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I: Preamble: Rationale, Contextual Framework and
Approach of the National Employment Programme (NEP)
Rationale
This ‘National Employment Programme’ (NEP) of the Government of Rwanda (GoR) is
designed to serve the following objectives (1) creating sufficient jobs that are adequately
remunerative and sustainable across the economy,(2) equipping the workforce with vital
skills and attitude for increased productivity that are needed for the private sector growth,
and (3) provide a national framework for coordinating all employment and related
initiatives and activities in the public, private sector and civil society. The principles and aim
of the NEP are derived from the thematic orientation, objectives and strategy of the Second
Economic Development and Poverty Reduction Strategy (EDPRS 2), which was approved by
the Cabinet in May 2013 and officially launched in September 2013 and is the main strategy
document of the GoR for achieving sustained economic growth and social development in
Rwanda over the 5-year period, 2013–2018. The goals of the NEP are consistent with the
long-term vision of the Government to develop and transform the country’s economic and
social structures toward the achievement of a middle-income status by 2020 which, inter
alia, entails “creating a productive middle class and fostering entrepreneurship” (Vision
2020). The challenge of employment promotion which is being addressed by the NEP is
grounded in the overall national development process and the structural transformation of
the economy over the next five years.
The employment challenge in Rwanda, as explained later in Section III, is a symptom of lack
of or limited productive and remunerative employment opportunities in the labour market.
The vast majority (around 77 percent ) of the working-age population (16 years and over)
estimated at about 5 million people are farm workers and informal sector workers, many of
whom are engaged in activities of extremely low productivity and earnings and precarious
conditions which can be considered as vulnerable employment, implying that they are
underemployed. It is estimated that only a small proportion (about 7 per cent) of the
workforce is in the stable employment in the public and formal private sector in terms of
remuneration and working conditions.1 The number of workers classified as unemployed in the sense not doing any work and actively looking for work -is extremely low at a
recorded rate of 2.4% nationally since, in the absence of state-provided unemployment
1
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benefit in Rwanda (as in most other African countries), people cannot afford to remain idle
while seeking a job. An important focus of the NEP therefore is on strategic policy and
programme interventions in key sectors of the economy and the labour market to generate
and facilitate the creation of stable jobs that are productive and adequately remunerative.

Contextual Framework and Approach
The EDPRS 2 recognises the important role of employment for economic development and
poverty reduction and, accordingly, calls for “200,000 [off-farm] jobs to be created each
year” to meet the employment needs of the labour force, precipitated by “increasing
population density and demographic trends and the growing youth share of the population”.
This is the national target for job creation that has been adopted by the NEP. Of particular
significance to meeting this target and, more generally, the challenge of employment
promotion in Rwanda in the context of the NEP are three key observations: first, the private
sector will have the major responsibility for creating almost all of the additional jobs;
second, the low skill and productivity levels of the majority of the labour force represent an
important constraint on employment promotion that needs to be addressed as a priority;
and third, the need for appropriate labour market interventions by Government in
collaboration with the private sector to improve the efficiency of the functioning of labour
markets with respect to matching skills with jobs. Hence, strategic policy and programme
interventions proposed within the framework of the NEP for achieving its objectives, goals
and targets is organised and grouped under the following four main pillars:





Entrepreneurship and Business Development
Skills Development
Labour Market Intervention
Coordination and Monitoring & Evaluation

Available data show that active participation by youth (16-24 years) in the Rwandan labour
market is disproportionately low - the overall youth unemployment rate in Rwanda is almost
double the national average rate. Like many other African countries, Rwanda’s population
structure is characterised by a ‘youth bulge’ (52 per cent of the population are aged 18 years
and below2) which, as recognised in the EDPRS 2, offers the potential to reap a ‘demographic
dividend’ with benefits for economic growth and employment. Realising this demographic
dividend, however, is not automatic; it will be necessary to ensure that the country’s rapidly
growing workforce (estimated at about 125,000 new entrants to the labour market annually)
is equipped with the right type of skills, and supported with capital and technology, so as to
increase the competitiveness of the economy for attracting new employment-intensive
investments in response to the opportunities created by regional integration and

2
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globalisation. This implies that the NEP should pay particular attention to the problem of
youth unemployment.
Indications from available data (the Rwanda LMIS Report 2010, the Third Integrated
Household Living Conditions Survey 2012 (EICV3), the Manpower Survey 2013, and 2012
Census Preliminary Report) suggest that population growth in Rwanda, which is estimated at
around 2.6 per cent per annum, has not been accompanied by commensurate growth in
wage-paying employment opportunities. Despite the impressive economic growth
performance of the past decade (averaging more than 8 per cent per annum), the Rwandan
economy is not creating productive and remunerative jobs fast enough to keep up with the
country’s rapidly growing labour force. The NEP is therefore also concerned with economic
conditions, particularly with respect to the macroeconomic framework, that are required for
realising a more employment-intensive pattern of economic growth. The strong growth
performance of the Rwandan economy, which has made it the fastest growing economy in
the East African Community (EAC) over the last the five years, has been driven mainly by
buoyant private sector activities, including micro, small and medium enterprises (MSMEs)
covering a variety of activities and services (transport, construction, telecommunications,
and retail trade) and small-holder and cooperative agriculture. These MSMEs deserve special
focus and attention in the NEP.

Putting jobs at the centre of the national development process and
top of the structural transformation agenda
There is ample justification for putting jobs at the centre stage of the national development
process in Rwanda. Jobs are crucial to the achievement of economic development and social
progress and, furthermore, acknowledged as the main route through which people work
their way out of poverty [EDPRS 2 and World Bank, World Development Report, 2013].
Similarly, putting employment promotion at the top of the structural transformation agenda
should ensure a more inclusive pattern of economic growth and sustainable development.
Meeting the employment challenge, thus, implies that job creation should become a
strategic priority of development policy and planning at macro and sectoral levels.
Addressing the employment challenge in a timely and adequate manner will be contingent
on the prioritisation of employment in the development and structural transformation
processes, while at the same time ensuring that there are significant quantitative and
qualitative improvements in the ‘employment content’ of economic growth.
This calls for strategic interventions to increase the demand for labour through the
achievement of high, sustainable and stable economic growth; ensuring that the pattern of
economic growth is employment-friendly and gender-sensitive; and giving special attention
to reducing poverty and vulnerability. Given that almost all of the new jobs to be created
under the NEP will have to come from the private sector, emphasis should be placed on
interventions that provide an ‘enabling environment’ for private sector development
6

including reforming policies and the incentives to support the growth and sustainability of
MSMEs while at the same time attracting large firms (FDIs) with employment-creating
linkages to MSMEs. Equal important is orientation of the education system, particularly
TVET, to close existing skills gaps and encourage entrepreneurship among young people in
Rwanda. The NEP must therefore include specific policies and initiatives designed to bring
about skills and promote industrial and technological upgrading consistent with Rwanda’s
comparative advantages – domestic political and economic stability, attractive regulatory
environment, governance and rule of law, and an expanding regional market – as a basis for
ensuring competitiveness in global and regional production markets and networks.

This design of the NEP is structured as follows. It begins with a review of major existing
employment promotion initiatives in relation to their outcomes - impacts, gaps and lessons
learned – which is required for identifying and understanding the main constraints and
challenges, as well as opportunities, for more effective planning and implementation of
employment creation initiatives within the framework of the NEP (Section II). This is
followed by a situational and diagnostic analysis of the labour market and employment
conditions and challenges, which serves as a basis for depicting various dimensions of the
employment challenge and underlying obstacles to the creation of stable jobs and matching
of skills with jobs; and, more importantly, indications of where the additional jobs are likely
to come from and under what conditions (Section III). Next, an overview of the architecture
of the NEP presents the conceptual framework, goals and objectives, the logic and
orientation of the approach to job-creation and skills formation, and the requirements of an
employment-oriented macro-economic framework (Section IV). This is followed by
directions and priorities for strategic programme interventions under the three pillars
mentioned above and within the framework of the NEP , with reference to specific activities
and drawing on relevant examples of ‘best practices’ from other developing and emerging
economies (Section V). these interventions relate both to favourable conditions for
stimulating stable jobs and to recommendations on direct job-creation activities across
economic sectors, taking into account potential sources of employment growth in the
economy (Section VI). The last substantive section deals with the institutional and
organisational framework for implementing the NEP, including coordination, monitoring
and reporting mechanisms and the underlying legal and policy framework (Section VII).
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II: Assessment of Major Existing Employment Promotion
Initiatives
Employment promotion initiatives have been prominent in the Rwandan development
planning landscape at national, sector and local levels over the past decade, with a variety of
actors - public and private sector institutions, donor agencies, and non-governmental
organisations – contributing to the major development challenge of job creation. In this
context, the Government of Rwanda (GoR) along with the Private Sector Federation (PSF)
currently implements over 25 initiatives that are targeted at employment creation with a
focus on young people, women, vulnerable groups as well as poor households. Most of
these initiatives and programmes have been recently implemented (since 2011/2012), while
some have been in place for the past 5 years. They can be broadly divided into three themes
based on their primary objective and in accordance with the three pillars adopted for the
analytical and operational frameworks of the NEP:




Entrepreneurship and Business Development
Skills Development
Labour Market Intervention

The initiatives are presented in the consolidated table which follows at the end of this
section; information in the table has been derived from interviews with key government
institutions, PSF as well as from official documents of the GoR. The main aim of this review
of existing employment promotion efforts is to highlight their impacts, gaps and lessons
learned, in order to inform the design of future employment initiatives. The assessment
should therefore provide a basis for identifying and understanding the main constraints,
challenges and opportunities for the creation of stable employment, which will be relevant
to the design of the NEP. The lessons from the success of the initiatives reviewed should
provide a knowledge base and serve as a building block for the formulation and
implementation of effective policy interventions and institutional reforms aimed at
increasing productive employment opportunities and enhancing skills development, while
shortcomings should help to indicate weaknesses and pitfalls that should be avoided in
future employment promotion efforts.

General Comments
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Our review of these initiatives reveals an ineffective coordination between different
government agencies which has resulted in duplication of activities and resources. This
could be attributed to the absence of a central coordination mechanism for employment
promotion and planning. For instance, there are at least 3 general business plan
competitions being held, at least 6 programmes which provide training to young people
and/or women, as well as different apprenticeship and internship programmes.
Second, the participation of the private sector in the design and implementation of
initiatives is currently limited. The role of the private sector in employment creation
initiatives must be linked to the wider context of private sector development (PSD) which
has been identified as an integral component of national development planning (EDPRS 2).
Related to this is the capacity of private sector organisations (e.g. PSF) among others , which
needs to be strengthened in order to enhance their participation in job creation efforts. An
active ‘public-private dialogue’ will be necessary to ensure the success of employment
promotion initiatives since the majority of jobs will come from the private sector.
Third, some programmes are in need of a more focussed objective which can help the
implementing institution make efficient use of resources to achieve targets which are more
realistic. For instance, the Youth Employment for Global Opportunities (YEGO) programme
implemented by MYICT aims to set up centres in all districts in Rwanda with the overarching
objective of reducing youth unemployment. These centres seek to provide a wide variety of
services ranging from businesses management and leadership trainings to setting up of
Business Innovation Centres (BICs). This programme is as such currently faced with the
challenge of finding partners to deliver the entire package of services that are planned. In
addition, there are several other programmes which target young people to provide them
with training for employment (the Entrepreneurship Training programme run by RDB or the
Agaciro Kanjye programme run MYICT for instance), but which are not adequately
coordinated with YEGO.
Finally, some programmes are faced with budget constraints and a lack of technical knowhow. For instance, WDA aims to establish Business Incubation Centres (BICs) in all 305 TVET
schools in Rwanda. At present, the managers of the BICs are not well versed at handling all
the operations adequately and are in need of further training. In addition, of the 305 TVET
schools across the country, more than 90 per cent lack access to basic equipment and only
two schools are currently meeting all required standards in terms of facilities, equipment
and instruction.

Initiatives under theme 1: Private Sector Development
The second Economic Development and Poverty Reduction Strategy (EDPRS 2) of the GoR
places great emphasis on the private sector to drive the process of economic transformation
and help achieve targets of 11.5 per cent GDP growth per annum and the creation of
9

200,000 new off-farm jobs every year between 2013 and 2018. Almost all of the additional
jobs to be created in the future will come from the private sector, particularly MSMEs and
the informal sector. Initiatives under this theme should ideally focus on strengthening
creating an enabling business environment that supports the growth of MSMEs and informal
sector firms, promote linkages between MSMEs and large firms as well as transform low
productivity, vulnerable jobs into decent, well-paid jobs.
There are at least 8 initiatives that fall under this theme, some of which target young people
and women and provide training to instil a culture of entrepreneurship, enhance financial
literacy skills, assist them to develop a business plan and thereby secure sources of funding
for their business. Others are geared towards providing business development services to
the private sector.
Current Achievements
Around 3,000 new businesses have been created under the Hanga Umurimo programme
alone and 17,000 jobs have been created since 2004 under the apprenticeship scheme
jointly run by MINICOM and MIFOTRA under the Hanga Umurimo and Kuremera
programmes.
PSF and The Rwandan Development Board (RDB) have managed to set up 60 Businesses
Development Centres (BDCs) across the country which are now being privately run and
provide a range of services to the private sector (market access, technology and product
development, training and technical assistance, access to finance, basic accounting etc.).
Twelve Integrated Craft Production Centres ICPC) are under construction by Districts in
collaboration with MIFOTRA to provide modern facilities for the production and marketing
of local products in order to generate employment opportunities for the youth and enhance
technological development and technical training. MINICOM also plans to set up 3
Community Processing Centres to provide facilities for producers to engage in value-added
processing of raw materials without bearing the total cost of the machinery and technology
required.

Gaps and Lessons Learned
The main challenge here is the scattered efforts of various institutions involved to meet the
same objective. A more coordinated approach which has a nation-wide impact and where
initiatives are delivered at the district level with involvement from local government
authorities would prove more effective.
For instance, there are at least 5 different training programmes aimed at youth and women
which are run by different institutions. The biggest are the Agaciro Kanjye programme led by
MYICT but which falls under the Kuremera programme as well as the Entrepreneurship
10

Training programme by RDB. In addition, MINICOM, MYICT and MIGEPROF also run separate
training programmes. What is needed is coordinated approach at delivering an
entrepreneurship development programme at the district level which has an active
element of follow-up coaching, mentoring and on-the-job training. Classroom-based
training alone will not be sufficient to support the growth of young entrepreneurs. Every
effort should be made to use existing infrastructure at the district level to deliver such
initiatives (use YEGO centres,DBCs, Telecenters for instance).
Similarly, a joint effort at running a business plan competition aimed at different sectors (ICT,
agri-business, food processing etc.) could also prove more efficient. The targeted sectors
could change every year and resources of different implementing institutions could be
pooled to better support promising entrepreneurs.
The second set of challenges is with regards to the financial sustainability and quality of
services of the Business Development Centres that are being managed by RDB and PSF. The
Private Sector Development Strategy (2013) rightly points out that for the BDCs to have an
impact on SMEs in Rwanda they need to focus more on the sector level and provide tailored
sector/value chain specific solutions. At present, BDC staff and advisers are not wellequipped to provide such services and will require further technical support to be able to
deliver these services effectively.
More emphasis needs to be placed on initiatives that promote and encourage linkages
between MSMEs and large firms/FDIs. This can facilitate transfer of technology, skills
formation as well as support the growth of MSMEs. The GoR should encourage new
foreign-owned large firms who wish to invest in the country whenever possible to
establish viable links with the domestic private sector, including partnering with local
firms on training local staff and procuring local supplies. Equally important is the need to
create an enabling business environment that also supports the growth of the informal
sector through productivity enhancement, access to finance, productive assets and
markets. The vast majority of those who are engaged in the informal sector do so out of
sheer necessity to earn a basic income. In the absence of a comprehensive social protection
system, the informal sector tends to be large and should not be stifled. Instead, those
employed in this sector should be given adequate support to grow their businesses.

Initiatives under theme 2: Skills Development
Equipping the country’s population with adequate skills to cater to the needs of employers
as well as to create their own businesses is a challenge that many developing countries face.
The education system has to keep pace with the changing needs and demands of the private
11

sector in order to provide meaningful employment to young graduates and school leavers.
Numerous studies in Rwanda have shown that finding employees with the right skills is one
of the biggest challenges faced by employers today (Businesses and Investment Climate
Survey 2013, Rwanda Skills Survey 2012). This is also one of the reasons why the TVET sector
has been given more attention under the EDPRS 2. The role of TVET in the context of skill
development needs to be critically assessed in terms of capacity and flexibility to respond to
changing labour market situations, nationally and regionally, and to the opportunities
created by globalisation. Additionally, not only is there a lack of technical skills, but also a
lack of soft skills like leadership, human resource management, innovation, communication,
etc. More emphasis has to be placed on providing opportunities for practical on-the-job
training through internships, apprenticeship, exchange programmes, etc.
Achievement
There are around 6 initiatives under this theme, some of which are fairly new (started in
2011/12), thereby making it quite difficult to measure their impact. The professional
internship programme run by RDB has placed 4,535 graduates as interns in the formal sector
since its inception in 2009 and of these 62 per cent have been given employment contracts
by their respective employers. The internship programme run by PSF has placed 100 interns
in different companies for every six month since 2009 and at least 40 per cent of them have
received employment contracts with the same company.
One Business Incubation Centre in Masaka has been set up by RDB to provide training on
shoe repair, manufacture of dairy products, foods, bamboo products as well as leather. 100
people have been trained per year since 2011. In addition, Business Incubation Centres
within TVET schools are being set up by WDA.
MYICT plans to set up 21 Youth Employment for Global Opportunities (YEGO) centres at the
district level to facilitate the creation of new jobs for youth annually and support at least 70
per cent of youth job seekers to acquire skills and access to information on the job market
in each district.
Finally, RDB has been working on setting up Sector Skills Councils to bring employers and
education providers to work together on solving the skills gap problem in various sector in
Rwanda. 9 sector skills councils have been created since May 2012 (Tourism, Mining, ICT,
Agriculture, Financial Services, Energy, Construction, Manufacturing and Entertainment,
Media and Arts).

Gaps and Lessons Learned
Arguably the most important element of skills development is the ability of the education
sector to meet the demands of the labour market. What is needed is a responsive
education system, particularly TVET that caters to the changing needs of employers,
12

encourages entrepreneurship and focusses its efforts on providing practical on-the-job
training. At present, there is no comprehensive apprenticeship scheme in Rwanda and this is
vital to increase the employability of fresh graduates. The TVET sector should also be able to
provide training to unemployed and low-skilled people who are outside the schooling
system to enable them to acquire decent jobs, and should be cognizant of the variety and
methodology of so-call ‘informal apprenticeship’ practices that are predominant in the
informal sector – with a view to incorporating them into the sector .
Concerted efforts should be made to enhance the participation of the private sector in
internship/apprenticeship schemes and encourage them to drive the process. Though the
Professional Internship programme of RDB is highly successful, the programme is costly to
administer and is in much need of greater participation from the private sector. Private
sector firms should be convinced that participation in the programme will benefit them by
improving their chances of findings skilled workers without bearing a significant cost.
The Sector Skills Councils are a step in the right direction and have tremendous potential to
address the problem of skills in the country if implemented with the right mandate and with
active involvement from both the private and public sector. The ability of the education
sector to adequately respond to the needs of employers is crucial to the success of this
programme.
Finally, Business Incubation Centres are expensive to run and require strong technical skills
and know-how. Further expansion of BICs to all TVET schools must be carried out with
caution. Some 90 per cent of TVET schools do not have the necessary equipment and it
would be advisable to set up the BICs at the provincial level first (with the IPRCs) to tease
out demand as well as to test their relevance to the task, viability and other challenges.

Initiatives under theme 3: Labour Market Policy Intervention
There are 4 initiatives under this theme – the newly established Kigali Employment Service
Centre (KESC) which aims to connect job seekers with employers (run by the Kigali City
Council); University Career Advisory Service Centres which provide career guidance; the
VUP Public Works programme which is a labour-intensive public works programme targeted
at poor households; and the Kuremera Programme which is a household income-generating
initiative.

Achievement
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The KESC has only been operational since May 2013 and has managed to register 680 jobseekers and 7 employers and provided placements for 17 job seekers. The VUP Public Works
programme has benefitted over 18,000 households and is operational in 150 sector
locations in Rwanda. The Kuremera programme has only been recently implemented but it
has already managed to secure funding to implement the programme in 27 districts outside
Kigali.
Gaps and Lessons Learned
The KESC is in its nascent stages and requires more financial and technical support to meet
its objectives. Emphasis should be placed on recruiting well-trained staff and training
existing to reach out to the private sector to enhance their participation by convincing
them that collaboration would benefit all parties involved. The Centre also needs to build
trust with the public through an awareness campaign and reach out to young unemployed
or underemployed people to register.
RDB already plans to hand over the management of career advisory centres to the
universities. The challenge will be for the universities to take up ownership of these centres,
realise their value and potential and thereby divert adequate resources to efficiently run
them. There is also a need to provide career guidance to secondary school students and the
most cost-effective way to do this would be to integrate the service in academic provisions
at every school.
As far as social protection initiatives are concerned, the Kuremera programme is an incomegenerating initiative targeting struggling young men and women and should focus its efforts
solely on providing seed start ups for vulnerable unemployed and underemployed. It is
crucial to evaluating these interventions rigorously to monitor outcomes from access to
productive assets. At present, the programme carries out a myriad of other activities, all
with differing objectives; it will have a greater impact by focussing on one main objective.
The VUP public works programme could provide on-the-job training to workers,
particularly youth, to improve their employability after the program.
Worth particular mention at this juncture is the Labour Market Information System (LMIS)
which is currently being managed by RDB. The main aim of the system is to provide regular,
up-to-date information on the labour market (supply and demand side) to aid government in
planning and design of employment initiatives, provide employers with information on the
current skills set of graduates of tertiary institutions and school-leavers, and potential jobseekers with relevant information about the job markets. The system currently relies on
secondary data and not much functional links with the NISR, the main statistical agency of
the Government. There are obvious gaps in data collection and analysis in the LMIS as it
exists at present, which inhibit its effectiveness as an employment policy and planning tool.
This limitation also affects potential users of the LMIS (job seekers, employers and
14

prospective investors) who do not use the system as expected since they are unable to
obtain the appropriate information needed. The LMIS should play a key role in the new NEP
and act as the central source of information on the labour market. The LMIS will require
improved data collection efforts by the various institutions, particularly through effective
collaboration with the National Institute of Statistics of Rwanda (NISR) which generates an
array of relevant data including the ‘economic activity’ of national population censuses
(the latest being the 2012 Housing and Population Census soon to be released) and a
regular labour force survey due to begin in 2016, and with other producers and users of
labour market information including those who will be involved in the planning, execution
and monitoring of the NEP.

Conclusion
The GoR has taken considerable steps towards addressing the problem of employment
creation, particularly among young people, by setting up numerous programmes that
provide training and support to new businesses and address the challenges of existing firms
in Rwanda. While these programmes have been set up with the best of intentions, they can
benefit from a more coordinated approach to ensure that duplication of activities and
efforts is minimised and that resources are utilised efficiently. There is also the need to
address the problem of the lack of appropriate capacities which undermines the efficacy and
impact of many of the initiatives reviewed.
The design and implementation of the new National Employment Programme (2013-2018)
provides a unique opportunity to put in place institutional arrangements and policies that
will bringing together all actors involved in employment promotion and job creation to plan,
implement and monitor the various employment initiatives in a coordinated and coherent
manner.
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List of current employment promotion initiatives
Theme 1: Private Sector Development
Programme
Hanga Umurimo
Includes three
subcomponent
1. Business Plan
Competition and
Mentoring by
Service Providers
2. PROBAS
3. ApprenticeshipKuremera
Scheme
 Led by MINICOM
 Source 1: Hanga
Umurimo Project
2011
 Source 2: Hanga
Umurimo Project
2012
 Source 3: Towards
a single National
Employment
Programme
(MINECOFIN)
 Source 4: Interview
with a key
informant

Objectives

Target Groups

Activities/Outputs/ Implementation

Outcomes/Impact

Limitations/ Lessons learned

HU: To foster the growth of
an entrepreneurial culture
among Rwandans and
inspire potential
entrepreneurs to convert
their business ideas into
profitable enterprises;
empower communities
with basic business skills
and knowledge to identify
business opportunities and
create innovative
businesses; and to identify
individuals with
entrepreneurial aptitude
and nurture good business
ideas by equipping
potential entrepreneurs
with a suitable range of
business start-up support
services

With a condition, that
half of the beneficiaries
must be women, the
project targets people
at the district level with
basic business
knowledge and skills to
conceive a business
idea and put it in a
meaningful written
form.

Hanga Umurimo: Overall, 4,690 projects have
been submitted to banks, 1,714 have been
approved.

No evaluation yet.

Banks are now more reluctant
to give loans to start-up
businesses because of lack of
collateral and the uncertainty
that they will be able to pay
back.

PROBAS: to provide
business skills training,
coaching, counselling and
advisory services that are
close and accessible to rural
micro enterprises while
responding to real needs in
the rural business setting
Apprenticeship-Kuremera

Rural micro enterprises

School dropouts and

Without this project, most of
the 1,714 people who now
have access to bank loans
would not have had such
opportunity because of no
collateral and lack of credit
ratings.

The need for continuous
coaching and monitoring of
start-ups is essential
MINICOM has suggested that
the Business Plan Competition
component could merge with
PROBAS

2,798 people trained, 2281 project proposal
submitted to the banks, 1506 approved for
funding, 3877 job created

The Kuremera Apprenticeship scheme is
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“Start Small, Grow Big”
Potential beneficiary should
always be advised that starting
small provides a better
guarantee for accessing bank
loans than to propose a big
project that requires a large
amount of capital.

Started in 2004, in form of a

Very expensive. Beneficiaries

Scheme Facilitate informal
sector placements –
Providing youth with
practical skills& start-up
foundation (leasing
equipment)

vulnerable youth

supported by MINICOM through one of the
subcomponent of Hanga Umurimo.14,507 youth
trained, 7,644 apprentice received start up kits
and 17,000 jobs created. 10,000 RwF for
employer and 3,000 RwF for employees

project called PPMER.
17,000 jobs created through
this project (since 2005)

Programme

Objectives

Target Groups

Activities /Outputs//Implementation

Outcomes/Impact

Business
Development
Services (BDS)
Centres;

BDS Centres: created to
facilitate the business
community, in particular
SMEs, to perform better in
terms of business
expansion, profitability,
market scope, and qualities
of business’ services/
products

The business
community and youth

30 BDS Centres in each district provide high
impact services relating to consultancy, market
access, technology and product development,
training and technical assistance, access to
finance, basic accounting and policy and
advocacy.

While Vision 2020 and EDPRS
call for a private sector led
economy, the business sector
has not delivered as they face
a myriad of business
challenges, including lack of
skilled workforce and poor
access to finance and the
market.

A robust and active Public
Private Dialogue (PPD) is a key
solution, not a competition, as
it currently exists (BDS vs. BDCs
run by RDB) ; Business Plan
Competition vs. Hanga
Umurimo)

Outcomes/Impact

Limitations/ Lessons learned

TVET (with Business
Plan Competition[BPC];
Linking Famers to
Markets (LIFAM)

 Led by PSF
 Source 1: Strategic
Operating
Roadmap (20122015)
 Source 2: Public
Private Dialogue
Concept Note
 Source 3: PSF
website and
interview with a
key informant

Programme

BPC: Enhancing the culture
of innovation and
entrepreneurship
particularly for TVET
graduates; provide targeted
and relevant training and
means for new
entrepreneurs; Provide less
stringent capital and
encouraging the use of new
technologies
LIFAM: Build the capacity of
the Chamber of Rwandan
Farmers and to allow its
members to develop
knowledge and skills
allowing them to be more
competitive and to access
profitable markets
Objectives

Target Groups

Activities /Outputs//Implementation
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are expected to pay back 50%
of the amount they received as
grants. However, the
government lacks the means to
follow-up on this, and so
payback is usually not
collected.
Limitations/ Lessons learned

The private sector is therefore
demanding more access to and
influence over the changing
regulatory landscape of
Rwanda’s economy.
PPD activities currently exist in
many formats, and needs
better coordination; private
sector representation in the
PPD should extend beyond the
executives of PSF; and
Private sector (PSF) should play
an active role as equal partners
with RDB in initiating and
implementing policy reforms

Business
Development
Centres (BDC)
Led by RDB
 Source 1: Towards
a single National
Employment
Programme
(MINECOFIN)
 Source 2: Interview
with a key
informant

To offer business advice,
and information on access
to finance, IT services and
tax advisory services

Programme
Agaciro Kanjye
 Led by MYICT
 Source 1: Agaciro
Kanjye
Programmes
 Source 2: Interview
with key
informants

Objectives

All citizens

30 BDCs (1 per district) offering business advice,
information on access to finance, IT services and
tax advisory services. Entrepreneurship training
provided through districts.
Direct support given to 4,000 SMEs per year; 2
SME incubation centres (largest at Business
Incubation Masaka)

Outcomes and impact
difficult to determine due to
lack of evaluation
Limited impact expected
because the majority of BDC
staff are less qualified to offer
adequate trainings

Qualified professionals are
needed as permanent staff.
A realistic business plan for
BDC is needed.
Training curriculum should be
tailored to the needs of
trainees.
Free BDC services may not be a
sustainable model in the longterm.

Encourage youth to be
innovative and tap into
existing opportunities in
the country and region;
discourage laziness among
youth and encourage
productivity; encourage
youth to form or join profitmaking cooperatives and
instil a culture of saving
among them; and sensitize
youth about the dangers of
drug consumption, HIV and
other infectious diseases as
a way of leading them to
being responsible citizens

Target Groups
Youth

Activities /Outputs//Implementation
“Umwihariko w’Urubyiruko” at a family level :
Through Agaciro Kanjye Programme, the youth
will be called to go back to the traditional
practice of “Kwiharika”, whereby each young
person will have to own a productive asset (such
as a small business, a couple of fruit or banana
trees in the garden, a domestic animal, etc.) and
encouraged to learn about saving at an early age
The programme is targeting about 2,968,200
young people all over the country by June 30,
2012.
“Kuremera urubyiruko” at Umudugudu level:
Communities at Village level are encouraged to
support at least one young person with bright
business ideas but with limited means to get a
start-up capital and become successful. Through
“Kuremera urubyiruko” the programme will
reach 14,841 young people by June 2013.
Establishment of a model youth cooperative at
the cell level: Under Agaciro Kanjye Programme,
youth at the cell level are encouraged to form a
model cooperative in terms of management and
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Outcomes/Impact
Difficult to know the impact
because programme is very
new (started in 2012). No
evaluation study conducted.

Limitations/ Lessons learned
A better strategy for
coordination and monitoring is
required. Since this programme
falls under the Kuremera
project, it is difficult to
determine and separate the
functions of different ministries
and agencies involved MINICOM, MIFOTRA, MINAGRI
& NGOs .
To improve the image of TVET,
attention must be given to
defusing the myth that TVET is
for second-class citizens.
Skills acquisition is still very
crucial but lack of access to
finance seems to be a bigger
problem that prevents youth
from being able to create jobs.
That is, having a good business
proposal and entrepreneurial

profit making. Through the implementation of
this programme, 2,148 youth cooperatives will
be established in the country by June 2013.

skills does not guarantee access
to financial assistance.
The LMIS databank needs to be
more user friendly and
accessible, not only to job
seekers, but also to employers
to post vacancies. Also career
guidance at schools is of
utmost importance to job
creation

Programme
Entrepreneurship
Training
Led by RDB
 Source 1: Towards
a single National
Employment
Programme
(MINECOFIN)
 Source 2: Interview
with key
informants

Objectives

Target Groups

To train unemployed and
underemployed on basic
business practice, empower
them to generate business
ideas and frame their
business ideas in bankable
projects.

Youth at risk of
remaining
underemployed and
unemployed including
school drop outs and
those under social
protection categories.

Programme

Objectives

Target Groups

Women and youth
access to Finance

Capacity building and
training with specific

Women, young people
aged 18–35, vulnerable

Activities /Outputs//Implementation
6000 youth and women trained each year since
2009.

Outcomes/Impact
Evaluation studies yet to be
published.

For entrepreneurship culture to
thrive, the consumption of
locally produced commodities
and services must be
encouraged. It is harmful when
the consumption of Western
commodities is regarded as an
indication that a person is
wealthy or of high social status.
Limitations/ Lessons learned
Demands exceed RDB capacity.

30 entrepreneurship clubs established in
universities.

Lack of sufficient resources.

390 business projects reviewed in the last two
quarters of 2013.

Low level of education and
poor attitudes of potential
trainees.

Mass awareness to youth in
higher learning institutions
to instill them with the right
entrepreneurial mindset.

Awareness campaigns should
be broadened and all relevant
stakeholders need to be more
informed about the
programme.
Activities /Outputs//Implementation
Advisory, counselling, capacity building and
training programs: (1) Advisory and counselling
services; (2) Capacity building and training –
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Outcomes/Impact
Access to finance by gender
indicates that loans have
been granted by banks with

Limitations/ Lessons learned
58% of Rwandans are
financially excluded
Lack of customized youth

program
 Led by MIGEPROF
& MYICT
 Source: Women
and Youth Access
to Finance Program

emphasis to financial
literacy (to address the
non-financial barriers); and
Financial access and credit
enhancement programs (to
address the financial
barriers)

groups, genocide
survivors; people living
with disabilities’
veterans, low-income
rural and urban
households,
economically active but
underserved, and
people with poor access
to adequate skills,
finance and economic
opportunities. Priority
districts are Karongi,
Ruhango, Nyamasheke,
Nyamagabe, Nyaruguru
and Gisagara Gakenke

Programme
Community
Processing Centres
(CPC)
 Led by MINICOM
 Source 1: National
Integrated
Employment
Program- Program
Appraisal
Document
(MIFOTRA)
 Source 2: Interview
with a key
informant

Objectives

Target Groups

Activities /Outputs//Implementation

To provide facilities for
producers at the
community level to engage
in value-added processing
of raw materials without
bearing the total cost of the
machinery and technology
required for the processing.

SMEs including
cooperatives,
associations,
enterprises and
individual
entrepreneurs. More
specifically, the CPC will
benefit existing micro
and cottage industries
that have growth
potential and new
entrepreneurs who
have new business
ideas

Construction/ upgrading of the facilities for 3
CPCs; recruitment of 1 professional technician
and 1 manager for each CPC; acquiring
processing equipment for three CPCs; training to
utilize and maintain equipment, as well as
production techniques, branding, quality control;
prepare the technical specifications for the
equipment of the CPCs to be selected; and
sensitization campaign to increase awareness
and interest as well as promote linkages to other
MSME development interventions

Target Groups

Activities /Outputs//Implementation

Programme

The Three CPCs to be
established will serve as
demonstration units in
fostering value addition,
innovation and technology
transfer.
Objectives

Financial Literacy
Financial Access and credit enhancement
Programs: (1) Credit Guarantees – Product
Profile; (2) SACCO Refinancing - Product Profile;
(3) Women and Youth Investment Facility –
Product Profile; (4) Microloans - Product Profile;
(5) Quasi Equity – Product Profile; (6) Women &
Youth Savings Program
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amount of 19.7 billion RwF in
total until end June 2013,
representing 20.8% of total
loans to individuals.
Loans granted by banking
sector to the Youth
(borrowers aged up to 35
years) indicates an upward
trend from 34.5 billion Rwf
for the first half 2012 to
54.35 billion Rwf for the first
half 2013.
However it should be noted
that the women and youth
who comprise approximately
70% of the population still
are not sharing equitably in
this success. A big number of
young people are still
underemployed, and have
limited access to finance and
consequently cannot invest in
productive enterprises.
Outcomes/Impact
Started in 2012, only one
centre equipped for CPC
(leather), but no production
yet.
It is difficult to know the
impact.

friendly financial products
Inaccessible collateral
requirements (BDF is currently
targeting big projects which do
not necessary benefit young
people)
Weakness within the lenders –
liquidity understanding of the
youth
Minimal business exposure,
limited business opportunities,
hence being unable to compete
Lack of well-structured mentor,
coach, and apprenticeship
programs.

Limitations/ Lessons learned
Lack of technical know-how.
Bringing various partners
(cooperatives) together can be
a difficult task.
Importation of machines is
expensive

Outcomes/Impact

Limitations/ Lessons learned

Integrated Craft
Production Centres
(ICPC) AGAKIRIRO
 Led by MIFOTRA
 Source: Guiding
Conceptual
Document for
Integrated Craft
Product Centers
(ICPCs)
Establishment
 Source 3: Interview
with key
informants

Provide modern facilities
for production and
marketing of local
products; organize them in
a central area instead of
operating in makeshift
structures littered within
residential areas; generate
employment opportunities
for the youth and facilitate
their participation in
economic development;
and enhance technology
development and technical
training

Underemployed youths
including TVET
graduates, informal
craftsmen and artisans
(metal workers,
woodcrafts, carpentry,
welding etc.), women,
rehabilitated street
children and people
with disabilities

Objectives
Lead the drive to boost
skills and workforce
development in the sector,
and through this, to
improve productivity,
business growth &
employment; build and
share labour market
intelligence & analysis
about the skills need of the
sector, professionally
communicated in a way
that leads to real change in
the workplace & supply of
skills linked to changing &

Target Groups

The establishment of 12 ICPCs and organization
of its activities

Construction of the 12
centres started about a year
ago. Not fully in operation
yet, and no evaluation study
conducted.

The public/private partnership
component of the project
means that priority will be
given to members of a private
cooperative that invest in the
construction of ICPC. Such
discrimination would
disadvantage vulnerable people
in terms of space allocation.
In each district is to set up a
matching mechanism on
services that can be provided
by those centres for the local
community
The current overdependence
on foreign workers calls for
immediate action that will
expand the number of highly
skilled Rwandese. In addition
using the ICPCs as platform for
assessing skilled workers
should be supported.

Outcomes/Impact
Difficult to know the impact
because the project is still
new and yet to be evaluated.

Limitations/ Lessons learned

Skills Development
Programme
Sector Skills Councils
 Led by RDB
 Source 1: Sector
Skills Council
Guidelines
 Source 2: Interview
with key
informants

Rwandan workforce

Activities /Outputs//Implementation
9 sector skills councils created since May 2012
(Tourism, Mining, ICT, Agriculture, Financial
Services, Energy, Construction Manufacturing
and Entertainment, Media and Arts).
Yet to commence full operation, except the
tourism sector, which has already started
providing training
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No clear legal framework and
mandate. However, a task
force is already set up to draft a
legal and operational
framework, which should be
ready by 2014.
Insufficient budget

future requirements;
Directly influence the
planning & funding of
education & training across
Rwanda, working within the
distinctive arrangements in
each sector; forge strong
links between employers,
schools, colleges, training
providers & higher
education to influence the
decisions of young people
& adults who are not yet
part of the workforce;

Programme
Business Incubation
Centres (BIC)
 Led by WDA
 Source 1: National
Integrated
Employment
Program- Program
Appraisal
Document

Develop convincing
evidence and share best
practice to promote the
business case for skills
investment and the more
effective use of people in
the workforce; and then
the development of a
programme of agreed
interventions to close the
skills gap; identification of
skill development needs
and preparing a catalogue
of skill types
Objectives
Facilitate fresh TVET
graduates to have easy and
cheap access to physical
facilities, machineries and
equipment in order to start
their own small businesses
and be able to create their
own jobs

Target Groups
All university and TVET
graduates, male and
females who
demonstrate high
entrepreneurship
potential and are
willing to start their
own businesses

Activities /Outputs//Implementation
Establishment of Business Incubation Centres at
all higher education institutions; field visits for
sites (TVET schools) identification, assessment
and technical meetings with all TVET schools
managers; and construction and renovation
works for Business Incubation Centres and
purchasing of equipment and physical facilities
for BICs
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Outcomes/Impact

Limitations/ Lessons learned

Difficult to know the impact
because the programme is
very new (started in 2012).

Potential participants must
propose a fundable project.
However, having a good
proposal and entrepreneurial
skills is not a guarantee that
individuals will have access to
funding.

No evaluation study
conducted.
No graduate from these
programme yet

Alternatively, graduates are

(MIFOTRA)
 Source 2:Towards a
single National
Employment
Programme
(MINECOFIN)
 Source 3: Interview
with a key
informant

Only those who register
within their first year of
graduation are eligible
to participate for
between 6 months and
one year.

supported to create and
register a company under RDB
to be eligible to bid for
government tenders. Those
who are successful will receive
recommendation, which they
can present to banks, as
collateral for loans to
implement the project.
Managers of BICs are still ill
equipped to handle the
operations adequately. They
need more training.
Out of 305 TVET schools across
the country, more than 90%
lack access to basic equipment.
Only two schools are
functioning up to adequate
standards

Programme

Objectives

Youth Employment
for Global
Opportunities
(YEGO)
 Led by MYICT
 Source 1: Ministry
of Youth YEGO
Strategic Plan
2013-2018
 Source 2: Interview
with key
informants

To contribute to the
reduction of youth
unemployment rate to less
than 5% by building and
coordinating a network of
youth centres for the
promotion of
entrepreneurship and
employability. Specifically,
to facilitate the creation of
at least 100,000 new jobs
for youth annually; support
at least 70% youth job

Target Groups
Youth

Activities /Outputs//Implementation
Business Management and Leadership trainings;
facilitating business linkages and access to
mentorships; financial access services, creating a
revolving fund in partnership with COOJAD and
Umurenge SACCO; self-employment support,
subsidizing trainings and basic professional
toolkits for youth aspiring for self-employment;
Business Innovation Centre (BIC), youth business
innovation nurturing (Business Plan competition
and award); Youth Innovations trade fair and
awards, organising a trade fair for the youth
innovative products/innovation in all sectors
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Outcomes/Impact
Preparations completed, but
yet to be launched officially.
It is therefore difficult to
know the impact. 21 have
been set up at the district
level.

A clear strategic plan is
required for the BIC
programme.
Limitations/ Lessons learned
The centre has various
components (ICT, business
skills dev., sport, market
information, health,
reconciliation..). It is difficult to
have a group of partners who
would collaborate to ensure
that the entire package is
delivered.
It is crucial to strengthen
human capacity and provide

seekers to acquire job skills
and access to job
information in each district;
set up youth talents
detection and incubation
programs in each
Umurenge; and
continuously mobilize
youth.

annually; regional youth excellence fellowship
awards competitions; apprenticeship for the
needy, e.g. temporary youth employment in
industries and companies;

adequate infrastructure.
The inclusion of YEGO Centers
within existing TVET Centres
has to be strengthened and
redefined. The roles and
responsibilities within each
district in comparison to the
Business Incubation Centres in
TVET schools have to be
clarified.

Job Skills Development programs, systematically
and continuously gather information on job
market needs; ICT and Computer literacy
programs, using Telecenters as training sites for
Youth to acquire ICT basic skills (MS Office,
computer maintenance, etc.);
Talent search and testing service, talent search
forums held at all levels; civic education
program, training on the workplace basic values
of Rwanda culture, unity and reconciliation,
conflict resolution and peace building in
partnership with Itorero and NURC

Programme
IPRC TVET
 Led by MINEDUC
 Source 1: Ministry
of Education,
Education Sector
Strategic Plan,
2013/14 – 2017/18
 Source 2: Some
Strategic TVSD
Issues derived from
EDPRS 2 (2013 –
2018)
 Source 3: Interview
with a key
informant

Objectives

Target Groups

The medium to long-term
plan of the Government is
to substantially increase
the number of TVET
institutions. With regard to
the distribution of TVET
schools, each district (of
around 300,000 - 400,000
inhabitants each) is
expected to have at least
three functional Vocational
Training Centres by the end
of President Kagame’s
current mandate in 2017.

People who have
completed Nine-YearBasic-Education (9YBE)
At present, TVET
programs and courses
are offered through
three “school-based”
modes of delivery:

Activities /Outputs//Implementation
Within the TVET sector, IPRCs are an
implementing and facilitating body to ensure
adequate and appropriate TVET within their
province. This includes working with WDA to
build necessary capacity to support TVET
delivery, role modelling TVET best practice, and
ensuring improved access to TVET through
appropriate decentralisation

Vocational Training
provided by Vocational
Training Centres;
Secondary Technical
Education provided by
Technical Secondary
Schools; and

Outcomes/Impact
Difficult to know the impact
because programme is very
new (started in less than a
year). No evaluation study
conducted.

Limitations/ Lessons learned
Lack of proper labour market
information about skills
demand and graduate
absorption into the labour
market.
Inadequate linkages between
TVET institutions and
companies.
Formal TVET courses are longterm and difficult to change the
curricula in response to
ongoing rapid changes
demanded by the labour
market.
TVET courses are insufficient
for imparting entrepreneurial

Post-Secondary
Technical Education
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provided by Integrated
Regional Polytechnic
Centres.

skills.
Limited and inequitable access
to TVET provision
TVET graduates lack workplaceoriented practical skills
Insufficient qualified/paid
trainers, lack of equipment, low
trainer salary, no career
opportunities, and high
attrition rates among trainers

Programme

Objectives

Professional
Internship
 Led by RDB
 Source 1: National
Integrated
Employment
Program- Program
Appraisal
Document
(MIFOTRA)
 Source 2: Interview
with key
informants

Facilitate formal sector
placements, providing
students with tangible work
experience required by
most employers, getting
them ready for the world of
work

Programme
Internship
Programme (PSF)

Objectives
Provide students with an
opportunity to apply their
classroom learning to the
workplace; and provide

Target Groups
Open to all fresh
Rwandan graduates
from universities and
TVET within Rwanda
and abroad with special
priority for Sciences
and Technology sectors

Activities /Outputs//Implementation
Sensitize institutions for active participation in
the program and secure internship placements;
placing 2000 interns in private companies among
them 1000 from TVET and 1000 from
Universities; gather information from different
institutions to appropriately orient candidates;
manage applications and selection process;
administer transport facilitation for interns;
conduct regular field monitoring and annual
program evaluation.

Outcomes/Impact
62.1% of the interns have got
jobs in public and private
institutions.

Lack of entrepreneurship
culture among youth and the
perception that some
skills/jobs (blue-collar) are for
second-class citizens foster
negative attitude towards TVET
Limitations/ Lessons learned
Budget constraints
Insufficient host institutions

Over 4,535 graduates in formal sector
placements since 2010.

Target Groups
Students/graduates

Activities /Outputs//Implementation
100 interns placed in different companies for
every six months since 2009
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Outcomes/Impact
Atleast 40% of them have
received employment
contracts with the same
company

Limitations/ Lessons learned

host organizations with
talented workers who bring
fresh ideas

Theme 3: Labour Market Intervention/Institutions
Programme
KESC Kigali
Employment Service
Centre
 Led by MIFOTRA
 Source 1: Kigali
Employment
Service Centre
Concept Note
 Source 2: Interview
with key
informants

Objectives

Target Groups

Facilitate jobseekers to
connect to labour market
opportunities; register
jobseekers and maintain an
updated database of their
CVs; keep a database of
local and national job
vacancies by sector and
provide well researched
and current job availability
information; organize
job/career fairs; provide
guidance to employers on
the Rwandan labour
market; provide job
counselling for individuals
with specific needs
(disabled, young mothers,
survivors of Genocide.);
offer secretarial
facilities(typing, printing,
and copying facilities);
develop a modern
apprenticeship and
internship programmes;
and provide orientation to
the Rwandan Diaspora
community, assisting them
to be integrated in the local
job market

All job seekers

Activities /Outputs//Implementation
Launched in May 2013, 17 job-seekers got jobs
through the KESC programme, and some jobseekers are being prepared to be sent to some
banks for internships opportunities.

69 jobseekers trained on job search strategy; 79
on how to employ themselves; 76 on Computer
skills; 680 registered in KESC Database and 7
employers registered as KESC Services partners.

Outcomes/Impact

Limitations/ Lessons learned

17 participants are known to
be employed within 6 months
of inception.

It is crucial to increase the
number of staff(only three at
present.

Feedback from participants
indicates a high level of
satisfaction – evidence from
internal reports and from
social media (around 200
members on Facebook and
Twitter)

Rather than focusing mainly on
figures/output (number of
youths attended), attention
should be given to having
quality impact in terms of the
skills acquired by participants.
Monitoring and evaluation of
this programme should be
inclusive, taking into account
performances at various levels.
It should focus on activities at
this centre, the commitment of
the private sector to
collaborate, and bureaucratic
procedures for dealing with
government agencies, which
can sometimes constitute
impediments.
Trust building through public
relation campaigns is required.
First, players in the private
sector needs convincing that
collaborating with them will
not only benefit trainees but
also their businesses. Second,
young people need to be
inspired to become motivated
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and willing to take part in the
programme.
LMIS databank needs filtering
down to allowed easier access
to relevant information, in
particular the current demand
from employers for job seekers
per sector.
Partnership with training
providers needs to be
strengthened.
Developing a strategic plan for
this programme is crucial.

Programme
University Career
Advisory Services
 Led by RDB
 Source 1: Career
Education and
Advisory Services
 Source 2: Interview
with key
informants

Objectives
To help students learn
about self in relation to
work and the world of
work, in terms of making
career plans, implementing
decisions and managing
work transitions

Target Groups
University and TVET
Students

Activities /Outputs//Implementation
To establish Career Information Centres that will
have a selection of printed, video and
computerized information to help individuals
plan or decide on a career.
This will include a comprehensive library
containing information about many different
occupations; information about courses provided
by colleges, vocational training school and
universities in each province; data about
employment trends and opportunities; ideas to
help prepare applications and résumés; and a list
of useful websites, which are suited to the
specific needs of the users.

Outcomes/Impact
22 Career Advisory Service
Centres established in public
and private institutions (since
2011); 5 others established in
IPRCs.

Creating a user friendly web
space for job profiling will make
job seeking and recruitment
easier.
Limitations/ Lessons learned
Institutions are yet to to have a
sense of ownership and take
responsibility.
Exit strategy already planned
by RDB.(shifting ownership and
control from RDB to beneficiary
institutions)
Insufficient resources, both in
terms of human capacity and
infrastructure
LMIS needs improving to be
relevant to the goals of this
project
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Programme

Objectives

VUP Public Works
 Led by MINALOC
 Source 1: VISION
2020 UMURENGE
PROGRAMME
(VUP) Public
Works
Operational
Framework and
Procedure
Manual
 Source 2:
National Social
Protection
Strategy
(MINALOC 2011)

Vision 2020 Umurenge
Programme is one of three
flagship programmes of the
EDPRS 2. The aim of the
programme is to eradicate
extreme poverty by 2020.
The VUP is organised
around three core
components: reviving
public works (e.g. through
ubudehe programme);
innovating with credit
packages and expanding
access to social services.
Specific objectives include
harmonizing and
coordinating different
interventions to respond to
the needs of poor and
vulnerable people; building
on and extend existing cash
transfer programmes;
expanding access to public
services (e.g. health and
education); extending
contributory social security;
and delivering social
development initiatives and
complimentary
programmes to assist
households (accessing
microcredit, shelter and
strengthening community
cohesion)

Target Groups
Poor and vulnerable
citizens

Activities /Outputs//Implementation
Develop detailed implementation plan, once
Strategy approved;

Outcomes/Impact
Currently operational in 150
Umurenge.

Build a nationwide electronic Management
Information System;

87 out of 260 projects are
being implemented.

Assess advanced means of electronic payments
of cash to beneficiaries.
Conduct effective monitoring using the MIS, and
Impact evaluation
Incorporate learning into future policy and
programme development
Develop a Communications Strategy
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18,320 households benefiting
from this project.

Planning is underway to merge
Career Advisory Services with
the Business Incubation
Centres run by WDA in the
TVET component
Limitations/ Lessons learned

Programme
Kuremera ( IncomeGenerating Activities)
 Led by MIFOTRA
 Source 1: Kuremera
program concept
note
 Source 2: Interview
with key
informants

Objectives
To instil an
entrepreneurship culture;
generate employment;
enhance community
participation and
ownership; promote
collective responsibility
towards solving youth and
women unemployment;
and to promote off farm
jobs.

Target Groups
Youth and Women

Activities /Outputs//Implementation

Outcomes/Impact

Limitations/ Lessons learned

Current main interventions of Kuremera include:
(i) granting work premises to vulnerable youth
and women commonly known as street vendors
(1,203 supported); (ii) Private Sector Business
Plan Competition (280 supported); (iii) Agaciro
Kanjye Youth Program; (iv) Rural Small and Micro
Enterprise Promotion Project-Phase II (PPPMER
II)-providing rural apprenticeship opportunities
and business start-ups (5,319 supported); and (v)
Kuremera initiatives undertaken countrywide at
community level (around 16,600 supported)

Difficult to know the impact
because the programme is
very new (started in Nov.
2012). No evaluation study
conducted.

Vulnerable beneficiaries are
more inclined to redirecting
start-up loans to finance family
bills and other activities that
are not related to job creation.
To solve the above problem,
instead of providing cash
directly to beneficiaries, they
will be provided tools while
payments are given directly to
suppliers.

Achievements include being
able to convince the Ministry
of Finance (MINECOFIN) to
earmark 162 million RwF for
the project to be
implemented in 27 districts
outside Kigali.
In Phase 3 however, as part
of the Rwandan
Decentralization Policy,
districts will be able to access
funding directly from
MINECOFIN.
Also, Bralirwa, a brewery
company is also supporting
the project in three districts.
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Access to loans could also be
facilitated by presenting a local
trustable person to guarantee
the integrity of the potential
beneficiary.
Difficult to get feedback from
beneficiaries at districts, and to
follow up on their progress.
Important to move ownership
and control of activities to the
district level, while MIFOTRA
retains the role of policy
making, monitoring and
evaluation.

III: Situational and Diagnostic Analysis of Labour Market
Conditions
Labour Force and Employment Characteristics
Figure 1 below presents the main characteristics of the labour force by employment status
of the working-age population. For employment policy and planning purposes, data on these
characteristics should be broken down by sex, age, economic sector, area of residence, level
of education, etc. For example, the setting of employment targets with respect to the NEP
would require that one makes use of available data on the labour force characteristics to
calculate the labour force participation rate or activity rate; employment and unemployment
rates; and the dependency ratio - all of which are important labour force indicators that are
needed to measure changes in employment status in the context of the implementation and
monitoring of the NEP.





Activity rate = labour force/working age population
Employment to population rate = employed/working age population
Unemployment rate = unemployed/labour force
Dependency ratio = (≤16 + inactive + unemployed)/employed

Labour force (LF) surveys (which have not yet been undertaken in Rwanda but, according to
NISR, will be launched in 2016) are the main source of estimates on employment and
unemployment/underemployment. When LF surveys are introduced, it is important to
ensure that adequate and accurate information on ‘employment status’ of the labour force,
especially with reference to the definition of employment, unemployment and
underemployment, is recorded. The current definition of employed or unemployed does not
cover all aspects of lack of work. Those who work less than full time or in low-productivity,
low-earning and precarious work, but would like to work for more time or do more
productive work, are underemployed. As already noted in the Preamble, the employment
needs of these countless vulnerable workforce in both the rural and urban economy in
Rwanda are a major focus of this NEP. In this regard, the employment challenge is not so
much in ‘employing’ the working age population – as well over 80 per cent of the working
age population in Rwanda is employed in one form or another - but to productively and
gainfully employ all workers and new additions to the workforce annually.
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Figure 1: Labour Force and Employment Status of the Working-Age Population

Working-Age Population

Labour Force

Inactive

Employed Abroad

Employed

Unemployed

Employers and
Self-employed

Wage Employed

Unpaid Family
Workers

Formal

Urban/Formal and
Informal

Formal

Informal

Rural/Formal and
Informal

Informal

Methodology and Definition: Employment, Unemployment and
Underemployment
When data on the economic activity of the population become available from the latest
(2012) Rwanda Population and Household Census, it should be possible to obtain
information on the current employment and labour market situation. In the absence of the
31

census data and labour force surveys, we have relied mainly on available data from the
three Integrated Household Living Conditions Surveys (EICVs) over the past decade to define
and estimate key labour force and employment characteristics and trends.
Table 1: Labour Force Characteristics by Sex – 2010/11
Male
Working Age Population (16+)
Labour Force (16+)
Employed (16+)
Unemployed (16+)
Inactive (%)
Employment to population ratio (%)
Unemployment Rate (%)
*7-day reference period; EICV3

Female
2,690,000
2,192,000
2,141,000
52,600
18.5
79.6
2.4

Total
3,198,000
2,686,000
2,622,000
64,400
16.0
82.0
2.4

5,888,000
4,881,000
4,763,000
117,000
17.1
80.9
2.4

According to the Third Household Living Conditions Survey (EIVC 3), employment in the
Rwandan economy as measured by the economic activity rate is estimated at 84% of the
working age population aged 16 years and above (based on the 12-month reference period).
In the light of the existing labour force and employment characteristics of the Rwandan
population of working age, employment can be classified into three main categories::




Workers in stable jobs
Workers in vulnerable jobs
Workers who are unemployed

Stable jobs are those held by employers and workers in paid employment with employment
status and working conditions that entitle them to basic remuneration and income. Stable
Jobs are also those relatively sustainable and which entitle employers and workers to social
security floor. Vulnerable jobs are usually held by self-employed mostly in subsistence
activities, such as agriculture and precarious urban informal enterprises, and family workers
who work without a formal wage for another household member in agriculture or in a
market-oriented enterprise. Unemployment describes the status of those workers who are
currently not employed in the labour market but are actively engaged in seeking a job.
Employment
An estimated 77 per cent of Rwanda’s total working-age population are farm workers and
informal sector workers, many of whom are engaged in vulnerable employment; it is
estimated that only a mere 7 per cent of the working age population is in stable wage
employment in the public and private sectors.3 This distinctly skewed dualistic structure of
the labour force between wage-paying and self and non wage-paying employment, which is
also common to African and other developing countries, has been a feature of the Rwandan
labour force for decades and certainly over the past decade as shown in Table 2 below.
3

EDPRS 2
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Table2: Labour Force Characteristics by Employment Status of Workers
2001/02
EICV1

2005/06
EICV2

2010/11
EICV3

Wage farm

129,000

352,000

490,000

Wage non-farm

260,000

468,000

838,000

3,034,000

3,065,000

3,063,000

132,000

347,000

479,000

16,000

68,000

89,000

3,571,000
3.6
7.3
85.0
3.7
0.4
100.0

4,299,000
8.2
10.9
71.3
8.1
1.6
100.0

4,960,000
9.9
16.9
61.8
9.7
1.8
100.0

Independent farmer
Independent non-farm
Unpaid non-farm, other and n.i
All 16+ years usually working
% Wage farm
% Wage non-farm
% Independent farmer
% Independent non-farm
% Unpaid non-farm, other and n.i
All 16+ years usually working

Table 3 below, showing the evolution of employment over the decade 2001 – 2011,
highlights the strong growth of employed workers in the labour force from 3.57 million in
2001 to almost 5 million in 2011. What is significant in terms of strategic interventions
within the NEP, and perhaps worrying, is that the bulk of this growth in employment is in
relation to vulnerable jobs in agriculture and the informal economy.
Table 3: Evolution of employment over the past decade by employment status

Employed
Unemployed
Inactive
Employment to population
ratio (%)

2001/02
EICV1

2005/06
EICV2

2010/11
EICV3

3,571,000

4,299,000

4,960,000

59,000

81,000

46,000

488,000

735,000

882,000

86.7

84.0

84.2
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Persons aged 16+ years
4,118,000
*Usual Employment (12-month reference period)

5,116,000

5,888,000

While informal employment in Rwanda serves as a bulwark against open unemployment and
destitution, and as such constitutes a sponge for sucking up the largest number of new
entrants in the labour market, it is nevertheless a cause of concern that these informal-type
jobs are usually characterized by low productivity and low earnings which cannot support
the basic needs of the workers and their families and often are precarious and
unsustainable. Simply having access to employment – any employment – is not sufficient, if
poverty is to be reduced. The employment challenge should therefore emphasize
productivity enhancement in the informal (in addition to formal) economy and the creation
of stable jobs for vulnerable workers in the labour force, with the aim of providing a return to
their labour sufficient for raising living standards and lifting them out of poverty.

Unemployment
The incidence of unemployment (based on the ILO definition) is understandably quite low at
a recorded rate of 2.4% nationally, because without state-provided unemployment benefit
most workers cannot afford to remain idle while looking for work. Youth unemployment rate
in Rwanda, typical for most African countries, is much higher than rates for adults, and this is
the most severe manifestation of the employment challenge in the country. Recorded youth
unemployment among 16-24 year olds is 3.5 per cent and among 25-34 year olds is 3.1 per
cent, and this may even be higher as the youth labour force may be under-reported since
there are young people in Rwanda who seem neither to be members of the labour force (i.e.
those with no skills or discouraged youth who are no longer actively looking for work) nor in
school. High rates of unemployment among young people who enter the labour market
annually are therefore partially indicating that the education and training system is not
providing the types of skills and work readiness required by businesses in the private sector.
Unemployment is higher among the better-educated urban youth in the labour force – i.e.
secondary school and tertiary graduates – than those with lower education levels or no
education. The rate in Kigali is much higher at 13 per cent and is concentrated among senior
school leavers (15 per cent) and university graduates (6 per cent).This is because the
‘educated unemployed’ have higher expectations in the job market and therefore more
prone to unemployment in a tight labour market situation when labour force growth is
outstripping the creation of stable and decent jobs.

Underemployment
Accurate information on underemployment in the Rwandan labour market is difficult to
come by. But information from the EICVs and evidence from empirical studies suggest that
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many employed workers in Rwanda are engaged in activities characterised by an inadequate
level of labour demand in terms of time spent at work, as shown in Table 5 below, and in the
case of casual and seasonal workers. Other manifestations of underemployment include
very low levels of labour productivity and earnings. According to the EICV3 dataset, most
people in Rwanda work in more than one job, particularly in rural areas. Overall, 37% of
adults had just one job, 42% had two jobs and 21% had three or more over the course of the
year. This is particularly the case for those involved in farming activities. The median hours
worked by Rwandan youth and young adults (14-35 years) is 28 hours per week. Some 65%
of this age-group work less than 35 hours per week, and therefore could be considered as
underemployed; and 38% of young people list unpaid family farm work as their main job.
(EICV3).
The table below takes into account all the jobs that people did in the seven days before the
survey (EICV3), which also gives an indication of underemployment. Those who are working
in waged jobs on average work 45 hours per week in all their jobs. This type of job holder is
the least likely to be involved in multiple jobs. Those who are working in small businesses as
owners work 36 hours a week, while those who work as independent farmers work just 24
hours and waged farm workers work just 29 hours. People working on farms are the most
likely to be working in multiple jobs. Setting a definition of underemployment at 35 hours a
week or less, it can be seen that those working in farm jobs are most likely to be
underemployed.
Table 4: Hours spent in the previous seven days working in all jobs, by job type (2010/11)

Wage farm
Wage non-farm
Small-scale farmer
Independent non-farm
Other and n.i
Total

Male
Median
30
45
26
40
37
32

Female
Median
28
48
23
31
30
25

Total
Median
29
45
24
36
32
29

Skills Gaps in the Labour Market
As in most African economies, skill gaps are predominant in both the formal and informal
economies in Rwanda and constitute a major barrier to gainful employment and in the
transition from informal to formal work. LMIS and skills survey data point to critical
shortages of certain vital skills needed for sustainable development and hence the need for
a stronger link between formal education, TVET and entrepreneurship development, on the
one hand, and the realities of the current and future job markets especially in response to
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labour market demands, technological changes and new market opportunities created by
globalisation and regional integration on the other.
According to the 2012 Skills Survey of the Manufacturing Sector in Rwanda (RDB 2012), the
main technical skills gaps identified were: 79 per cent for artisans, 11 per cent for managers,
7 per cent for professionals and 4 per cent for technicians. The need for improved soft skills
like leadership, human resource management, business communication and innovation was
also identified. Among the establishments interviewed, nearly 13 per cent had vacancies
which they could not fill in the last 12 months. The problem of skills gaps is compounded by
the limited opportunity for work experience and on-the- job training as an integral part of
the education and training system. Indications are that firms in Rwanda are also not offering
adequate training to their employees. A vast majority of firms (over 70 per cent in mining,
tourism, ICT, manufacturing and construction) offer no training to their employees. Firms
cite financial constraints as well as fear of losing trained workers to other firms as the main
reasons for not providing training4.
Noting the need for skills gaps upgrading in key sectors with high employment potential such
as mining, tourism and hospitality (including bilingual competence in English and French), IT
and trade logistics, as identified in the EDPRS 2, the employment challenge in Rwanda calls
for a more coordinated but flexible approach to training and skills development – one which
is cost-effective and precipitated by the need to align education and training systems with
changing labour demand and which responds to both the quantity and quality of
employment. As the Rwandan economy becomes more developed, and also more integrated
with the global and regional economies, the need for a functionally effective and efficiently
managed Labour Market Information System (LMIS) will be indispensable for predicting the
skills needs of the economy as an integral component of employment planning.

Labour Market-based Employment Diagnosis
The task of generating 200,000 off-farm jobs annually underlines the challenge to the
sustainability of economic growth in the Rwandan economy. Current job creation capacity of
the economy, according to the EDPRS 2, is estimated at roughly 92,000 additional jobs
annually (77,000 in the MSME sector, 10,000 in the public sector, and 5,000 from FDI 5 ),
which leaves a deficit of close to 35000 jobs to meet the employment needs of 125,000 new
entrants into the labour market each year.
Extracting and analysing information from the EICV3 dataset yielded the following estimates
for new jobs created in 2010/11:
4

Private Sector Development Strategy (2013)
There are other estimates derived from different sources; for example, the Rwanda LMIS Report (2010) and
latest RDB figures show a much higher estimates for jobs created by FDIs.
5
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Table 5: Estimated number of new jobs created annually by employment status

Type of job
Wage farm
Wage non-farm
Independent farmer
Independent non-farmer
Unpaid non-farm

2010/11
490
838
3063
476
89

2005/06
352
468
3065
347
68

Net Increase
138
370
0
129
21

Annual increase
6.8
12.4
0.0
6.7
5.5

While it is encouraging to note that the growth in jobs comes mainly from the off-farm
sector, the quantity and quality of this shift is what should be of concern in the coming 5
years. Additional employment opportunities are needed not only for those who enter the
labour force annually, but also for: (1) those who are currently unemployed; and (2) those
who are underemployed and currently employed in vulnerable jobs including those
classified as the ‘working poor’ by the ILO. Hence, another dimension of the employment
challenge is to transform current vulnerable jobs into stable jobs that provide opportunities
for decent and better paid work in all sectors of the economy. Simply having access to
employment – any employment - is not sufficient, if poverty is to be reduced and eradicated
within a tolerable period.
Diagnosis of employment needs in Rwanda should be linked to strategic interventions for
increasing productive and remunerative employment, through enhancing inclusive and
employment-oriented growth as shown in Figure 2 below:
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Figure 2: Employment Diagnostic Analysis
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In the wider context of the structural transformation of the Rwandan economy, and as
shown in the diagram above, interventions through macroeconomic, sectoral and labour
market policies should be designed to bring about improvements in both the quantity and
quality of employment that is generated from the process of economic growth. Possibly, the
greatest traction in employment promotion effort will have to come from demand-side
policies and programmes designed to create productive and adequately remunerative
employment opportunities ( i.e. ‘good jobs’ and ‘decent work’) through the acceleration of
growth in existing and new sectors with high value-added and returns per worker. On the
supply side, a range of skills development policies and programmes – ranging from education
and training and TVET to apprenticeship schemes - and related to labour market
interventions required to ensure that the labour force acquire skills relevant to available
employment opportunities in the labour market.
The Rwandan Government is thus faced with the twin employment challenge of: (1) creating
sufficient productive and remunerative employment opportunities across the economy in
relation to the growth of the labour force; and (2) simultaneously developing the labour
force to acquire vital skills and increased productivity levels needed to attract new
employment opportunities (foreign and domestic including diaspora investments) to support
long-term growth and sustainable development, as part of the process of economic
transformation.

Where are the jobs going to come from or sources of stable job
growth?
The outlook for the Rwandan economy remains broadly positive, with growth projected to
pursue an upward trend in 2014 according to the Government’s forecast and projections by
the World Bank [Rwanda Economic Update, May 2013]. This positive economic outlook is
contingent on continued strong macroeconomic management and resilience in dealing with
the reduction in donor funding; if the aid shortfall were to be reversed the economic growth
prospect could even be better. As already mentioned, ways should be found to increase the
‘employment content’ of high economic growth, and at the same time ensuring that the
process of structural transformation that the economy is now undergoing results in jobcreation outcomes. To a large extent, the creation of stable wage-paying jobs in Rwanda will
depend on the ability to attract investment flows from all sources – FDI, domestic and
diaspora. For this to happen, however, the economy has to remain and become more
competitive.
There are a number of factors that favour Rwanda in this regard. The country’s political and
economic stability, good governance and respect for the rule of law put it ahead of most of
its competitors in the region and the continent for drawing the interest of investors. Rwanda
has also made good progress in improving its business regulatory environment, as depicted
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by its high ranking in recent years on the World Bank Group’s Ease of Doing Business index,
which is a positive factor for attracting investments which could result in the creation of
more jobs. There is an awareness and commitment by the Government and its development
partners to upgrade the skills of the workforce and enhance its bi-lingual competence. As
earlier observed, the country’s demographic structure and trend put it on a development
path that could yield growth and employment dividends in the future. Government
institutions like RDB and MINICOM have become more inventive and pro-active in their
quest to attract foreign investment and support private sector development. As a member of
the EAC, Rwanda is part of an expanding and dynamic regional market with strong links to
the global economy.
To capitalize on these comparative advantages for the creation of stable jobs at a fast rate
and on a sustainable basis over the next five years to meet the employment targets of the
NEP, however, requires certain conditions. First, Government’s efforts to improve the supply
of skilled labour should result in producing the types and quality of skills that are actually
needed by employers and investors. Second, efforts to attract job-creation investments
should focus on economic sectors that are more labour-intensive and production activities
which yield higher value added and returns per worker. Third, the capacity of labour market
institutions (e.g. job centres, LMIS, ) should be strengthened to facilitate the matching of
skills with jobs and to support reforms and interventions in the labour market that would
make it flexible and responsive to job-creation opportunities stemming from regional
integration and globalisation.
Given Rwanda’s comparative advantages for attracting investment and with the right
conditions, Rwanda has the potential to generate stable wage-paying jobs from a number of
sources ranging from agro-processing and manufacturing to the ICT, tourism and hospitality,
and service sectors as summarised below. In relation to the employment challenge of
moving Rwandan workers from vulnerable to stable jobs, and specifically with respect to
agriculture this need is greatest, it is not sufficient just to have workers leave agriculture for
off-farm rudimentary processing and manufacturing and service activities where
productivity and returns could still be low. Learning from the experience of countries such as
China, Thailand, Malaysia and Mauritius - where sectors that accounted for stable
economic growth shifted from agriculture to manufacturing - show, the creation of stable
off-farm work in Rwanda should involve a shift to agribusiness, modern manufacturing and
service sectors where productivity and incomes are substantially higher than in agriculture.
That would require faster growth of output and employment in the manufacturing and
service sectors than is currently the case. Rwanda has untapped potential to generate stable
off-farm jobs in the following areas:


Agribusiness and agro-industry: This should be targeted as a key area for
intervention to support the creation of thousands of off-farm jobs, given its
‘closeness’ to agriculture where most of those in vulnerable jobs in the labour
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market are located. Furthermore, activities carried out in this area are likely to be
rural based and would therefore not entail the movement of surplus agriculture
workers from rural to urban areas to seek stable employment – avoiding the
economic costs and social consequences of large-scale rural-urban migration. The
promotion of agribusiness also complements the rural development theme and
objective of the EDPRS 2, and can be an integral component of private sector
development through beneficial links with Government-sponsored on-going
business facilitation programmes. Rwanda’s political leadership recognises the
critical role of agribusiness in economic development, food security and sustainable
reduction of poverty, as can be discerned from a statement by President Kagame in
December 2009 at a meeting
of the Comprehensive Africa Agricultural
Development Programme(CAADP) hosted by Rwanda. The objectives of the NEP can
be supported by investments in agro-processing involving food and beverage
manufacturing that ensures value-addition to Rwanda’s agricultural products and
entry into highly productive and profitable global agricultural value chains. In
addition to food processing for the domestic and regional markets, there is scope
for job-creation investment in more labour-intensive and higher-value added
horticultural products, leather goods, agro-based textile and garments (e.g. fibre
from banana leaves), and wood products. Rwanda is a signatory to the Africa
Agribusiness and Agro-industry Development Initiative (3ADI) which aims at
supporting investment programmes at country level in areas where there is a strong
global market demand and opportunities for high-end niche markets.


Manufacturing; The World Bank has estimated that up to 85 million jobs at the
lower end of global manufacturing will be transferred from China, because of fast
rising wages for unskilled workers and technological upgrading, to low-income
countries in Asia and Africa which have comparative advantages of lower production
costs and even location (nearer to regional markets). Rwanda should organise and
prepare itself to benefit from this extra-ordinary jobs bonanza stemming from a key
feature of the process of globalisation – the relocation of existing labour-intensive
manufacturing industries to countries where differentials are large enough to ensure
competitiveness in global production networks. Given comparative advantages of
Rwanda relating to political and economic stability, internal security and good
governance, Rwanda should aim to attract some of the jobs that China will have to
shed in the coming years in light manufacturing (e.g. assembling of consumer
electronics, motorcycles, garments, footwear) and based on special economic and
export processing zones. Some African countries like Ethiopia and Ghana with
similar comparative advantages are already benefiting from this shift in global
production, and there are lessons from their experiences. Even though most of the
jobs being transferred require little or no skills, functional literacy and numeracy are
needed for employment; this implies investment in quality basic education
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(including adult literacy programmes) should be given as much importance as
technical and vocational skills formation in Rwanda’s education and training systems.
It is also important to address the problems of logistics, pertaining to access to large
input suppliers, equipment maintenance, marketing and transportation, and
adequate infrastructure including energy at competitive price. These, if not tackled,
could increase the transaction costs of attracting relocated Chinese businesses and
outweigh the potential benefits of lower labour costs. To be competitive globally,
Rwanda should seek to attract manufacturing industries that are consistent with the
country’s comparative advantages pertaining to governance, labour cost and
taxation so as to reduce the factor costs of production. In this regard, the upper end
of global manufacturing also provides opportunities to attract small specialist firms
involved in high-value labour-based production in industrialised countries that are
seeking to relocate their business to low taxation and relatively low-wage countries
such as Rwanda, as well as new investors who might be interested in using local raw
materials for their production. Examples can be found in designer clothing and
jewellery manufacturing, luxury goods and up-market traditional handicrafts for
export, which do not require technical skills but dexterity or complex and heavy
machinery for production. One such business has already relocated its designer
fashion production from France to Rwanda; to continue and increase on this trend,
GoR needs to orient its investment and industrialisation incentive strategies and
human resource development policies to attract prospective investors and also
target specific foreign businesses in these clusters.


Construction: This sector has enjoyed an average annual increase of 22 per cent in
the number of jobs created between 2001 and 2011(Table 6 below), due largely to
investments in physical infrastructure and public and private building projects; this
trend is likely to continue as the economy continues to grow and diversify, and could
yield even greater employment outcomes if more labour-intensive methods are
adopted and more local materials are used.



ICT sector: Mobile phone and ICT penetration in Rwanda (and indeed all of Africa),
which has been accompanied by decreased costs of connections and handsets and
combined with the natural attraction of young people who are at the centre of the
technological revolution in Africa, provide the foundation for the development and
growth of a knowledge-based economy with significant implication for the
promotion of youth entrepreneurship and employment. ICT is set to revolutionise
the way in which the private sector operates and how business is managed and
conducted, as well as to drive growth in African economies. Investment in the
development of ICT infrastructure and provision of training and legislation should
be pursued for strengthening and integrating ICT with trade and industry policies
as a priority within the framework of the NEP, bearing in mind the promise that ICT
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holds for young entrepreneurs and employees in the Rwandan labour market.
Collaboration between technological institutions such as the College of Science and
Technology of the University of Rwanda (formerly KIST) and the private sector should
be promoted and expanded to facilitate learning and innovation in the ICT sector.


Tourism and hospitality sector: Rwanda’s comparative advantages, especially with
respect to political, economic and social stability, and its bi-lingual competence,
make the country potentially attractive as a destination of choice for regional and
international conferences, trade fairs and conventions; and also as a location for
regional headquarters of multinational businesses and international organisations
and programmes. Rwanda’s natural beauty and topography and its commitment to
environmental protection provide a good foundation for boosting eco-tourism and
becoming a scenic location for the film industry. The expansion of facilities and social
infrastructure should continue and be encouraged, with the active participation of
the private sector through incentives and a business friendly environment. In this
context, the large (in terms of numbers) SME sector which is made up of hundreds
of small businesses in the informal economy could benefit substantially from an
expansion in tourism and the hospitality industry through policy measures
designed to establish and strengthen business and production linkages, including
procurement of local supplies and services, with larger firms in the formal
economy.



Retail trade and service: This sector provides work for the vast majority of the
labour force located in the urban economy through the myriad of diverse trade
services and transport and communication activities. This fast growing sector can
become even more vibrant and a dependable source of stable jobs, if specific
measures are introduced to enhance the productivity and sustainability of MSMEs
and to promote and boost entrepreneurship culture and development especially
among young people. As elaborated on later, these measures include improved
access to finance in general and start-up capital in particular, opportunities for
strengthening business linkages with larger firms and FDIs, and relaxation of some of
the existing restrictions and constraints on the expansion of the retail and service
sector.



Financial services: Based on soundness of the banking and financial sector in
Rwanda, the increasing computerization of the sector and internet connectivity, and
the stability of the country’s economic and political structures, Government could
embark on a strategy to further strengthen the sector to develop into a regional
financial centre. This would require improving access to required services and
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facilities for local, regional and international financial institutions and clients, and
backed by judicious and timely macroeconomic policies.


Mining Sector
Rwanda Mining sector, is among the potential sectors to accelerate the process of
massive off-farm job creation in order to meet the Government targets, though the
mining Industry is in a state of transition, with recent privatisation of big concessions
and a move from artisanal mining to a sustainable economic and competitive
Industry, it plays a significant role in job creation in particular and economic growth
in general. The sector provides employment to over 35000 people and in 2011
earned over USD 160million and contributed 38% of export revenue.
The sector registered the highest annual percentage increase of off-farm job
creation of 22.1% from 2001 to 2011 followed by construction at 22% and
Recreation and tourism at 21.1%, therefore the Mining sector looks to be among the
major creator of off farm jobs and here the Government must find a way of
increasing investment in the Mining sector and enhance labour productivity and
remunerative capability of the sector. Mining sector was also identified among
priority sectors under EDPRS2 to boost economic transformation.



Foreign employment opportunities: The peacekeeping mission based on the country
reputation for discipline and efficiency, has already been participating actively in UN
international peace-keeping missions. There are other opportunities for
employment and earning a living abroad based on, for example the country’s bilingual competence. Training can be oriented towards preparing the local labour
force for foreign employment opportunities. Among African countries, Senegal and
Ghana have been particularly successful in getting members of middle and upper
strata of their indigenous labour force to secure employment in international and
regional organisations, as well as in trade and commercial activities abroad.
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Table 6: Evolution of employment by industry (based on main job)
2001/02

2005/06

2010/11

EICV1

EICV2

EICV3

% annual
increase
between
2001/02
and
2010/11

3,166,000

3,389,000

3,596,000

1.3

7,000

18,000

48,000

22.1

30,000

80,000

112,000

14.0

4,000

4,000

10,000

8.8

20,000

66,000

146,000

22.0

107,000

296,000

444,000

15.3

Transport and communications

26,000

56,000

91,000

13.6

Financial services

15,000

13,000

20,000

2.8

Government

84,000

141,000

211,000

9.6

3,000

9,000

23,000

21.1

Other services

97,000

193,000

205,000

7.8

Inadequately described

12,000

35,000

55,000

16.0

3,571,000

4,299,000

4,960,000

3.3

Agriculture, fishing, forestry
Mining and quarrying
Manufacturing
Utilities
Construction
Trade

Recreation and tourism

All 16+ years usually working

The realisation of the full potential of the various sources of job growth described above
would entail confronting with vigour existing barriers to stable job creation relating to: (1)
skills gaps within and between formal and informal sectors; (2) rural-urban differences in the
productivity of labour; and (3) infrastructure constraints concerning transport and energy
which could limit production both for the domestic and export markets. It should also be
noted that sectors that drive GDP growth, such as the case of mining and the extractive
industries in several African countries (e.g. oil and gas in Nigeria), do not always create the
most jobs directly because they are inherently capital-intensive. In contrast, low-wage
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manufacturing, horticulture, retail trade and hospitality are labour-intensive and can
contribute both employment growth and GDP growth, as in the case of the cut flowers in
Kenya and Ethiopia.

IV: Approach to the National Employment Programme
Conceptual Framework: Job Creation alongside the Economic
Development and Structural Transformation of the Rwandan
Economy
The conceptual framework of the NEP is underpinned by the importance of employment
promotion and human resources development goals for meeting economic growth and
poverty reduction objectives of national development. This conception stems from two key
considerations:


Output and income derived from employment (self and wage employment) are the
most important link between economic growth, on the one hand, and increased
material well-being and freedom from poverty, on the other; and



The development and utilization of human resources in the pursuit of economic
progress, derived from productive and remunerative employment, are a key factor in
the achievement of economic growth and sustainable development.

According to the EDPRS 2, employment is given a prominent role in the current
transformational development agenda of Rwanda; jobs, as such, are seen as the cornerstone
of economic growth and social progress, implying that sustainable development will be
achieved mainly through jobs. The conceptual basis of the NEP is grounded on the
development of a job-creation strategy that involves identifying explicit labour-intensive
economic sectors and activities in which Rwanda has a comparative advantage, and then
removing the obstacles to employment-intensive growth through specific strategic policy
and action interventions such as improving access to finance for businesses, building
suitable infrastructure, cutting unnecessary regulation, and ensuring that workers are
provided with the education and training and the specific skills needed in labour-intensive
sectors of the economy. The approach to a jobs strategy that is proposed is aimed explicitly
at promoting and facilitating the creation of off-farm wage-paying jobs that are stable and
productive and supported by the macroeconomic foundation and competitive conditions
necessary for allowing the private sector (where almost all of the additional jobs needed will
come from) to thrive and absorb new entrants to the labour force.
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National Employment Targets, Goals and Objectives
The targets, goals and objectives of the NEP in general should reflect the range of
employment-related challenges confronting Rwanda’s medium and long-term development
aspirations, as expressed in the EDPRS 2 and relevant sector development strategy papers
(e.g. private sector development, youth employment and productivity, and education).
According to the EDPRS 2, the demographic trend necessitates that “200,000 [off-farm]
jobs….be created each year for new entrants into the workforce”. Presumably, some of these
additional jobs will also address the needs of those who are already working but engaged in
vulnerable employment. The EDPRS 2 also stresses that the targeted number of jobs to be
created annually has to be productive and stable, which “in turn requires….. movement of
people away from scarce agricultural land [and vulnerable employment] into higher
productivity non-agricultural activities that provide [stable] jobs….”. In establishing the
objectives and goals of the NEP, it is therefore important to be cognizant of the fact that the
process of job creation to meet the quantitative and qualitative dimensions of the target [i.e.
200,000 off-farm jobs per year] will be derived from the “transformation of economic
structures”, chiefly the private sector. By way of examples of employment targets similarly
linked to the wider process of economic transformation, Vietnam’s 10-year socio-economic
development strategy, 2011-2020, aims to create 10 million jobs; under the National
Programme on Job Creation and Skills Training about 1.6 million jobs will be created a year,
including 80,000-100,000 positions overseas.
From the above, it can be inferred that the objectives and goals of the NEP are
‘developmental’, in the sense that they are linked to economic development and structural
transformation of the Rwandan economy. The definition of objectives and goals of the NEP is
therefore construed to capture the values and aspirations of Vision 2020 and EDPRS 2. It will
be necessary to develop indicators to set targets and measure progress towards meeting the
objectives of the NEP. These should be clear and straightforward to interpret, relevant to
Rwanda’s national statistical and monitoring systems, and provide a basis for international
comparison [e.g. based on ILO international standards, recommendations and best practices
in LMIS data and analysis]. The indicators should be constructed from existing and
established data sources which will enable consistent measurement of employment trends
and labour markets and impact on sustainable development over time; this brings into focus
the urgent need to strengthen and expand Rwanda’s LMIS, as is discussed later.

Main indicators to monitor employment trends and the labour
market conditions:



Working-age population
Employment-to-population ratio
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Labour force participation rate – age, sex, educational attainment, occupation,
economic sector
Growth rate of labour productivity (annual change in GDP per person employed)
Time related underemployment ( referring to national threshold of working hours)
Unemployment
Proportion of employed people living below the poverty line (working poverty rate)
Proportion of own-account/subsistence agriculture and unpaid family workers in
total employment (vulnerable employment rate)
Share of youth, women (and other vulnerable groups in the labour market) in wage
employment
ILO employment and decent work indicators [ref. ILO Decent Work Programme for
Rwanda] - relevant statistical indicators for monitoring employment and labour
market trends and measuring progress towards national and international goals
related to the promotion of decent work: employment status (wage, self-employed,
informal employment); wages and earnings; child labour; public social security
expenditure as % of GDP; etc.

Approach to job-creation in the NEP
The main strategy for job creation within the framework of the NEP hinges on the
assumption that the Rwandan economy will grow along a more employment-intensive path
and thus accelerate the creation of stable wage-paying jobs at a rate faster than the growth
rate of the labour force. This is because the new stable jobs that will be created are not only
catering for the employment needs of new entrants to the labour force, but also the needs
of those currently underemployed in vulnerable jobs in agriculture and the urban informal
economy. Hence, the target of 200,000 additional jobs to be created annually refers
specifically to off-farm jobs which are assumed to be more productive and stable. It is
crucial, in the context of the job-creation strategy adopted to drive the NEP, that (1) greater
numbers of workers are moved from vulnerable to stable employment, and (2) new entrants
to the labour force are equipped with the right types of education, skills and, where
possible, work or practical experience that will enable them to secure productive
employment in the labour market.
This approach is consistent with the experience of successful Asian economies, such as
China, South Korea, Taiwan, Singapore, Malaysia, Thailand and India, that have outstanding
records of job creation in the context of the growth and structural transformation of their
economies.
China, for example, has added over 120 million off-farm jobs over the past decade when its
economy grew by an average of over 10% per annum and as many as 300 million jobs since
1980 (ILO and Mckinsey Global Institute). This has been due to several factors: rapid growth
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in manufacturing, increased urbanisation, and improving educational attainment that has
prepared rural children for non-farm work when they enter the labour market. Many of the
jobs created in China were in labour-intensive manufacturing based on its international
competitiveness, although more recently China began producing higher value-added and
knowledge-intensive goods and shifting production of labour-intensive goods in the lower
end of its manufacturing sector to other developing countries where wages are relatively
lower. As already observed, this shift in global manufacturing provides an opportunity for
lower-income countries in Africa, including Rwanda, to attract investment for the production
of goods and services at the lower end of global production and create millions of stable offfarm jobs for their workforce. It is also important to mention – in terms of lessons for
Rwanda and other developing countries in Africa – that China has invested heavily in basic
(primary and secondary) education, including in rural areas, preparing its children to join the
modern workforce: by 2010, over 60 per cent of the workforce had at least a secondary
education.
India created 67 million stable non-farm jobs over the past decade, mainly through
enhancing productivity of existing and new SMEs in both urban and rural areas by
introducing appropriate technology and innovation and thus enabling them to expand and
take on additional workers. It is important to note that India has been able to create these
new jobs without experiencing any significant rural-urban migration, unlike China; the
implication for Rwanda is that new off-farm jobs can be created in rural areas through the
creation of higher-value added agro-processing and agro-based manufacturing and
employment linked to the rural development programmes such as infrastructure, renewable
energy, construction and social services. Over 40 per cent of the jobs that India has created
over the past decade have been in low-skilled construction in rural areas (ILO and Mckinsey).
From the above examples, it is clear that the task of creating 200,000 off-farm jobs annually
would require a combination of adjustments in: (1) the pattern of growth to focus sharply on
economic sectors and activities that are more labour-intensive and which yield higher valueadded and returns per worker and produce a shift in current employment from vulnerable to
stable jobs, and (2) the labour market to amplify the correspondence between skills
formation and job creation. These adjustments should be carried out as part of the overall
structural transformation of the economy in the next 5-10 years and the transition to a
middle-income country status. They should also be based on a comprehensive and
integrated approach to employment promotion, and as an integral component of the
process of economic growth and structural transformation. Rwanda’s population projections
could spur future job-creation growth, provided economic adjustments and transformation
result in labour market and employment outcomes conducive to increasing the productive
capacity of the economy to absorb the youth bulge in the working-age population and to
provide stable jobs for the more than three-quarters of the total workforce that are
currently in vulnerable employment.
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Pro-Employment Macroeconomic Framework
Looking at the macroeconomic framework from the employment lens implies an NEP
strategy that aligns the goals of generating productive and stable employment with those of
macroeconomic stability and sustainable development. As the overarching policy framework
for economic growth, macroeconomic policies (fiscal, monetary, exchange rate
management, financial, trade and investment policies) need to be inherently ‘employment
friendly’ for maximising employment creation in economic growth as part of the process of
structural transformation. Given that the predominant employment problem in Rwanda is
that of underemployment of labour rather than open unemployment, the macroeconomic
framework would need to take account of this particular contextualisation of the
employment challenge and the inter-relation between growth, employment and
productivity in the light of specific national conditions and levels of economic development.
It is therefore important to ensure that the objectives as well as the policy instruments of
economic transformation in Rwanda reflect the primacy of employment creation, and that
transformational policies take the expansion of employment opportunities as well as the
quality of jobs into account in the design, monitoring and evaluation of specific activities
undertaken within the framework of the NEP.
In order to create new stable jobs and reduce unemployment and underemployment, it is
necessary for Rwanda to have and sustain a high, steady (i.e. non-fluctuating) economic
growth. It is also important to integrate redistributive fiscal policies to ensure that growth
generates employment that is productive and adequately remunerative as well as inclusive
and socially broad-based - in other words, growth that generates ‘decent work’ for all. The
major challenge then for macro policy-makers is to embed employment generation as a
central consideration in the design of the developmental macroeconomic policy framework.
For example, controlling inflation has been an important condition in macroeconomic policymaking in Rwanda, in order, among other considerations, to protect jobs and incomes; this,
however, has to be balanced, when necessary, with an expansionary macroeconomic agenda
to remove constraints on employment-oriented growth. The employment impact of
macroeconomic policy interventions must be combined with micro-level productivityenhancing and capacity-building measures that address sectoral and enterprise-level
constraints on the creation of productive and stable jobs. Particular attention should be
given, for example, to tax incentives for encouraging and nurturing linkages between
larger/FDI firms and MSMEs producing for the domestic (import substitution) and regional
(export) economies, with job creation as the objective. Similarly, fiscal and exchange rate
policies can be used systematically to support the process of structural transformation,
notably by attracting employment-creation investments and stimulating the development of
export-oriented sectors.
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Coordination, consistency, continuity and stability of macroeconomic policies and the
implementing regulatory framework are essential to achieve high and sustainable
employment-oriented growth. This implies a capacity of all economic actors and
stakeholders in public and private sectors and at central and local levels to share a common
vision and achieve consensus on the national development and economic transformation
goals and objectives. In this respect, the issue of governance, accountability and
transparency and the strengthening of consensus institutions are a necessary complement
to employment-oriented macroeconomic policies.
Rwanda has a remarkable and enviable record on female participation in public decisionmaking at all levels of government. This connotes recognition by the political leadership that
gender equality enhances economic growth and sustainable development. Eliminating
gender discrimination in access to job and socio-economic opportunities would increase
both earnings by women and the country’s GDP. Thus, the aim should be to identify
employment-augmenting macroeconomic policies that promote gender equality and
produce gender-aware policy and programme packages, including equal access to
productive assets and inputs, such as land, investment capital, equipment and technology,
and markets.
Main macroeconomic indicators of the ‘employment content’ of economic growth and
structural transformation:


GDP growth and per capita GDP growth



Employment-to-population ratio



Employment elasticity ((how employment growth varies with growth in economic
output by economic sectors)



Private investment as a percentage of GDP



SMEs credit ratio



No of new SMEs created annually



Rate of growth of productive employment - by sector, district, employment status,
gender



Share of labour income in GDP



Trade as percentage of GDP; changes in external terms of trade



Inflows of FDI



Composition of exports and imports (EAC and global)



Inflation

Employment-friendly Social Protection System
An employment friendly social protection system can complement employment-generating
activities carried within the operational framework of the NEP, and trigger a virtuous cycle
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leading to a logically sequenced link between social protection and employment promotion.
Already in Rwanda, employment-based social protection schemes such as the VUP Public
Works Programme and small loans and the Kuremera scheme targeting unskilled and semiskilled in poor households as an effective means to reduce poverty, as well as to create
income-generating opportunities and promote social integration. The implementation of
local public works projects represents targeted intervention through the local labour market
to provide access to wage-paying employment – albeit of a temporary nature – and improve
livelihoods. If properly planned and executed, including using it as a foundation for more
permanent work, employment-based social protection schemes could provide the basis for
effective employment promotion programmes which can lead to faster formalization of the
workforce and the transition from vulnerable to stable jobs, especially in the rural areas.

Monitoring and Evaluation Framework
Monitoring and evaluation of the NEP should take place largely within the public
administration and in collaboration with existing M&E systems; in the event of Rwanda
opting to establish a centralized employment coordination mechanism such as a National
Employment Secretariat (NES) as later illustrated in Section VII, this would imply allocating
this responsibility to the NES. The system that will be put in place to monitor and evaluate
the NEP should include the rules and processes which bring the various actors (i.e.
implementing agencies and stakeholders including those in the private sector) and
monitoring activities together in a coherent framework. Given that monitoring requires real
time data on inputs, outputs and outcomes in order to track programme implementation
and performance, the system of public administration should be capable of producing data
that can be used to formulate NEP indicators. In this regard, the existing Labour Market
Information System (LMIS) which is currently managed by the RDB will play a vital role in the
collection, analysis and dissemination of labour market data and information required for
M&E functions. As monitoring is necessary to achieve a successful evaluation, a good
evaluation in turn will require collection of accurate data accurate throughout the
implementation of the NEP – bearing in mind that the M&E framework of the proposed NES
should include a capacity for conducting impact evaluations as required for an objective
assessment of the impact of the NEP.
The M&E system must be formalised within the operational framework of the NES, and be
used for coordination of data from various sources to establish a common set of indicators
for monitoring and evaluation of the NEP. The M&E system of the NEP should also serve as a
network that connects data producers on employment and the labour market to other
systems in the administration and with the private sector. As an example, the establishment
of an LMIS for the first time in The Gambia a few years back provided an opportunity for the
administration there to create tangible links with a number of entry points in decision52

making processes relevant not only to employment promotion but to overall development
objectives of sustainable growth and poverty reduction. Connections between the M&E unit
of the proposed NES and other monitoring frameworks in the policy and planning process of
the administration are necessary for both monitoring and evaluation of the NEP. In his
regard, various institutions and key actors involved with employment planning must be
required to participate in the NEP monitoring and evaluation system if it is to function
effectively. It is therefore important that producers and suppliers of data for the NEP
(mostly those concerned with the LMIS) are convinced that the M&E system of the NEP is a
prerequisite for the successful implementation of the NEP and not a mere bureaucratic
requirement.

Legal and Policy Framework
Rwanda is a member of the International Labour Organisation (ILO) and subscribes to the
values and principles of the organisation’s 1919 constitution, which provides for “the
prevention of unemployment/underemployment and the provision of an adequate living
wage”, and its ‘Philadelphia Declaration’ (1944) which obliges member states to promote full
and productive employment and raise standards of living. Rwanda ratified the ‘Employment
Policy Convention’ No. 122 of 1964 in August 2010, which is a most significant instrument
from the perspective of the objectives and goals of the NEP in that it requires national
employment policy to be positioned as a major goal within the national development
agenda. This Convention, which is now part of the national laws of Rwanda, defined the
principles of employment policy in terms of ensuring that: “there is work for all who are
available for and seeking work; such work is as productive as possible; there is freedom of
choice of employment and the fullest opportunity for each worker to qualify for, and to use
his/her skills and endowments in a job for which he or she is well suited, irrespective of race,
colour, sex, religion, political opinion, national extraction or social origin” . Rwanda has also
ratified into law other relevant ILO Conventions and Recommendations on employment
policies in the areas of promotion of job creation in SMEs, skills and enterprise development,
cooperatives, employment relationship, disability, employment services, and human
resources development. It is yet to introduce a minimum wage legislation which has to be
considered, on the one hand, in the context of wage policies to reduce poverty, increase
consumer demand and contribute to stable and inclusive economic growth and, on the
other hand, the need to become and remain competitive in regional and global production
systems and networks. In relation to the NEP, Rwanda has also signed on to the ILO’s Decent
Work Agenda (DWA) and the Global Employment Agenda (GEA), both of which provide the
core elements of an employment policy framework. In accordance with the job-creation
strategy of the NEP, these two ILO-promoted agendas call for an integrated approach to
employment promotion with interventions on the demand and the supply side of the labour
market, and at macro and sector levels, with the aim to improve both the quantity and
quality of employment.
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Skills development and employment promotion has a dedicated pillar under EDPRS2 and is
well mainstreamed along EDPRS2. More so, the EDPRS2 stresses the need to support all
categories of unemployed and underemployed people, with special focus to young men and
women to participate in economic and social development. Innovation within the
institutional framework has been fully considered and teased out in the EDPRS 2, where key
areas identified for reform geared towards increased efficiency of delivery include, the
establishment of an Integrated National Employment program.
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V: Strategic Interventions of National Employment
Program
The creation of stable jobs at a rapid rate and on a sustainable basis over the next five years
will require an explicit employment-oriented approach to economic development and
structural transformation, characterized by specific and coordinated interventions in various
economic sectors and segments that fall under three main pillars; (1) skills development, (2)
Entrepreneurship and Business Development, (3) Labour Market Interventions , and (4)
Coordination and M&E of national employment intervetions.

Pillar 1: Skills Development
Skills development is attracting heightened interest in Rwanda, reflecting awareness among
policy-makers and the private sector that the country is skills deficient – both in terms of
quantity as well as quality of skilled labour. There is also the recognition in policy circles that
this situation is a major constraint on economic growth and sustainable development and on
the quest to gain the status of a middle-income country by the end of the current decade. As
indicated earlier in the review of existing employment promotion initiatives, the education
and training systems including TVET institutions have been inadequate with respect to
improving the employability of workers, particularly youth (graduates, school-leavers and
drop-outs), and enhancing the productivity of MSMEs. Strategic interventions under this
pillar should focus on providing the Rwandan workforce with necessary skills to meet the
growing and changing demands of labour markets mainly in the private sector. This requires
first and foremost a demand-driven education and training systems including a strong
emphasis on practical training and on-the-job learning, with the aim of bringing the world
of education and training closer to the world of work. Mere paper based qualifications which
rely on theoretical learning will not suffice.
Second, the planning and delivery of education and training for the world of work should
involve the active participation of private sector organisations and representatives of
industry and commerce to ensure that curricula reflect the skill requirements of employers
and businesses. The private sector should be encouraged to contribute to work-specific
training linked to their industries and enterprises, and in addition emphasis should be placed
on transfer of technology through partnerships with foreign-owned large firms who operate
in the country or through the participation of domestic firms in their training programmes
and the integration of opportunities for internships and apprenticeships and provisions for
work experience in education and training systems. (Particular efforts should also be made
to target the needs of vulnerable and disadvantaged groups, including unskilled, semiskilled and school drop-out in both rural and urban areas). A massive short term vocational
training to generate and improve hands-on Skills in labour intensive trades (Masonry and
Construction, Culinary Arts, Home keeping, Food and Beverage Services, Plumbing, ,
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Welding, Carpentry & Wood Techniques, Ceramics, Handcraft and tailoring, Shoe Making,
Hair Dressing, poultry, piggery, mushroom, Aquaculture, apiculture among others) will be
critical to improve the quality of artisans and enhance productive self-employment.
Programme Intervention1: Enhance hands-on skills through Critical Mass of Short Term
Vocational Training and apprenticeship.
The large share of the Rwandan workforce is Youth where 61% of the working age
population is between 16 and 35.. Among these, are school drop outs, un-skilled, semi-skilled
that need hands on short term trainings to enable them to be self-employed and to acquire
decent productive employment. It is also evidenced that unemployment is relatively high
among youth compared to other age groups.. As indicated earlier in the review of existing
employment promotion initiatives, the education and training systems including TVET
institutions have been inadequate with respect to improving the employability skills on the
labour market, and thus, massive tailored skills up-grading interventions to enhance
productivity and employability skills is indispensable. It is envisaged that, the creation of
hands-on skills should be aligned to the district business opportunities and, should respond
to the private sector needs. Targeted areas of training will commensurate with emerging
economic potential sectors of Rwandan economy that are labour intensive this include;
agri-business, agro-processing, manufacturing, construction, ICT, retail trade and services,
tourism and hospitality and mining.
Due to proximity of TVET facilities to the training beneficiaries, Its pertinent to avail and use
TVET schools and facilities across the country during holidays,evenings and sometime
weekends to allow those who are currently underemployed and inadequately employed to
upgrade their skills through short-term vocational courses. Training consumables and related
training equipments will be subsidized by the government to ensure trainings are accessible
and affordable by masses.

In addition, informal and traditional apprenticeship is an important on-the-job learning and
training system in many urban and rural informal economies in developing countries,
including in agriculture and the MSME sector in Rwanda. Sometimes it is based on informal
oral agreement between an apprentice and a master craftsperson, or just simply through the
passing of skills and knowledge from father to son, from one generation to the next. Training
is integrated into the production process and the apprentice learns by working alongside the
experienced craftsperson, and the arrangements are often embedded in local culture and
traditions with incentives to participate on both sides rooted in society’s norms and
customs. Given the strong need for on-the-job training and work experience in the context
of the labour market in Rwanda, and the profoundly local (distinctively Rwandan) context
and culture-based nature of some of the arrangements and practices for informal
apprenticeship, it could represent a practical way for preparing young people without paper
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qualification for the world of work. Several countries in Africa, including Ghana, Benin,
Tanzania and Gambia, have recognized the importance of informal apprenticeship in
contributing to the national skills base and taken steps to include informal apprenticeship in
their national vocational and technical training systems. In this regard, a training approach
and materials should be adapted to the target group of school drop outs, unskilled and semiskilled youth in both rural and urban areas. Master trainers and master craftsmen in
hosting establishments will be trained and certified to equip them with simplified
methodology on how transfer practical hands-on skills.. Furthermore, due to an increasing
number of unemployed graduates from some fields of education with limited demand on
labour market; a special training program that converts those graduates with high risk of
remaining unemployed in long run will be organized to smooth their employability.

Programme Intervention 2: Increase participation of the private
sector in skills development
The success in closing the skills gap in Rwanda will rely to a large extent on the active
engagement of the private sector. As mentioned in Section 2, sector skills councils are a step
in the right direction and will be highly beneficial to closing the skills gap in Rwanda if there
is active participation from the private sector and the education sector is able to
adequately respond to the needs of the private sector. Additionally, apprenticeship and
internship programmes should see greater participation from private sector firms at a larger
scale. An effective participation of the private sector need to be enhanced from the onset
in the design and implementation of NEP interventions.

Programme Intervention 3: Increase Professional & specialized skills
in priority and critical sectors
A Five Year Program for skills development to deliver EDPRS II (2013-2018) has been
developed to address the critical and scarce skills gap in the identified high priority sectors
of the economy. It has therefore, become imperative to depart from the traditional way of
capacity building to a more strategic and focused approach that aims at achieving national
priorities. The Program therefore, focuses on the f following high priority sectors; (i)
Infrastructure; (ii) Agriculture; (iii) Natural Resources; (iv) Investment, Trade and Industry (v)
ICT; (vi) Health and (vii) Education.
The Study has revealed that highly skilled and spscialized labour force is needed to bridge
capacity gaps in identified sector specific needs – particularly at the technician and
professional levels in the aforementioned Sectors.
To achieve this ambitious goal, there is a need to design and implement an online national
Knowledge Management System (KMS) that would make information sharing and
coordination more effective and efficient to avoid gaps and duplication in implementation of
the program. To determine the progress,

it is paramount to track students enrolled in
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HLIs,TVET and those pursuing professional training both locally and abroad. This will help to
link them with employment opportunities in the priority sector in the country. The KMS will
serve as an advanced IT interoperability between skills creators and users to facilitate easy
mapping of skills supply and demand. To this end, there is a critical need to gauge, map,
align and track the available skills as well skills development outputs to enable meet the
current and future skills needs; also to ensure that skills that are needed to support the
implementation of various projects in priority sectors are timely tracked and raised both
quantity-

and
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quality-wise.

Pillar 2: Entrepreneurship and Business Development (EBD)
On the basis of historical trends, and looking at the present and prospective structure of the
Rwandan economy, it can be assumed that the bulk of the additional jobs required for
meeting current and future employment needs of the workforce will come from the private
sector – broadly and practically defined to cover the huge (in numerical terms) micro, small
and medium enterprises (MSME) sector comprising the myriad of informal businesses in the
urban areas and rural non-farm economic activities.
The private sector, as the engine of growth, potentially offers large dividends in terms of
stable job growth. The challenge is to create the environment and conditions that foster a
flourishing domestic private sector dominated by MSMEs.

The significance of MSMEs in the Rwandan economy
According to the Establishment Census 2011, MSMEs account for over 99 per cent of all
establishments in Rwanda and employ 84 per cent of the workforce in the sector. A closer
look at the private sector in Rwanda reveals that while many jobs are concentrated in the
informal sector, a large proportion of those working in the sector are sole entrepreneurs.
EICV3 reveal that close to 70 per cent of small, informal sector business enterprises have no
employees, and jobs in the informal sector are usually low-paid, precarious and vulnerable.
As to be expected, larger establishments in the formal private sector have a much better
record at creating stable wage-paying jobs, and have tended to benefit disproportionately
from official support provided for the development of the private sector. However, the
perception that MSMEs are not as important as larger firms for job creation is misleading,
since MSMEs are generally more labour-intensive and tend to lead to a more equitable
distribution of income than larger enterprises. They tend to adopt labour-intensive
production methods and thus more accurately reflect the resource endowments of
developing countries where labour is plentiful and capital is scarce. The GoR should aim to
strike the right balance in its support for private sector development between larger firms
and MSMEs, taking into account the differentiated needs of both components of the private
sector in relation to the wider development objectives. There is a greater need to convert
large numbers of vulnerable jobs in the informal economy into stable jobs, which has to be
balanced with the need to attract large foreign-owned firms which provide better-paid jobs,
contribute significantly to government revenue, as well as to the development of a middle
class which many believe is a pre-requisite for economic development and transformation.
Complementarity between the two components of the private sector should be reinforced
particularly by promoting and sustaining productivity enhancing business linkages between
the two.
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Because MSMEs comprise a predominant share of the private sector, and because they have
specific characteristics and potentials that distinguish them from larger enterprises, special
attention needs to be given in the NEP to their role as a potential source of stable job growth
in the development of the private sector. Strategic interventions towards realising this
potential should be focused on the following, noting that some of these interventions also
incorporate existing employment initiatives of the GoR:

Programme Intervention 1: Support the growth and productivityenhancement of MSMEs
Given the vast majority of jobs in the off-farm sector are in MSMEs and are largely informal,
emphasis should be placed on providing support and creating conditions for enhancing the
productivity and productive capacity and enabling business environment for these smaller
firms to scale up their businesses and grow. In particular, youth and women with business
attractive ideas and entrepreneurs in the informal sector who show growth potential should
be provided with tailor-made and on-the-spot practical Entrepreneurship, mentoring and
coaching by “Business Development Advisors” (BDA) - experienced guardian angels’ at their
proximity, preferably in every sector. This practice has been used successfully in Malaysia,
Thailand and now in Vietnam –to facilitate the upward mobility of their businesses and
promote growth, with job creation implications. Similarly, GoR should invest in practical
training and provide tailored business advisory services and technical assistance for
established and prospective MSME entrepreneurs to enhance their competitiveness and
market share. It is also necessary to provide better access to finance and business services
for Rwandan MSMEs, such as through existing credit guarantee schemes and similar
schemes designed to make finance more accessible and less costly. The tax system for SMEs
was reformed and simplified at central level, the remaining challenges are related to the
decentralized taxes that need to be harmonized through consultations under Public Private
Dialogue and hence an effective local tax rate fixing and administration to remove any
disincentives that prevent the growth of small firms.
The EDPRS 2 has already identified the importance of developing linkages between large
firms and MSMEs. This has to be a priority under the NEP to support the growth of small
firms. Incentives could be given to those large firms or labour intensive firms that have the
potential to establish linkages with small local firms to promote technology transfer and
enhance productivity and promote job creation. As strategy of promoting local products and
local firms, the GoR should revise the existing public procurement laws where special focus
should promote local firms and local products and content. In addition to this, knowledge
transfer content and a labour quota system should be applicable during the process of
awarding big and large public procurement contracts.
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The linkages between FDI and local firms should aim at growth and empowering local
entities in terms of job creation, skills and technology transfer. These linkages enable large
firms to reduce input costs, increase productivity and shorten the production time, while at
the same time providing the domestic suppliers with income and employment opportunities
in the economy as necessary for growth.
The example of business linkages between a large foreign-owned brewery (FDI) and local
farmers in Uganda presented below is evidence of the growth and employment impacts of
strong inter-firm linkages. As indicated, such linkages enable large firms to reduce input
costs, increase productivity and shorten lead production times, while at the same time
providing the domestic suppliers with income and employment opportunities in the
economy as necessary for growth.
Community Processing Centres (CPCs) and Integrated Craft Production Centres (ICPCs)
should be oriented towards providing non-financial support services for MSMEs. Under the
NEP, these initiatives must be provided with additional technical support to up-grade skills
and to foster technology transfer to those operating in the above-mentioned centers and, in
the surrounding economic units of craftsmen, artisans and producers. It is also necessary to
promote linkages between the two centres at district level and, this will allow one center to
use the production inputs of the other. CPCs will provide facilities for producers at the
community level to add value in the processing of raw materials available from that locality,
without incurring the total cost of the machinery and technology required in the production
process. Furthermore, there will be a joint effort to develop business plan with a profitable
business model and incubation facility for struggling MSMEs, will be undertaken in public
private partnership arrangement.
Similarly, the expertise of Business Development advisors across the country operating at
sector level will be used to enhance competitiveness and productivity of MSMEs by
providing tailored business advisory services. In this regards, a critical mass of Business
Development Advisors needs to be trained and certified to support start up MSMEs and
growing SMEs to; acquire feasible business plans, access capital opportunities, develop
marketing strategies etc. For the “District-Kora wigire” centres to be effective, however,
their staff need technical capacity to be able offer effective tailore-made services as well as
facilitation to access financial support. A financial sustainability plan should be developed
for the District-Kora wigire centres. The District-Kora wigire centres at the district will use
existing facilities in an integrated framework.
To re-enforce the employment opportunities to Rwandan youth and competitiveness of
Rwandan MSMS, Rwanda needs to explore mechanisms of promoting business process
outsourcing such as “call centres, accounting, data processing, online-recruitment, network
and web design&security etc” and relevant skills to provide tens of thousands of new jobs
opportunities for young people (school leavers and graduates). Moving forward, adequate
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infrastructures for business process outsourcing centres and required soft skills need to be
established and created respectively.
Rwanda has already strategic comparative advantages within the EAC region by being
increasingly bi-lingual, having a stable political and economic environment, a relatively low
crime rate and incidence of corruption, which are useful for attracting investors interested
in business process outsourcing. However, there is greater need for infrastructure
development including energy and BPO training Centres. Steps should be taken toward
greater efforts to promote functional soft skills, problem solving and to provide prospective
employees with basic analytical skills as required for Rwanda to venture this type of work.
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Pillar 3: Labour Market Interventions
Labour market policies are intended to address issues and concerns in domestic, regional
and global labour markets which constrain the creation and expansion of employment
opportunities, the improvement of job quality (decent work), and the security of workers in
a framework of social protection. Knowledge of specific labour market conditions will be
useful for designing labour market policies that strike a balance between labour market
flexibility and labour market regulation, and can contribute also to the design and
implementation of a comprehensive employment agenda such as the NEP.
The basic objectives of labour market policies are to help the matching of skills and jobs in
the labour market as well as institutional assistance in improving employability and job
placement of those who are unemployed and underemployed. This includes interventions in
favour of the most vulnerable groups in the labour market, such as youth, women and the
disabled. Usually, labour market policies are composed of a variety of training and
placement schemes and job creation measures (active measures) and employment welfareoriented assistance. Ideally, labour market policies should be formulated and implemented
in close collaboration with employers and workers. Within an appropriate institutional, legal
and policy framework, labour market policies – through improving the functioning of labour
markets and enhancing employment prospects - can contribute towards creating an
enabling environment for economic transformation and development and enhance
employment prospects for all, and vulnerable groups in the labour market in particular.
It is worth to have timely and accurate information on supply and demand side to inform
policy makers’ decisions. There is a continuous need to analyse the problems of
unemployment and underemployment and to equip policy-makers with information and
advice on how best to deal with them. In this regard, a functional Labour Market
Information System (LMIS), provides a basis for measuring progress in maximising
employment and macroeconomic effects of labour market policies. LMIS, and similar
institutional arrangements, can generate information that can help job-seekers to find
suitable employment and provide them with advice on career perspective and prospect, and
offer employers information that can enhance the efficient use of human resources in their
establishments: the recently launched Kigali Employment Service Centre (KESC), run by the
Kigali City Council and supported by MIFOTRA, PSF and German Cooperation, and which is
aimed at both job-seekers and employers, has the potential to generate valuable LMI
through regular structured interviews of users of its services who in effect can become ‘key
informants’ on local labour market conditions.
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Programme Intervention 1: Strengthen Labour Market Information
System and mainstream employment and job creation in sector
specific strategies
There is a continuous need to analyse the problems of unemployment and
underemployment and to equip policy-makers with information and advice on how best to
deal with them. In this regard, a functional Labour Market Information System (LMIS), is
necessary. LMIS provides a basis for measuring progress in maximising employment and
macroeconomic effects of labour market policies. LMIS can generate information that can
help job-seekers to find suitable employment and provide them with advice on career
perspective and prospect, and offer employers information that can enhance the efficient
use of human resources in their establishments. As mentioned in the review of existing
employment initiatives, data collection efforts of ministries has to be strengthened to
support the functioning of the LMIS. In addition, close collaboration with the NISR is
necessary to avoid duplication of efforts and to inform the design of future labour force
surveys.
Job creation is part and parcel of the development process. Similarly, employment
generation is the main vehicle to ensure inclusive pattern of economic growth and
sustainable development. Meeting the employment challenge, thus, implies that job
creation should become a strategic priority of development policy and planning at macro
and sectoral levels. To achieve this, sectors should mainstream employment within their
sectors strategies. The development and the implementation of sector strategies should put
job creation at the centre of their implementation process. . Sector strategies should have
clear employment interventions with quantified job creation targets. LMIS will facilitate to
track employment progress and provide related data to inform future policy decisions
related to employment.
Based on the ILO’s Key Indicators of the Labour Market (KILM), which is a core set of labour
market indicators designed to monitor labour market and employment trends, the following
indicators should be collected, analyzed and reported on:













Labour force participation
Employment status, unemployment and underemployment
Own use producers
Informal sector employment
Youth unemployment
Educational attainment
Skills gap
Wages and earnings
Hours worked
Labour productivity
Labour costs
Labour market mobility and flows
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Income distribution and poverty

The foundation for the selection of labour market indicators for the NEP important should
be based on the following criteria: conceptual relevance; data availability; and relative
comparability across national economies, regions and globally. In this regard, an exhaustive
list of employment indicators was elaborated and is annexed to this document and they
always be used to monitor the status of employment on annual basis.

Programme Intervention 2: Scale-up the the framework of Public
Works to other Labour intensive Programs
Public works and other similar large scale labour intensive employment programs are being
used increasingly in developing countries as an effective means to reduce poverty,
inequality and social exclusion, as well as to increase income generating opportunities. In
Rwanda such schemes are being used to help poor households through the provision
employment – albeit of a temporary nature - on local public works projects. The
implementation of such projects represents targeted intervention through the local labour
market to improve livelihoods including consumption of basic needs goods and services.
Rwanda already has the VUP Public Works programme and there is a need to diversify public
works to include other sectors and beneficiaries, especially young men and women. Public
works programme could further serve to provide on-the-job training to employees to build
their skills. The ILO under its technical cooperation programme has made use of Labour
Intensive Public Works Programmes (LIPWP) in Ghana, Sierra Leone and Tanzania to provide
further training to workers to become local contractors in their own localities at the end of
their engagement with the LIPWP. South Africa since democratisation has been particularly
active in using social protection schemes of public works to address the challenge of
unemployment and underemployment. The lesson so far from existing experiences in
developing countries is that social protection must be integral to efforts to create
sustainable and employment-intensive growth.
The following matrix recapitulates program interventions, outputs, target groups, annual
targets, intervention activities, 3 years cost and responsible institutions for all 4 Pillars
identified under NEP

NEP Implimentation Matrix
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Pillar One: Skills Development ( Lead MINEDUC)
Output

Target Group

Indicators

Baseline

Annual
Target

Activities

Program Intervention: Critical Massive Short Term Vocational Training
Outcome one: Improved hands-on skills among youth outside regular education system
Outcome indicator: Number of people with employable skills
Y1:30,000
1.Hands-on
Unskilled,
# of unskilled,
1.Develop National apprenticeship
Y2:
40,000
Skills
Semi-skilled semi skilled
Policy, Training Manuals and modules
Y3:45,000
generated and
and
and
of short term Vocational and
Y4: 50,000
improved in
unemployed unemployed
Apprenticeship
Y5:60,000

labour
intensive
trades through
critical massive
short term
vocational
training and
apprenticeship

graduates

graduates
trained and
certified

2. Identify,select and constitute a
database of potential beneficiaries
3.Provide equipments needed in TVET
to accommadate massive short term
vocational training
4. Conduct a targeted massive shortterm vocational training,
apprenticeship and certification
5. Organise special training program to
convert graduates at a risk of
remaining unemployed in long run

17,929

6. Provide start-up tool kits to the
apprentices and short term vocational
graduates for self-employment
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Cost RwF
(000) First 3
years

Respon
sible

120,000 WDA

90,000 MYICT

45,000,000 WDA
2,848,000 WDA

250,000 WDA

15,000,000 MINICO
M

Outcome two: Employable skills through Industrial attachment and professional internship available
Outcome indicator: % of employable skills responsive to labour market needs
Y1:22,000
1. Introduce
TVET
# of TVET
1. Mobilize and Sign collaboration
Y2:35,000
dual TVET
students and students
agreement with hosting companies
Y3:46,000
system
HLIs
placed in
2.Placement of TVET trainees in local
15,592
Y4:60,000
through
Graduates
companies for
Establishments
Y5:70,000
industrial
industrial
attachment
attachment
Y1:5,200
and HLIs
# of HLIs
3. Mobilise hosting establishments and
(In:5,100
graduates
graduates
Place fresh HLIs Graduates in host
Abraod:100)
professional
placed in host
institutions/industries in Country
Y2:6,550
internership
establihements

2.Sector skills
councils
developed and
operationalised

Private
sector
associations,
professional
bodies &
Academic
Institutions

# of SSCs
established
and
operational

9 SSCs

45,000

WDA
&PSF

3,750,000

WDA

2,169,000

NCBS

NCBS

(In:6,400
Abraod:150)
Y3:8,450
(In:8,250
Abraod:200)
Y4:11,550
(In:11,300
Abraod:250)
Y5:13,900
(In:13,600
Abraod:300)

4.Place fresh graduates in host
institutions/industries abroad for rare
and critical skills

460,000

Y2: 12SSCs,

1. Establish and operationalise SSCs

200,000

Develop bodies of knoweledge in
priority sectors and skills profile

250,000

Y1 & Y2

Outcome 3: Professional & specialized skills in priority & critical skills created
67

NCBS

NCST

Outcome Indicator: Number of professionals per level with specialized in critical skills of priority areas of Rwandan economy
Output
Target Group
Indicators
Baseline
Annual
Activities
Target
Critical skills gap
in priority
sectors of
Rwandan
economy
addressed

Bachalors
(A0),
Prospective
Professional
and
specialised
trainees (PC),
Masters
(Msc)` & PhD
Levels in
priority
sectors

# of people
trained in
critical skills
from seven
priority sectors

_5Y
Program
for skills
dvpt
schedule
targets
Y1:act2
Y1&Y2:act3
Y1,2,3,4;
act4,5,6

1. Provide training and scholarship (local
and abroad) basing on 5 year skills
development program and big projets in
pipeline (eg: Railway, Oil and Gas, Airport,
Urbanisation.)
2. Conduct Skills needs assessment of
projects in pipeline and develop training
strategic plan
3. Put in place a dynamic online
knowledge management system to track
students undertaking training & those
graduated in the areas of priority sectors
of Rwandan economy
4. Place and Link Graduates/Trainees
from critical/priority skills with skills gap
identified in Public and Private Sectors
(Demand side)
5. Coordinate the implementation of
critical skills program
6. Mobolize Rwandese Diaspora with
Critical Skills for domestic employment
opportunities & outsource scholarships
for specialized training inline with critical
skills program

SUB-TOTAL PILLAR 1:
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Cost RwF
(000) First 3
years
88,957,390

Respon
sible
REB

25,000
245,000

NCBS
NCST

NCST

2,018,000
100,000

161,277,390

NCBS
MINED
UC
MINAF
FET

Pillar 2: Entrepreneurship and Business Development ( Lead MINICOM)
Programme Intervention : Support the growth and productivity-enhancement of MSMEs
Outcome one: Off farm jobs increased through entrepreneurship development, access to finance and technology
Outcome Indicator: Number of off farm jobs created through MSMEs
Output
Target Group
Indicators
Baseline
Annual
Activities
Target

1. Start-up
MSMEs
developed and
strenghned

2. Business
development
facilities at
district
refurbished &

Youth and
Women with
New
Attractive/
Innovative
Business Idea,
including
apprenticeshi
p and TVET
Graduates;
- MSMEs
under 2 years
of existence
with potential
to grow

# of start-ups
MSMEs for
youth and
women
perational and
accessing to
finance

PROBAS &
Other BDAs

# of BDA ( Level
1 & 2 ) Certified

Start-ups
2878 are
accessing to
finance

7 BDAs with
international
standards
certification

MSMEs
accessing
finance
Y1: 30,000
Y2: 60,000
Y3: 80,000
Y4: 100,000
Y5: 120,000

Y1: 892
Y2: 90
Y3: 90
Y4: 45
Y5: 45
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1.Develop mentorship, coaching and
business advisory services `guidance
manual
2. Mobilise youth and women for
entrepreneurship awareness and
consolidate database of those with
competitive business idieas to be linked
with BDA
3.Conduct Entrepreneurship Development
through; Business Planning & writing
trainings, Mentorship and Coaching of
selected Business attractive ideas through
DBF&BDA
4. Support bankable business proposals
and MSMEs projects to access finance
through guarantee loan, matching grant
and Quasi Equity schemes via BDF and
other potential financial institutions
1. Develop jointly with FIs & BDF
Certification Procedure of BDAs, Train
them and Certify them

Cost RwF
(000) First 3
years

Respon
sible

30,000 MINICO
M
400,000 MYICT
District
s

3,000,000 RDB
Disticts

30,000,000 MINICO
M

250,000

RDB

technical
capacity of
Business
Development
Advisors (BDAs)
built

3. Growing SMEs
made
Competitive

30 districts with
operational BDFKora wigire
center

Selected
Growing SMEs
and labour
intensive large
firms

Hawkers
Street Vendor
& HH Eses
4. Skills Upgraded and
Technology for
Innovation
embraced
through ICPCs

BDCs;30,
YEGO; 21,
BDS;30,

# of MSMEs
assisted to
embrace new
technologies
# of large
investors who
have fostered
linkages with
SMEs.
2. Share of local
MSMEs won
public tender
# of established
free martkets
places

Artisans
craftmen and
TVET
graduates
Priority SMEs

# of CPCs in
opration

3 CPCs

Y1:15
Y2:15

2. Carry out inventory of existing and
lacking equipments, and Refurbish existing
business development facilities (BDCs,
BDSs, YEGO, Telecentres)at District level
to be integrated under District Kora Wigire
Center.

Y1: 10,000
Y2: 12,000
Y3: 14,000
Y4: 18,0000
Y5: 20,000
Growing
SMEs
Y1: 500
Y2: 700 Y3:
900 Y4:1100
Y5:1300

1. Provide tailored business advisory
services and technical assistance for
standards compliance and
Competitiveness

500,000

MINICO
M

450,000 RDB

2. Implement Business Linkage Dvpt (e.g.
Negotiation of supply contracts )

50,000 RDB

3. Conduct an impact assessment and
effect of local tax fixing and
administration on MSMEs development

50,000 MINICO
M

Y1: 1
Y2:2

4. Provide accessible places for free
markets for hawkers, street vendors and
HH Eses in 3 Districts of Kigali City

90,000 RDB
MVK,Di
stricts

Y1: 9 Y2:11
Y3:6 Y4:4

1. Equip ICPCs and Up-grade technology
for craftmen and artisans through ICPCs in
30 District

2,350,000 MIFOT
RA

Y1: 6
Y2:4

2. Construction of CPCs infrustuctures
based on potential clusters

5,500,000 MINICO
M
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and CPCs
5. Business
Process
Outsourcing
developed

clusters
semi-skilled
youth

Y3:3
Y4:2
# of PBOs
services initiated

2. Equip & Operationalize CPCs in selected
15 potential product clusters
2,000,000
Develop Infrastructures for PBO center

Y1: 3

# of people
trained in BPO
specialed skills

RDB

Attract BPOs service provider
international companies

Y1: 5,000
Y2:10,000
Y3: 15,000
Y4:20,000
Y5:25,000

250,000
Reflesher courses and soft skills for PBO
center operators

SUB-TOTAL PILLAR 2:

RDB

41,670,000

Pillar 3: Labour Market Interventions ( Lead by MIFOTRA)
Output

Target Group

Indicators

Baseline

Annual
Target

Activity

Cost RwF (000) First
3 years

Responsible

Outcome one: Employment information and opportunities accessed and mainstreamed accross sectors
Outcome indicator: employment opportunities

1.Labour
market
information
system
strengthened
and
employment
mainstreamed
in sector
strategies

Policy
makers, Job
Seekers,
Employers,
Researchers

Accurate &
responsive
LMIS operating

LMIS

Y1: activity
1,2 & 3
Y2, Y3, Y4:
activity 4

1.Carry out a diagnostic assessment of
LMIS, upgrade the system by linking it
with Employment Services at
decentralised level and other
institutions
2. Mainstream Job creation and
employment in EDPRS2 sector strategies

3. Conduct Annual Labour Force
Survey
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150,000 MIFOT
RA

MIFOT
180,000 RA
1,400,000 NISR

2.Employment
services of
Public Works
extended

Vunerable
Groups ,Poor
HHs and
Youth

Number of
people in PW
benefited
technical
training

92,000

Y1:30,000
Y2:36,000
Y3:45,000
Y4:60,000
Y5:90,000

1. Redesign Public Work Program,
Identification of Beneficiaries and
Database Consolidation

50,000 MINAL
OC

2. Undertake Contract Negotiations on
big Public Tenders (Contracts) to
employ massive youth and promote
skills transfer
3. Undertake and implement at least
one new Public Work Project per
District ( e.g. Greening the Economy)

15,000 MINAL
OC

SUB-TOTAL PILLAR 3

18,000,000 District
s

18,395,000

Pillar 4: Coordination and M&E ( Lead MIFOTRA)
Output

Target Group

Indicators

1.
Coordinating,
Monitoring &
evaluation of
NEP
interventions

All
implementers
and
beneficiaries

Effective M&E
system for NEP
developed &
operationalized

Baseline

Annual
Target

Activity

Y1: activity
1,2,3
achieved.
Activity4:
continuous

1.Develop a robust and dynamic
electronic M&E system profiling all
NEP beneficiaries
2. Coordination and M&E of the
implementation of NEP activities

SUB-TOTAL PILLAR 4
TOTAL BUDGET
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Cost RwF
(000) First 3
years
180,000

Respo
nsible

2,000,000

MIFOT
RA

2,180,000
223,522,90

MIFOT
RA

Below is a matrix indicating the NEP year one activities, with their respective budget and the responsible Institutions for implementation.
NATIONAL EMPLOYMENT PROGRAM YEAR ONE MATRIX (2014/2015)
Output

Target
Group

Indicators

Baseline

Annual
Target

Activities year one

Cost RwF
(000)

Responsible
Institution

Pillar 1: Skills Development (MINEDUC)
Program Intervention: Critical Mass Short Term Vocational Training
Outcome one: Improved hands-on skills among youth outside regular education system
Outcome indicator: Number of people with employable skills
1.Hands-on Skills Unskilled,
# of
17,929
Y1:
1.Develop National apprenticeship Policy, Training
generated and
Semi-skilled unskilled,
30,000
Manuals and modules of short term Vocational and
improved in
and
semi-skilled
Apprenticeship
labour intensive
unemployed
and
activity 2. Identify,select and constitute a database of
trades through
graduates
unemployed
6: 4000 potential beneficiaries
critical massive
graduates
3.Provide equipments needed in TVET to
short term
trained and
accommadate massive short term vocational
vocational
certified
training
training and
4. Conduct a targeted massive short-term
apprenticeship
vocational training, apprenticeship and Up-grade
technology for craftmen and artisans through
equiping ICPCs
5. Organise special training program to convert
graduates at a risk of remaining unemployed in
long run
6. Provide start-up tool kits to the apprentices and
short term vocational graduates for selfemployment
Outcome two: Employable skills through Industrial attachment and professional internship available
Outcome indicator: % of employable skills responsive to labour market needs
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120,000

MINEDUC

50,000

MYICT/Dist
rict

5,000,000

WDA

742,956

WDA

83,333

WDA

3,913,043

MINICOM

1. Introduce dual
TVET system
through
industrial
attachment and
HLIs graduates
professional
internership

2.Sector skills
councils
developed and
operationalised

TVET
students and
HLIs
Graduates

Private sector
associations,
professional
bodies &
Academic
Institutions

# of TVET
15,592
students
placed in
companies
for industrial
attachment
# of HLIs
graduates
placed in host
establihement
s
# of SSCs
established
and
operational

9 SSCs

Y1:
22,000

Y1:
5,200
(In:
5,100
Abraod:
100)
Y1:12
SSCs
Y1

1. Mobilize and Sign collaboration agreement with
hosting companies

15,000

WD, PSF

2.Placement of TVET trainees in local
Establishments

330,000

WDA

3. Mobilise hosting establishments and Place fresh
HLIs Graduates in host institutions/industries in
Country
4.Place fresh graduates in host
institutions/industries abroad for rare and critical
skills
1. Establish and operationalise SSCs

560,096

NCBS

102,222

NCBS

100,000

NCST

2.Develop bodies of knoweledge in priority sectors
and skills profile

125,000

REB

Outcome 3: Professional & specialized skills in priority & critical skills created

Outcome Indicator: Number of professionals per level with specialized in critical skills of priority areas of Rwandan economy
Output

Target
Group

Indicators

Critical skills gap
in priority sectors
of Rwandan
economy
addressed

Bachalors
(A0),
Prospective
Professional
and
specialised

# of people
trained in
critical skills
from seven
priority
sectors

Baseline

Annual
Target

Activities

Cost RwF
(000)

Responsible
institution

_5Y
Program
for
skills
dvpt
schedule

1. Provide training and scholarship (local and
abroad) basing on 5 year skills development
program and big projets in pipeline (eg: Railway,
Oil and Gas, Airport, Urbanisation.)
2. Conduct Skills needs assessment of projects in
pipeline and develop training strategic plan

29,652,463

NCBS

25,000

NCST
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trainees (PC),
Masters
(Msc)` &
PhD Levels
in priority
sectors

targets

4. Place and Link Graduates/Trainees from
critical/priority skills with skills gap identified in
Public and Private Sectors (Demand side) through
Kwoledge Management System (KMS)
5. Coordinate the implementation of critical skills
program
6. Mobolize Rwandese Diaspora with Critical
Skills for domestic employment opportunities &
outsource scholarships for specialized training
inline with critical skills program
SUB-TOTAL PILLAR 1:

200,000

NCBS

672,666

MINEDUC

33,333

MINAFFET

41,725,112

Pillar 2: Entrepreneurship and Business Development (MINICOM)
Programme Intervention : Support the growth and productivity-enhancement of MSMEs
Outcome one: Off farm jobs increased through entrepreneurship development, access to finance and technology
Outcome Indicator: Number of off farm jobs created through MSMEs
Output
Target Group Indicators
Baseline Annual
Activities
Target
1. Start-up
MSMEs
developed and
strenghned

Youth and
Women with
New
Attractive/
Innovative
Business Idea,
including
apprenticeship
and TVET
Graduates;
- MSMEs
under 2 years
of existence
with potential
to grow

# of startups MSMEs
for youth
and women
perational
and
accessing to
finance

Start-ups
2878 are
accessing
to
finance

MSMEs
accessing
finance
Y1:
30,000

Cost RwF
(000)

1.Develop mentorship, coaching and business
advisory services `guidance manual

30,000

MINICOM

2. Mobilise youth and women for
entrepreneurship awareness and consolidate
database of those with competitive business
idieas to be linked with BDA
3.Conduct Entrepreneurship Development of
start-up and DBAs through Mentorship and
Coaching of selected Business attractive ideas

133,333

MYICT/MI
GEPROF/Di
strict

529,411

RDB/BDF/D
ISTRICT

4. Support bankable business proposals and
MSMEs projects to access finance through
guarantee loan, matching grant and Quasi Equity
schemes via BDF and other potential financial
institutions

5,294,110

MINICOM
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PROBAS &
Other BDAs

3. Growing SMEs Selected
made
Growing
Competitive
SMEs and
labour
intensive large
firms

Hawkers
Street Vendor
& HH Eses

4. Skills Upgraded and
Technology for
Innovation

Artisans
craftmen and
TVET
graduates

# of
BDA(Level
1 & 2)
Certified

7 BDAs
with
internatio
nal
standards
certificati
on

Y1: 892

1. Develop jointly with FIs & BDF Certification
Procedure of BDAs, Train them and Certify
them

208,022

RDB

30 districts
with
operational
BDF-Kora
wigire
center
# of
MSMEs
assisted to
embrace
new
technologies
# of large
investors
who have
fostered
linkages
with SMEs.
# of
established
free
martkets
places

BDCs;30
, YEGO;
21,
BDS;30,

Y1:15

2. Carry out inventory of existing and lacking
equipments, and Refurbish existing business
development facilities (BDCs, BDSs, YEGO,
Telecentres)at District level to be integrated
under District Kora Wigire Center.

250,000

MINICOM

Y1:
10,000

1. Provide tailored business advisory services
and technical assistance for standards compliance
and Competitiveness

125,000

RDB

Growing
SMEs
Y1: 500

2. Implement Business Linkage Dvpt (e.g.
Negotiation of supply contracts )

11904

RDB

3. Conduct an impact assessment and effect of
local tax fixing and administration on MSMEs
development

50,000

MINICOM

Y1: 1

4. Provide accessible places for free markets for
hawkers, street vendors and HH Eses in 3
Districts of Kigali City

30,000

MIGEPROF
/CoK/DISTR
ICT

Y1: 9

1. Equip ICPCs and Up-grade technology for
craftmen and artisans through ICPCs in 30
District

813,461

WDA/MIFO
TRA
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embraced
through ICPCs
and CPCs
5. Business
Process
Outsourcing
developed

Priority SMEs
clusters
semi-skilled
youth

# of CPCs in 3 CPCs
opration

# of PBOs
services
initiated
# of people
trained in
BPO
specialed
skills

Y1: 6

Y1: 3

Y1:
5,000

2. Construction of CPCs infrustuctures based on
potential clusters
3. Equip & Operationalize CPCs in selected 15
potential product clusters

2,538,461

MINICOM

Develop Infrastructures for PBO center
Attract BPOs service provider international
companies
Reflesher courses and soft skills for PBO center
operators

2,000,000

RDB

41,666

RDB

SUB-TOTAL PILLAR 2:

12,055,368

Pillar 3: Labour Market Interventions ( MIFOTRA)
Outcome one: Employment information and opportunities accessed and mainstreamed accross sectors
Outcome indicator: employment opportunities
Output
Target
Indicators
Baseline Annual Activities
Group
Target
1.Labour market
Policy
Accurate &
LMIS
Y1
1.Carry out a diagnostic assessment of LMIS,
information
makers, Job
responsive
upgrade the system by linking it with
system
Seekers,
LMIS
Employment Services at decentralised level and
strengthened and Employers,
operating
other institutions
employment
Researchers
2. Mainstream Job creation and employment in
mainstreamed in
EDPRS2 sector strategies
sector strategies
2.Employment
services of Public
Works extended

Vunerable
Groups ,Poor
HHs and
Youth

Number of
people in PW
benefited
technical
training

92,000

Y1:
30,000

MINICOM

1. Redesign labour intensive Program,
Identification of Beneficiaries and Database
Consolidation
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Cost RwF
(000)
150,000

MIFOTRA

180,000

MIFOTRA

13,513

MINALOC

2. Undertake Contract Negotiations on big Public
Tenders (Contracts) to employ massive youth
and promote skills transfer

15,000

MINALOC

3. Undertake and implement at least one new
Public Work Project per District ( e.g. Greening
the Economy)
SUB-TOTAL PILLAR 3

1,800,000

DISTRICTS

Activities

Cost RwF
(000)
180,000

MIFOTRA

2. Coordination and M&E of the implementation
of NEP activities

666,666

MIFOTRA

SUB-TOTAL PILLAR 4

846,666

TOTAL BUDGET YEAR ONE

56,785,659

2,158,513

Pillar 4: Coordination and M&E ( MIFOTRA)
Output
1. Coordinating,
Monitoring &
evaluation of
NEP
interventions

Target
Group
All
implementers
and
beneficiaries

Indicators
Effective
M&E system
for NEP
developed &
operationaliz
ed

Baseline

Annual
Target

1.Develop a robust and dynamic electronic M&E
system profiling all NEP beneficiaries
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VII. Institutional Framework for Implementation of the NEP
The approach at the institutional level
The implementation of the NEP would require a wide range of integrated and well-designed
policy and programme interventions, cutting across both macro and sectoral dimensions and
addressing both labour market demand and supply, in order to produce stable and productive
employment on a sustainable basis. Within the broader national development agenda of
Rwanda, as presented in the EDPRS 2, employment promotion is thus a cross-cutting issue and
the result of multiple and multi-layered interactions involving various actors and stakeholders
at the national and district levels. This multi-dimensional perspective of employment is
reflected in the implementation plan of the NEP, which makes provision for improved policy
and programme coordination and coherence between MIFOTRA, MINICOM, MINALOC, MYICT,
MINEDUC, MINECOFIN and other line ministries, NCBS, RDB, WDA and Districts with
involvement from the private sector and development partners. This coordination of
employment programmes across all sectors of the government requires both political
commitment at the highest level and an appropriate institutional environment. The central
coordination mechanism for the implementation of the NEP needs to be organized around the
core Pillars identified as the channels for programme interventions (the four pillars – (i)
Entrepreneurship and Business Development led by MINICOM, (ii) Skills Development led by
MINEDUC, (iii) Labour Market Interventions led by MIFOTRA, (iv) Coordination and
Monitoring & Evaluation led MIFOTRA). The implementation NEP is decentralized at district
level and operationalized through entrepreneurship and business development unit (within
the structure of the district) and District-Kora wigire centre.
Given that employment promotion is a national development objective that can be approached
from various entry points, the institutional framework for the implementation and coordination
of the NEP must be linked to the decentralized to District Kora Wigire Centers . The already
existing business services at District level including; BDCs, BDSs, Telecenters, and YEGO centers
will be integrated and coordinated under District Kora Wigire Center which will be operating at
the District. In order to facilitate people to access business service, business development
services should be extended to sector level with time.
The District authority has a mandate of sensitizing, mobilizing Development Partners and other
stakeholders to take a stake in the implementation of NEP initiatives at the District level.
MYICT, MIGEPROF through youth and women councils operating at decentralized entities
together with the District authority will mobilize and identify potential emerging beneficiaries
to be trained and then RDB in collaboration with BDF will identify, train and certify Business
Development Advisors (BDAs) who will later train identified potential beneficiaries.
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The business development advisors under the supervision of District Kora Wigire Center will be
in charge of training potential beneficiaries in entrepreneurship and business development
services. Thereafter, business development advisors will link graduates with bankable business
project proposal to BDF for access to finance facilitation. BDF will be in charge of assessing and
financing bankable business project proposals for start-ups and for the growing SMEs BDF will
only assess the bankable business project proposals and hand them to financial institutions for
funding. A the District level, the BDF Kora Wigire center will oversee and coordinate the
implementation of this process
The BDA who will be operating under BDF Kora Wigire center at the District level, will be
operating privately, however, the government of Rwanda will subsidize services provided by
BDF and BDA to the Start-ups MSMEs beneficiaries who will not afford the cost of services at
market transaction rates. In this regard, a performance based subside package will be granted
to BDF and to the business development advisors.

The Coordination Mechanism
The need for a central coordination mechanism to support the implementation of the NEP
stems from two main reasons: (1) the NEP is conceptualized as a comprehensive, concerted and
coherent framework linking all the employment promotion interventions of public and private
sector actors and diverse stakeholders in Rwanda; and (2) lessons from past and existing
employment promotion initiatives in the country, as analyzed in Section II, which points out an
urgent need for coordination to ensure coherence and cost-effectiveness of implementation,
and for tracking and reporting on progress. The aim is to amplify and strengthen the
coordination of Employment Initiatives through the establishment of a framework for better
planning, implementation and optimizing impact from different stakeholders engaged in job
creation and employment promotion.
A central coordination mechanism with executive authority “Working Technical Secretariat”, is
recommended to be established to guide the mainstreaming of employment planning,
implementation and reporting across all sectors and Districts, mobilize extra-budgetary
resources (from donors) to support the implementation of the NEP as well as specific projects
related to youth employment, skills and business development , coordinate, follow-up and
report on the implementation of NEP interventions implemented by line ministries, agencies
and districts. The secretariat will be also in charge of publishing annual employment status
(that is jobs created against the targets).
The Working technical secretariat will be reporting to the SME, Productivity and Employment
sub-sector working group led by MIFOTRA, with a mandate to coordinate, monitor, evaluate

80

and report on the the implementation of NEP to the wider PSDYE sector working group led by
MINICOM.
To ensure effective and efficient coordination, follow-up on the planning, implementation and
reporting of the NEP interventions at central level, the led ministries will be mainly responsible
for the following;
 Coordinate the planning process of NEP initiatives under the respective pillar;
 Follow-up the implementation process of NEP planned interventions and report to the
NEP working technical secretariat;
 Follow-up the budget execution of implementing institutions/agencies under the pillar;
 Coordinate the division of labour between development partners intervening in
programs under the respective pillar;
 Contribute in the process of resource mobilization for the implementation of NEP;
Ensure the mainstreaming of NEP interventions in their respective sectors strategies.
In the NEP strategy, most of activities will be implemented at decentralized level. To ensure a
cost effective harmonized coordination, planning and reporting of employment and business
development interventions at decentralized level, a Business Development and Employment
(BDE) unit is proposed within the district structure to act as a one stop center. The unit will be
in charge of coordinating, overseeing, strengthening, and reporting on all employment and
business interventions planned and implemented at decentralized level. To ensure,
streamlined harmonized reporting, District- Kora Wigire center will be answerable and report
to the BDE unit, then the unit will be reporting to the NEP working technical secretariat at the
central level.

Institutional Coordination Mechanism for NEP Implementation
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PYE Thematic Area
steering committee

PSDYE SECTOR WORKING GROUP OF EDPRS II (LEAD: MINICOM)

SME, PRODUCTIVITY AND EMPLOYMENT SUB-SECTOR WORKING GROUP (LEAD: MIFOTRA)

WORKING TECHNICAL SECRETARIAT OF NEP

-PSF
-TRADE
UNIONS

NEP COORDINATOR (1)

-CIVIL
SOCIETY
- DPs
EBD M&E SPECIALIST (1)

EMPLOYABILITY SKILL DEV’T
M&E SPECIALIST (1)

LMIS EXPERTS (4)

BUSINESS DEVELOPMENT AND EMPLOYMENT -BDE UNIT (AT DISTRICT LEVEL)
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District Kora
Wigire
Center

Noting the comprehensive approach advocated in the EDPRS 2 for meeting the employment
challenge and the need to build capacity for employment planning for the long term, it is
proposed that a combination of all of the above considerations should be reflected in the
coordination mechanism chosen for employment planning in Rwanda. Furthermore, the
national employment coordination mechanism chosen should enable all the different actors
and stakeholders involved in employment policy and planning to work together in a coherent
and efficient manner. To deal with the different actors, promote and coordinate initiatives, lead
the analytical debates and consultations on employment promotion with various national and
international partners, and push forward the implementation of the NEP will invariably require
an effective and authoritative national coordination mechanism that is reinforced by adequate
technical capacities. Receiving and analyzing employment plans of the various implementing
agencies of the NEP; translate national employment targets into Ministry, Agency and district
level targets; coordinate and track the implementation of employment plans at implementing
agencies and district level respectively; coordinate credible labour market information flows as
required for carrying out monitoring and evaluation of employment targets from implementing
agencies; and intervene with targeted capacity-building for facilitating impact evaluation of
various activities undertaken by implementing agencies. The secreteriate will be in charge of
reporting to the SMES, Productive and Employment sub-sector working group.

Decentralization and coordination at the district level
The implementation of the NEP will require a decentralized planning framework with provision
for the involvement of district level local government authorities (the district councils), not only
to give credence to the established and institutionalized practice of decentralized planning in
Rwanda (District Development Plans) but also to facilitate and ensure desirable employment
outcomes at the local level. The coordination and implementing mechanism shall be cascaded
at District level given the prominent and indispensable role of the District to operationalize NEP.
It is thus, necessary to have an entrusted unit “business development and employment unit”
within the District structure to oversee the implementation of NEP.
To ensure a cost effective harmonized coordination, planning and reporting of employment
and business development interventions at decentralized level, a Business Development and
Employment (BDE) unit is proposed within the district structure to act as a one stop center. The
unit will be in charge of coordinating, overseeing, strengthening, and reporting on all
employment and business interventions planned and implemented at decentralized level
under District-Kora wigire center. To ensure streamlined and harmonized reporting, District83

Kora Wigire center will be answerable and report to the BDE unit, then the unit report to the
NEP working technical secretariat.

To optimize and synergize employment and business development interventions at the District,
existing Public and Private facilities need to be integrated into one center operating on private
basis at the District level, to deliver to their maximum and avoid possible overlaps. A “DistrictKora Wigire” center combining government and private related interventions at the District is
recommended to coordinate business development services including entrepreneurship and
business planning and writing trainings, access to finance, employment services, mentoring and
coaching services. . An agreement on the utilization modality of delivery facilities such as BDCs,
BDSs, Employment service centers, YEGO centers, tele-centers shall be concluded between the
Government, Business Development Fund and Private Sector Federation. A comprehensive
framework of collaboration is crucial to safeguard each partner interest and ensure that
targeted beneficiaries are well served.
The Business Development and Employment unit within the district structure will oversee
report and coordinate the daily operations of the District-Kora Wigire center and will link with
the working technical secretariat. . In collaboration with District- Kora Wigire center the unit
(BDE) will be in charge of elaborating district employment and business development plans of
the district and submit them to NEP Working Technical Secretariat.
It is imperative to mainstream employment interventions in the district development plans and
performance. This process should oned by the district.
The district represents the ideal administrative entity for operationalizing the decentralization
of employment planning and implementation in Rwanda, because existing institutional
arrangements for development planning at the district level already have or can have in place
mechanisms and organizational structures that can readily be adapted to the requirements for
implementing the NEP. Typically each District structure can be adapted to have a Unit dedicated
for Employment and Business Development and officials under the Unit can be empowered and
trained to supervise the implementation of the NEP on behalf of the district council which will
own the process.
It is proposed that the BDE unit at the district will be composed of the following staff;
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