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NORMAL WORKING HOURS 

The normal working hours for an employee 

shall not exceed 8 hours per day and 40 

hours per week. Where an employee works 

beyond the maximum normal 40 working 

hours, the extra working hours shall be 

considered as overtime. 

Overtime shall not apply to employees 

employed in position classified by an 

employer as senior management position; 

in case of employees subject to the Civil 

Service Act, 2011, in position classified as 

Leadership or Super Grade Category 

position; or an employee may be granted 

leave in lieu of overtime. 

An employer shall pay an employee for 

overtime on the date of the payment of 

wages and not later than a month from the 

date on which the overtime work was 

performed, at the rate of at least: 

(a) one and one-halftimes an employee 

regular hourly rate, if the overtime work was 

performed on an ordinary working day; or 

(b) two times an employee regular hourly 

rate, if the overtime work was performed 

on a Weekly or Public holiday 

PERSONAL INCOME TAX (PIT) 

Resident individuals in South Sudan are 

subject to tax on worldwide income 

derived from employment, entrepreneurial 

activities, leasing income and personal 

income. Non-residential individuals are 

taxed only on South Sudan source income.  

For taxation, a resident of South Sudan is 

considered by the Government as any 

individual who is domiciled or physically 

present in South Sudan for 183 days or more 

in any tax period. Employment income is 

taxable for residents unless exempt. 

The PIT Computations are computed and 

submitted in South Sudan Pounds 

according to the following tax brackets 

Tax Bracket (SSP) 

0 - 2000   Exempt  

2001 -  5000    5% 

5001 - 10000   10% 

10001 - 15000  15% 

15001 - and above 20% 

The tax is NOT computed progressively 

across the different Brackets. 

VISA, ALIEN REGISTRATION AND DAMAGA  

Foreigners entering South Sudan are 

required to obtain a VISA from the South 

Sudan Embassy in their home country. 

Upon arrival in South Sudan, a foreigner 

must ensure that they register as an alien 

within 72 Hours of their arrival date. There is 

an endorsement that shall be affixed onto 

one’s passport upon registration and 

payment of the requisite fee. 

We also have another stamp (called 

Damaga) that has been introduced by the 

South Sudan Immigration. This stamp is also 

paid for and affixed onto a registered 

foreigner’s passport. Failure to have this 

stamp can lead to fines of up to fifty dollars 

especially when passing through 

immigration at the point of exit. 

WORK PERMITS 

All Foreigners working in South Sudan are 

required to have a Valid Work Permit. This is 

applied for and issued by the Ministry of 

Labour. The rates for Work Permits vary from 

one skill Level of a foreign employee to the 

next.  

Category   Applicable Fee (USD) 

Professionals   1,500 

Technicians   1,000 

Skilled Workers      800 

Unskilled Workers         500 

Religious/Missionary Volunteers    500 

Failure to have a valid permit can lead to 

fines of up to fifty dollars plus when passing 

through immigration at the point of exit. 

NATIONAL SOCIAL INSURANCE FUND (NSIF) 

There is no clear current legislation on how 

the National Social Insurance Fund is to be 

managed by employers in South Sudan. In 

practice, the employer must contribute an 

amount equal to 17% of the employees 

monthly Gross salary for social security and 

the employee contributes 8% which is 

withheld by the Employer. At the end of an 

employee’s contract or upon separation 

from the organization, the cumulative 

amount of 25% is usually paid back to the 

employee tax exempt. 

TERMINATION NOTICE 

An employment contract may be 

terminated by either party: 

(a) After continuous service by the 

employee for one year or more, one month 

notice to the other party; 

(b) after continuous service by the 

employee for six months or more, but less 

than one year on two weeks’ notice to the 

other party; 

(c) after continuous service by the 

employee for less than six months, one 

week notice to the other party. 

SEVERANCE PAY 

An employer shall pay severance 

allowance where an employee has been 

in his or her continuous service for a period 

of six months or more and where any of the 

following situations apply: 

(a) the employee is unfairly dismissed by 

the employer; 

(b) the employee dies in the service of his 

or her employer; 

(c) the employee terminates his or her 

contract because of physical incapacity; 

(d) the contract is terminated by reason of 

the death or insolvency of the employer; or 

(e) such other circumstances as the 

Minister may by regulations provide. 

No severance allowance shall be paid in 

circumstances where an employee: 

(a) is summarily dismissed with justification; 

(b) abandons his or her employment, or 

absconds from his or her place of work 

without leave for a period of more than 

seven days without any explanation being 

provided to the employer; and 

(c) contract which is terminated is a 

probationary contract. 

GRATUITY PAY 

An employee who completes a period of 

not less than one year of continuous service 

shall be entitled to a gratuity pay to be 

calculated as follows: 

(a) if he or she has completed a period of 

not less than one year, and not more than 

ten years, he or she shall be entitled to one-

month gross salary in respect of each year 

of service; 

(b) if he or she has completed more than 

ten years, he or she shall be entitled to one 

and a half of month’s gross salary in respect 

of each year; and 

(c) if he or she has completed more than 

fifteen years, he or she shall be entitled to 

one and three quarters of a month’s gross 

salary in respect of each additional year 

of service, provided that the gratuity shall 

not exceed 36 months gross salary. 

Gratuities shall be calculated based on the 

last month gross salary. 

PS: If a dispute arises regarding 

interpretation or application of any 

provision of the Labour Act, any party to 

such dispute may report the dispute in 

writing to the Commission for reconciliation 

or if the dispute is unresolved following 

reconciliation, any party to the dispute 

may apply to the Labour Court for 

adjudication. 
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