which are
effectively adhered to by all staff.

INDICATOR 2 > The agency has robust, codified procedures
for monitoring the maintenance of protection standards and
responding to issues when they arise in a timely manner.

INDICATOR 1 >The agency monitors all recruitment closely and
takes appropriate measures if compliance with fair recruitment
standards is poor or at risk.

INDICATOR 2 - The agency monitors risks to and protection of
migrant workers' rights closely and takes appropriate measures
in cases where rights are infringed.
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Self-assessment tool

INDICATOR 1 > The agency has developed a standardized recruitment policy which

upholds the principles of fair recruitment

The agency has a written recruitment policy to which all In Place
staff are required to adhere.

In Process

Not in Place
The approach to recruitment laid out in the policy is In Place
informed by the ILO guidelines for fair recruitment as well Inp
as recruitment specifications laid out in the Overseas Private N Frocess
Employment Agencies Proclamation Not in Place
See section above for more information on these items.
The policy is written in a way that is clear, easy to In Place
understand and in the relevant languages. It is publicized, In Process
accessible to all, promoted and distributed widely to all
staff and relevant stakeholders. Not in Place
The policy is clear that informal channels of recruitment In Place
(reliance on personal networks, support from brokers) are In Process
not tolerated.

Not in Place
The policy includes measures to prevent the use of informal In Place
recruitment channels (e.g. reliance on personal networks) In Process
and misconduct by staff (e.g. accepting bribes or asking for
recruitment fees). Not in Place

Add Comments



https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_536755.pdf
https://www.lawethiopia.com/images/latest proclamations/1246_2013 %E1%8B%A8%E1%8A%A2%E1%89%B5%E1%8B%AE%E1%8C%B5%E1%8B%AB %E1%8B%A8%E1%8B%8D%E1%8C%AD %E1%88%80%E1%8C%88%E1%88%AD %E1%88%A5%E1%88%AB %E1%88%B5%E1%88%9D%E1%88%AA%E1%89%B5 %E1%88%9B%E1%88%BB%E1%88%BB%E1%8B%AB %E1%8A%A0%E1%8B%8B%E1%8C%85.pdf
https://www.lawethiopia.com/images/latest proclamations/1246_2013 %E1%8B%A8%E1%8A%A2%E1%89%B5%E1%8B%AE%E1%8C%B5%E1%8B%AB %E1%8B%A8%E1%8B%8D%E1%8C%AD %E1%88%80%E1%8C%88%E1%88%AD %E1%88%A5%E1%88%AB %E1%88%B5%E1%88%9D%E1%88%AA%E1%89%B5 %E1%88%9B%E1%88%BB%E1%88%BB%E1%8B%AB %E1%8A%A0%E1%8B%8B%E1%8C%85.pdf
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INDICATOR 2 > The agency has clear organizational policies guiding the work of all

units to ensure the protection of migrant workers' rights.

The agency is aware of its protection responsibilities In Place
under international and national law, and this legislation is I
. : - n Process
integrated into all relevant agency policies.

Not in Place
The agency has instigated an internal code of conduct In Place
/;afeguardlng pf)l!cy which prioritizes the protection of In Process
migrant workers' rights.

Not in Place
It is a policy of the agency to send low-skilled workers In Place
only to countries with which the Government of Ethiopia I

. . n Process

has signed a bilateral agreement or Memorandum of
Understanding (MoU) pertaining to labour migration. This  Not in Place
distinction, as well as the list of eligible countries, is clear
and known by all staff.
It is a policy of the agency to send workers only to In Place
employers who can prove that they have the capacity In Process
to uphold migrant workers' rights, or a track record of
upholding such rights and treating them with respect and  Not in Place
dignity.
Policies to protect migrant workers' rights are written in In Place
a way that is clear, easy to understand and is publicized, In Process
promoted and distributed widely to all relevant
stakeholders. Not in Place

Add Comments
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» 2 | PEOPLE

INDICATOR 1 - The agency places clear responsibilities and expectations on its staff
regarding fair recruitment and supports them in understanding and acting in line with

these.

The agency has clear written guidance on what constitutes In Place
fair recruitment and how it should be ensured by the
o . In Process
agency. Each staff member has access to this information.
Not in Place
Staff are trained in how to implement and uphold fair In Place
recruitment standards. Training is provided regularly and is
In Process
compulsory for all new staff.
Not in Place
The agency is aware of problems that could arise In Place
regarding recruitment, and any issues are addressed and
. In Process
discussed openly by the relevant teams. Staff members
have opportunities to discuss relevant issues (i.e. weekly Not in Place
meetings are organized).
Staff are provided with sufficient human and financial In Place
resources to carry out fair recruitment.
In Process
Not in Place
The agency has a focal point person who ensures that In Place
recruitment is being carried out fairly, performing regular
; . - In Process
checks and updating processes, guidance and policies
when necessary. Not in Place

Add Comments
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» 2 | PEOPLE

INDICATOR 2 - The agency places clear responsibilities and expectations on its
staff regarding the protection of migrant workers' rights and supports them in
understanding and acting in line with these.

Staff are provided with regular and relevant training on In Place
legislation regarding protection standards, including In Process
human rights, labour rights and the risks of human

trafficking. Not in Place
The agency provides practical safeguarding training to In Place
ensure that staff know exactly what processes to follow in In Process
order to safeguard the rights of migrant workers in their

day-to-day roles. Not in Place

The agency ensures that a regular chain of communication In Place
is maintained with colleagues/partner agencies in
destination countries to ensure that appropriate measures
are being taken to protect and uphold the rights of migrant Not in Place
workers.

In Process

Staff are provided with sufficient human and financial In Place
resources to ensure the safe deployment of migrant
o . I In Process

workers to destination countries and adequate monitoring
in countries of destination. Not in Place
Please add a question concerning a monitoring mechanism
to ensure that staff are adhering to these policies.
The agency is aware of problems that could put migrant In Place
workers at risk and issues are raised, discussed and

In Process
addressed openly by the relevant teams.

Not in Place

Add Comments
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» 3 | PROCEDURES

INDICATOR 1 - The agency ensures recruitment is fair through clear, detailed and
systematic recruitment processes which are effectively adhered to by all staff.

The agency advertises all vacancies on publicly accessible In Place
forums to ensure maximum reach and impact. In Process
Not in Place
The agency considers applications only from persons In Place
who hold the minimum qualifications specified by the I
. n Process
Overseas Employment Proclamation.
Not in Place
The agency has clear procedures in place to ensure that  In Place
each recruitment drive is sufficiently competitive and
: In Process
guided by a clear process.
Not in Place
The agency has clear procedures in place to ensure In Place
that c_aa;h recruitment drive is free from bias and In Process
discrimination.
Not in Place
The agency has an appropriate process for reporting In Place
and responding to incidents where unfair recruitment is In Process
suspected or alleged.
Not in Place

Add Comments
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» 3 | PROCEDURES

INDICATOR 2 - The agency has robust, codified procedures for monitoring the
maintenance of protection standards and responding to issues when they arise, in a
timely manner.

The agency conducts thorough assessments of employers  In Place
to determine whether the rights of migrant workers will be

respected. Such assessments are guided by a clear process.
Not in Place

In Process

The specific vulnerabilities of migrant workers are assessed In Place
by the staff of the agency and taken into account as they

. In Process
are placed in employment.
Not in Place
The agency has appropriate processes for drawing up In Place
robust contracts that ensure the protection of Ethiopian In Process

migrant workers' rights, dignity and safety, and ensures
that contracts are signed and understood by all relevant Not in Place
parties (ministry, worker, agency, employer).

The agency has strong channels of communication with In Place
migrant workers. Staff communicate with them regularly to In Process
ensure that there are no emerging protection concerns.

Not in Place

The agency has clear procedures in place in cases where In Place
the rights of a migrant worker are infringed, such as a

: In Process
referral system and requirements for regular follow-up.

Not in Place

Add Comments
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INDICATOR 1 - The agency monitors all recruitment closely and takes appropriate
measures if compliance with fair recruitment standards is poor or at risk

The agency has mechanisms to monitor compliance with In Place
fair recruitment policies in the form of specific measures

. ST . ) In Pr
and/or integration into existing systems for quality ocess
assurance, risk management, auditing, monitoring and Not in Place
review.

There is a system of regular reporting to those in In Place
management as a way of monitoring progress and flagging

; . ; . In Process
up any issues related to the upholding of fair recruitment
standards. Not in Place
Cases of alleged unfair recruitment are thoroughly In Place
!nvest|gated, anq staff are held to account if allegations of In Process
improper behaviour arise.

Not in Place

Policies and processes are reviewed at regular intervals and In Place
formally evaluated at least annually.

In Process

Not in Place
Data on recruitment figures is collected to be shared In Place
upon request by the MoLSA, the ILO or the Federation of In Process
Overseas PrEAs.

Not in Place

Add Comments



Overseas private employment agency self-assessment tool

INDICATOR 2 - The agency monitors risks to migrant workers' rights closely and takes

appropriate measures in cases where rights are infringed.

The agency provides migrant workers with clear
information before they leave on potential issues they
could face in destination countries, with an action planin
place that includes signposting of a designated point of
contact if issues arise.

The agency clearly states its responsibility for protecting
workers' rights, with staff assigned to oversee compliance
and handle emerging concerns.

The agency ensures that partners in destination countries
effectively monitor the human and labour rights of
migrant workers.

The agency investigates all allegations related to
infringements of rights and keeps an accurate record of all
complaints, investigations and proven instances of rights
violations.

The agency has a follow-up system in place to track
whether migrant workers’ rights were respected during
their employment. This system informs continuous
updates to overarching agency policies.

Add Comments

In Place
In Process

Not in Place

In Place
In Process

Not in Place

In Place
In Process

Not in Place

In Place
In Process

Not in Place

In Place
In Process

Not in Place
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AAt+HIEID

He+E AUAT PATDY N&t+ETFT PATEAL PALTET £ANT +HIE LA

(labour migration) 2C N+ PfH PUATER NIPIRTT ML IR NTOHIET AL

pamaNM.f 18 (MOU) ML +{4 4200 F+ar Y144 aBAR NF 10

ATSANT PAREIA® 7AA PAPARFA: ATHU ARTRT A8 U-9P AA+HIEgD

Nk PP Y174F HCHE NC1A% NUATR A+ETF HYL PFDd jM-::

PAETING 7AN PEANTE N&+EF PNF ABMNE P AHINFTY THIB LA

PARNF+A APTP ATSATD- MLIID MEMFA AVAUI MMNCT (53 Ap,

ANARTF N+HRANT AR ML PA+ET8 ¢MLPTF NF 10

Ad+E P AN AATHIEID

NEAN+TE N&t+g NEF MNP IC HHMEYF PATD 7A NPT +HIE LA

PAXT AODZ8F $AA NPT ARAN: P84T PF+aD 3738 90 NAL M- N®HIET AL

PIN+PDSP N PHALNTFO AT AUAIR PaRaRANFF -

NALCA ANAT NALD- +AL et PA: AAtTHIEID

ANtHLORF
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AMANTF 1> AEIN® NALTEE AL &Y JPATRAT N+ARANF AR PP YALTPFIT 927
AR MNPNTFA PAPTEM ALY NN ATRLETT NHUTR ABALT AT8 TS PAHTPA:

AREIND &FYP JPARA 927 ATRUPIT NARETAD: N ATLF THIE 1A
a+NC AT8ANT PRLPNL N&FU-& P+LRI4T 1A PPy aRaR( P

AAGR: AP8Y8. PALHE ANAGR BUT OBZE aqo)'Th £FAA: NHIET AL
AAt+HIEg
WAtHET PETYPR JRPATRA ABNL CFFY AVLF dB+eNCT +HIE LA
MMN& AT8ANFED NAMST +ADLFPA: NAMTD- NAPLNG
NaHIE+ AL
Ui enAL AT LATR 88N Net+ETIR PARAAMT 918, 3
AANTFD-:: AAt+HIEID
AREINM NTPATRA HCL ANA+ NATLTFA TICT 17HN, +HIEtA
PA@ AU DA FICET NACHET IC NIAR @-£2% NEOHIBF AL

AT8RLIANTFO-T AT84+ £LLIA: PNLHT ANAT RTHU FICTF
AL PAPMEPPF AL AT AATMD- (ATPI 3P NNANPT LHIE+PA) hatHIBID

ANGHETE &FYR JPAMRAT ATINLE P PATA Nk PUT ANART  +HIE LA
PIIHAN APCNFTF +RCIATFPA: N@OHIEF AL

AAt+HIEgD

REINM FPAMRAD: &FYR NPT ARAN: APHNYL UPRY PRLL:  +HIEHA
ANEAL APT9R ARENG ML PPTYE MARPL 9L LLFTTE NaHIET AL
AR PPFYT AR UIR 7ANPTT PARACL PG +ME AAD-::

hatHI8g"

AN+PLOTT
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AMANT 2 S AEIN® P&ANT N&tEF aNTF ANPT NHARANT NAC+EFE AL AR PP
JALIFTIT 927 ATLMNPNF@- PAPARM AT ATHUTI® NN A78.48FF NHUIR oA+

A8 11NG LAHTFPA::

ALtHETT ANAP NETYE PAL+E RN$TIT U10M PAPT +HIETA
HO-O-C ALIT PMPAA PN NFT8LE UTTF AL apengyg
+HAE NAMTPT +ADETFPA: NEHIET AL
AAt+HIEg
&ANTT N&+ET NATAT N&FO AL ONRFFO- AT MNP +HIE+A
P eNFa TANAG Y2FFY PAEIAD ACARTF PNtA AIRTFA () omn 4o
+9N4-® NPT RAN PTLAM- PANS NAMTPTFY ALIAM-
ANG+EE PPCNA:: hAt+HIEgD
AREIAD PEANTE N+E NETT ATIAMNST Ne NAA +HIEtA
A®AMT PPATA ANEAL ACTPEPT APTDNS. UPTTFD-"Y NEOHIBF AL
AR I7 NARELZA ATCT N NALLNT/AICT IC PORLLLA
@ eNg YTyt ML/ PLITMA: hA+HIB9D
FANTE Ne+BTT ML a8ZA Y14 LUTIHR N+MN$ dRAN- +HIETA
PMMATLT LT NARELA Y14 P+TRA DA dRLL T NEOHIEF AL
AT I PRETIAM AL+ET NE PUPY PAM- Y24 AT P7YHN
APCNT +R2CIATPA: AAt+HIEgD
ANNPT Ne+BT ATHUT 7ANPT APHN+A CEUPTFO-Y
AMEMMCL P+HIE, HEPTY PARARANT M PE LA IDG::
ALIND ALME& NATLTFAT &ANTE N+EFT R8I AR Ak +HIE A
AATFA TOCTF THN AADE FoCFIR +1A+a- NaY,aRANFFOr NTOHIEF AL
AL+EF JC NTAR 22T ATRLLINFM-T AT84L+ BRZIA:
AAtTHIEgD

Ah+ee T



Overseas private employment agency self-assessment tool

> 3| yesF

AMANT 15 PAETIAM JRAMRA &FYP AUPRY ATRZI7% AR A+8F NATINMN PTRN+AT
DART P+NLLT NAFP P PIRATDA Y074 Y- i

AREIND N&HE +L4N1HIT &MFTIHT ATZIIPE AT +HIETA
PG ALAT AUHA +24A NPF PARI9E NHYT PA+PO-PA::

NaRHIEF AL

AA+HIED
REIA@ NO-6h, Y7C PR NTRLTE APE AL PHIASTT +HIS LA
ATNE PAUAT ARNLCHTF (minimum qualifications) a9/ NEHIET AL
aaANFPTY NF 10 99+ -\ P9 PHTNM-:

AAtHIE9D

AEINGD- APTRTS PIRATRA 427 NN Ui +DBBLT NAR  +HIB %A
aap( P pamans. dOFRY AT POLLNFA TR LT NOHIET AL

A
RAtHIEID

AREINM ALYBYE. PIRADDA Y 2T NAL AR Y] ADPRY ATYZITH +HIB A
P PATA 1A ORARCPPF AT

NARHOE+ AL

AA+HIETR
REIND: &FYR LAY TPATRAY PO PAPAR+E MCMGPTT ANT  +HIE 1A
}r}f;::arcbr ATIELT FRAR APAMT P9 LNTFA +10, 1.8% NEOHIER AL

AA+HIETR

ANtLORF
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AMANT 2 D ABIAM® PHNP OALLTTT ATRMNPT ARESMME P90 PNTAST ToICF (L& MGIP
A4&MT NPT ARANR IRAR ACPAMT PAR PATFA MTNG ARARCPPTF AT

AEIAM PEANTE N-tE NETF AMNe ATLMTA ATDDP +HIB LA

NPMLPT AL mAP 9192799 PhY8A:LU 192799 1A% NV 1L+

pan any. Yo NAPHIET AL
AAt+HIEg

PEANTE N +ETF AR +IAKTFF NAEIND N&tHEF P +RT  +HIE LA
®L ML NMALNNF LHI® 99°F BN PRIt §F M-

NA®HIEF AL

AAt+HIEID
REIALM PATPAL RANTT N&+ETF aNFT ANCT LUTITY +HIE LA
ATIANNC PR LPATFA MTNG O-AFT ATICHPT AR NEOHIEF AL

paq AN FF@ ANAT (M LNE4T AT AETAMT ANLD-)
N9, 1N +4.&+a- oL ZTFMmY A2 7% P9, PATA +1N, L% Ad+HIB IR
AAD-::

ARETAD NEANTT AL+EF IC PaI95NTFO MTNe PaRIeE THIB LA
HEPF At P390 A2YF A NN+ PTLTA PNE NITF

AIRMELE ATIZITM NARNT g P1ITFPA NEHIET AL
AatHI B

AEIAD PRANHT NAHBT ENF AT ANAT TAR PUY +HIB£A

PRTFA LEETF AT ATOAA PLL-AT PADRNE NTFA HEPT RIS A2
AA+HIETD

Ah+ee+F
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AMANT 1> AEIA® LATIR RAAPT NPCNT ENF+AAL AT UIP PETYP JRAdRA
@A LT PMNP ARPRY PLIIMAL HE+E DLI® LI AL NTUPINT LHI° ACTPE LMN8A:

ARETAMD NAR ACTCEPT ABUTR/MLTR NAT ACATT IC +HIB LA
NTN++ AMET TZI760F hLI MEMMLLT h8FT ARMMCT

84N PP STYP PIRATA 7A NPT CONNLFDY mEmmep 10 HPET AL
HEPF AAGH: AAt+HIEg
&FYP PIRAMRA AONL CRFY NARMNS IC +0PHTF PATO- +HIE LA
F8OFY YL+ AMDEMMLT MITMm I ALIF F9IC AFC YALTT NOHIEF AL
AR Ak N+8T aRRNG PPy PARaRANF HE, AAx

AA+HIE9D
PAETYP 9RAMRA BT NMAPT LODZADLAT A8 90 +HIE A
ALTET ARANEATL NUSPTT NR,PAR 1H +M P LT A:: NEOHIBF AL

AA+HIE9D

7ANAPTFT LL%F NARLNG U1 £7927T9A NI4T N.PTN +HIB LA
NPAGR+HGR ADENG @1gR7ay B0 /I NFPA:: NHIBT AL

hatHIBID

PgRAMEA A/ BPF R ETA LLHA: NALTETT NUAT M LNECE +HIE+A
NAAT® A& PN SCET METD ek, Y1C P NI°LT NEHIET AL
ARETPT oM MPE NMLCNNTID 1H ALEPF LAMA:

AAtHIEgR

Ahteett
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AMANT 2 S AEIN® a6k UIC A4 NPT AL PHNTI4 A+ F aNFT AR IPTT NPCNT

ehatAd AT IR NP FFE N MANT LH +10, ACTCEPTT LOASA:

REIND FICTF NthA+ A+ eND- Ahd PaaaeAnt L2+
IPC &ANTE N&+EF NaRYSFm- N+ NAR8LA Y14t
ALIPDMFD NATLTFA FICTT OHHIE +HME PaeetY APLT
AL A% HCHEFT PPCNA:

REIA® P9, PIMaA™ A J$FTY P9 PA+T78.5 PACATTT APNNC
PaR PR N&t+FFY NARaR ) PAL+ETF aONFY PAPMNP YAL 1T
N1A% PNPTEMA::

AREINM NARELA Y14-F P AICT ANAPT PEANTE NtE
aN$FY NFANA NFFATFOT PLITMA:

AREIND NANF DATTF AL P+LLT MTEAPTT LADLIRLA:
ATRUT° NFATR $43PFI FPCAGPTFT P+ I1M PAPNT DAT
ANH$F AR ThAAT PUT AHIN £BHA:

RETAD &ANTE NLHET NEDC LR LTFO @PT ONPFFO-
aMmNeY AGNF+4A PTLATA PhFTA NCAT HCTERA: 22U
NCAT NUATR PABTIA, 7AAPT AL $MLYTT PAT® AR PPT
AT8.RLTF PARARTFA=

ANtLORT

+HIE LA
NA°HIET AL
AA+HIEID
+HIE A
NARHOEF AL
AAt+HIB9D
+HIB LA
NARHOEF AL
AAt+HIB9R
+HIEHA
NA®HIET AL
AAt+HIB9D
+HIEHA
NA°HIET AL
AA+HIETD



Next steps

The completion of the self-assessment tool by all staff members should be followed by the
steps listed below to ensure that any necessary measures are taken. It is the responsibility
of the agency management to implement each of these three steps, while the Federation
should encourage the use of the self-assessment toolkit, provide agencies with an analysis
of the capacity-building needs expressed and use this information to plan capacity-building
activities.

Internal assessment

After all staff have independently completed the self-assessment tool, the agency
management should schedule a meeting of all staff to discuss the results, identify gaps
and introduce measures to address them. The meeting should be conducted in a spirit of
mutual trust and cooperation, to ensure that comments are sincere and effectively reflect
the situation of the agency. The agency should define actions to deal with the gaps that
have been identified, with a focal person and deadline assigned for each.

Output: A detailed report, inclusive of a summary of the main gaps identified and actions
to address them. The table below can be used to list the areas which require improvement:

Key gap Action to be taken Focal person Deadline

Communication of capacity-building needs to the Federation

Following the internal assessment, all agencies are encouraged to formulate capacity-
building needs and to share them with the Federation. This will allow the Federation to getan
overview of the needs of the agency and will be used to inform a capacity-building schedule
inclusive of training sessions tailored to the needs expressed. After receiving feedback
from a significant number of agencies, the Federation should analyse this information and
provide agencies with a summary of the most pressing capacity-building needs, together
with planned actions to support agencies in addressing them.

Output: An analysis of capacity-building needs and proposed capacity-building activities to
help agencies address them
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Monitoring

Agencies should monitor the progress made by a holding a follow-up discussion with their
staff six months after completion of the self-assessment. A meeting should be organized to
go through the list drawn up during the initial all-staff meeting and to discuss achievements
and persisting challenges in each area.

Output: An updated version of the list of gaps and actions to be taken

Resources:

ILO, Fair Recruitment Standards. Read here

Non- binding principles intended to inform the current and future work of the ILO and other
organizations, national legislatures and the social partners on promoting and ensuring fair
recruitment

Establishing Fair Recruitment Practices: An ILO Toolkit. Read here

This toolkit has been designed by the International Training Centre of the ILO to provide
information on key issues relating to fair recruitment.


https://www.ilo.org/global/about-the-ilo/multimedia/maps-and-charts/enhanced/WCMS_626548/lang--en/index.htm
https://readymag.com/ITCILO/1131618/
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