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Preface

The primary goal of the ILO is to contribute, with member States, to achieve full
and productive employment and decent work foriadluding women and young people, a
goal embedded in the ILO Declaration 2008Swrtial Justice for a Fair Globalization,
and which has now been widely adopted by the iatevnal community.

In order to support member States and the socitihgra to reach the goal, the ILO
pursues a Decent Work Agenda which comprises foterrelated areas: Respect for
fundamental worker’s rights and international labetandards, employment promotion,
social protection and social dialogue. Explanatiohthis integrated approach and related
challenges are contained in a number of key doctsnen those explaining and
elaborating the concept of decent wbrk the Employment Policy Convention, 1964
(No. 122) and in the Global Employment Agenda.

The Global Employment Agenda was developed by i@ through tripartite
consensus of its Governing Body's Employment andigd?olicy Committee. Since its
adoption in 2003 it has been further articulated arade more operational and today it
constitutes the basic framework through which th® pursues the objective of placing
employment at the centre of economic and sociatipst

The Employment Sector is fully engaged in the im@atation of the Global
Employment Agenda, and is doing so through a laeyge of technical support and
capacity building activities, advisory services galicy research. As part of its research
and publications programme, the Employment Sectomptes knowledge-generation
around key policy issues and topics conforming e tore elements of the Global
Employment Agenda and the Decent Work Agenda. TéwoBs publications consist of
books, monographs, working papers, employment tepmd policy briefé.

While the main findings of the research initiativae disseminated through the
Employment Working Papers, tBgnployment Reposgeries is designed to consolidate the
major evaluations of employment programmes, coimhgsand resolutions of workshops
and seminars, and other information details thatparticularly, though not exclusively
useful to the work of the ILO and its constitueattpers.

José Manuel Salazar-Xirinachs
Executive Director
Employment Sector

! See http://www.ilo.org/public/english/bureau/dgmishload/dg_announce_en.pdf.

2 See the successive Reports of the Director-Gerterahe International Labour Conference:
Decent work(1999); Reducing the decent work deficit: A global chalke(@001); Working out of
poverty(2003).

% Seehttp://www.ilo.org/gea And in particularimplementing the Global Employment Agenda:
Employment strategies in support of decent worksitn” documentJLO, 2006.

4 See http://www.ilo.org/lemployment.






Foreword

The ILO has initiated a work programme which redépgs informal apprenticeship as
an important training system in the informal ecogoim apprenticeship, young people
acquire the skills of a trade while working witlmaster craftsperson in an enterprise for a
significant period of time.

The ILO research agenda on informal apprenticesims at creating a relevant body
of knowledge through conceptual work, empiricaldetgs and pilot projects. In May 2007,
the ILO Skills and Employability Department orgagdza workshop to review existing
knowledge and evidence on informal apprenticeshigfrican countries. The workshop
identified informal apprenticeship as the main seupof skills development in most
African countries and concluded that it providesemmtives to many master craftspersons
and young people to invest in training. Practigespprenticeship however also raised
concerns about deficits in relation to the quaditg level of skills acquired, recognition of
skills acquired and subsequent employment and tlewerk. The workshop concluded
that further research was needed to explore thetiuming of informal apprenticeship, in
particular, to gain a better understanding of imfak institutions such as traditions, social
norms and networks in structuring incentives anghiaping employment outcomes and
decent work. A subsequent study in Tanzania coedutiat informal apprenticeship is
embedded in local norms and traditions and thetrgits to improve the system requires a
profound understanding of these traditions. Theystiso identified a range of research
areas that needs to be further explored.

In Malawi, at least 90 per cent of the populaticas ltheir main activity in the
informal sector. Most of the youth acquire skillsaugh informal apprenticeship as the
formal training system has very limited capacityd@velop and train them. Furthermore,
formal technical and vocational education and ingi(TVET) is not accessible to the
majority of Malawian disadvantaged youths due toiows financial and non-financial
barriers including unaffordable fees, illiteracyhypical disability, stereotyping, etc.
Considering the importance of informal apprentigeshs well as its shortcomings, the
Technical Entrepreneurial Vocational Education ahciining Authority (TEVETA)
wanted to develop initiatives for improving inforhagoprenticeship training. In this regard,
a meeting was held between TEVETA and ILO officiaisFebruary 2009 and it was
decided to conduct a study on the informal appceship system in Malawi.

This report forms part of the ILO’s work programime informal apprenticeship. The
findings help build the knowledge base to informiggemaking in leading to improving
informal apprenticeship systems.

Ashwani Aggarwal, ILO Skills and Employability Spalist in the Decent Work
Technical Support Team (DWT) for Southern and Easfdrica, guided and supervised
the research and the preparation of this repod.résearch methodology and tools used by
the ILO in Tanzania were modified and adapted fee in Malawi. Alexander Phiri
conducted the field research with the help of tesearch assistants (Mr. Frank Musa and
Mr. Temwanani Phiri) and provided the data andaitdeport. Christine Hofmann, Skills
Development Officer, provided technical supporhlitstages of the research. TEVETA
was closely associated in the study and helpedhaga presentation of the report to the
stakeholders in Lilongwe.
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Glossary of key definitions as used in the

report
Apprentice

Formal training system

Informal apprenticeship

Master Craftsperson (MC)

Skilled Worker (SW)

Trade

A person being trained by an MC under an apprenticeship agreement.

The structured organization and implementation of training at the
national, sectoral or regional level. It includes policy-making bodies,
training institutions and programmes as well as coordinating, financing
and accrediting mechanisms.

The system of skills transmission for a trade from an MC to a young
apprentice who learns the trade on the job by way of observation,
imitation and repetition, thus by working and assisting their MC. The
training is based on an apprenticeship agreement in line with local
norms and practices that determine rights and obligations of both
parties.

Highly- skilled workers who can work independently without guidance
and is usually the owner of the enterprise. Responsible for training of
apprentices.

A competent worker in a particular trade usually employed under an
MC, who can become an MC in future.

An occupation in which people gain skills.

Xii



1. Introduction

11

A majority of young people in Africa are trappedairvicious circle of poverty, low
skills, low productivity and low income. As the foal vocational training system provides
few training places and has high entry barrierserms of entry qualifications, cost and
accessibility, the main provider of skills remaingformal apprenticeship. Informal
apprenticeship means the traditional system olsskktlnsmission for a trade from a Master
craftsperson (MC) to a young apprentice who ledhes trade on the job by way of
observation, imitation and repetition, thus by wingkand assisting their MC. The training
is based on an apprenticeship agreement (mostlyaljein line with local norms and
practices that determines rights and obligatiorisoth parties.

Vocational training in the informal economy by meaf apprenticeship has several
shortcomings. Some of the apprentices are beloal l@grking age. Overly long periods
of apprenticeship can be exploitative when youngpjee are employed as cheap labour
and do not learn the skills MCs have committedamt Additionally, the training quality
often does not follow any standards and remainshatusually low skill- and low
technology- level the MC imparts. Finally, the rgoition of skills acquired through
apprenticeship is low and limited to the local commity since certificates or credentials
are not common.

The Skills and Employability Department initiatedvark programme on informal
apprenticeship in 2006. A workshop on “Upgradinfpimal apprenticeship in Africa” in
2007 brought together experts from research instits, international development
agencies and ILO departments to discuss challefayes] by informal apprenticeship
systems, share knowledge on lessons learnt frojegisoand programmes to upgrade
informal apprenticeship, and identify potentials fimproving the training system of the
informal economy.

A consensus emerged from the debate that informpteaticeship needs to be
recognized as a training system on its own ridtat it has a high potential for upgrading
and that reforms need to build bridges to the fértraining system. Furthermore, the
debate identified important knowledge gaps and ssiggl areas for further research, in
particular to better understand the informal rulesch as social norms, customs and
traditions regulating informal apprenticeship amdcgtices, and the ways to enforce them.
It is with this background that this study was @arout in Malawi.

Informal economy and informal
apprenticeship in Malawi

Malawi is one of the least-developed countrieshi@ world where the incidence of
poverty is relatively high. Its economy is predoartly dependent on agriculture which
contributes about 36 per cent to the Gross Doméxtcluct (GDP). Results from the
Malawi Integrated Household Survey (IHS2) condudte?l004/05 show that 52.4 per cent
of the population is poor. According to the stuaysults, these people earn less than
MWK16,165 per year. In addition to this, 22 per cent of fmpulation is ultra poor,
earning less than MWK10,029 per year. That is, ionevery five people lives in dire

® This is USD106 per year at March 2010 exchange(MWK150 = USD1).



poverty such that they cannot even afford to méet minimum standard for daily-

recommended food requirement. About 25 per certhefpopulation in urban areas is
living in poverty, compared to 56 per cent of tlweat population. The 2009 Millennium

Development Goals Report for Malawi shows that 460 gent of the population lives on
less that USD1 per day.

The 2008 Housing and Population Census prelimimapprt for Malawi indicates
that there are about 13,066,320 people in the cpu@ut of this, 6,365,771 (49 per cent)
are male and 6,700,549 (51 per cent) are female. fBport further indicates that
6,216,320 (47.6 per cent) people are aged 18 ywatsabove. This means that 52.4 per
cent of the population comprises people below the af 18 — which entails a very
youthful population. Yet the majority of people dslthe age of 18 do not attain higher
education as they drop out in lower classes. The idatable 1 show that young people in
secondary schools in 2005 represented only 42 eet af those enrolled in Primary
School. This means that about 58 per cent of ygauple dropped out at Primary School
level. Low levels of general education usually d¢oaia skills development, and lack of
numeracy and literacy skills hinders integraticio ithe mainstream economy.

Table 1: Enrolments in Primary and Secondary Schools for 2005

School level Age Total Male % Female %
group numbers

Primary 6-13 2,543,076 1,256,456 494 1,286,620 50.6

Secondary 14-17 1,070,241 532,200 49.7 538,041 50.3

Source: MoEST (2005).

Furthermore, the numbers of young people who attaitiary education is even
smaller. This means that young people have to séteknative training mechanisms in
order to acquire skills and earn a decent livelthoo

One of the major problems of Malawi is the growingbility of the economy to
generate employment opportunities commensurate lafibur supplies. The capacity of
the formal economy to provide employment and incoopportunities is shrinking
(TEVETA, undated). Therefore, more and more peapdeentering informal economy for
employment.

The Government, in collaboration with its developtngartners, recognizes the need
to support the informal economy with training adlves other types of support services
such as access to credit facilities. A number dfiatives have been conceived and
implemented in the country with the aim of ensurthgt young people gain skills in
various trades for self employménit is believed that this is the only way that skerm
as well as long-term poverty reduction could baificantly achieved in the country.

® The ILO’s position states that “to promote decentk, there needs to be a comprehensive and
integrated strategy cutting across a range of pdi®as that eliminates the negative aspects of
informality, while preserving the significant jolveation and income-generation potential of the

informal economy, and that promotes the protectiod incorporation of workers and economic

units in the informal economy into the mainstrearoremy” (ILO, 2007).



1.2 Objectives of the study
The objectives of the study are to:

= conduct in-depth empirical research on the inforapgrenticeship system in Malawi;
= analyze the data and write a report.

2. Research methodology

The research was conducted by a consultant anddsearch assistants who served
as enumerators. The methodology adopted both datwdi and qualitative tools for
collecting data.

2.1 Quantitative research

The main tool for collecting quantitative infornaii was structured questionnaires
which were provided by the ILO. However, these tjpesaires were adapted and pre-
tested in Lilongwe. The primary data collected gdinese tools was supplemented with
secondary data.

To ensure that questions were properly understgodllbconcerned, the research
assistants received a two-day training and all goestionnaires were translated from
English to Chichewa, Malawi’s national language.

2.2 Qualitative interviews

Qualitative interviews were used to collect datat tvas difficult to collect through
questionnaires, and to provide background inforomeéind context for the interpretation of
data collected in the quantitative study. The IL©Ovided guidelines to collect qualitative
information.

Interviews were conducted with officials from Mitnig of Education, Ministry of
Youth, Ministry of Labour, National Youth Councilf dMalawi, Non-Governmental
Organizations (NGOs), vocational training instiom$ and the Technical, Entrepreneurial,
Vocational Education and Training Authority (TEVET.AThe list of key informants
interviewed is included in the Appendix. Besidessty ten MCs (five from each city and
one from each trade) were selected for in-depdrmirgw.

2.3 Sampling frame

The research covered the peri-urban areas of Blaatyd Lilongwe Cities. Blantyre
is the Commercial Capital situated about 300 kmtrsaf the Administrative Capital,
Lilongwe.

The actual number of enterprises that are involmedformal apprenticeship training
is not known. Therefore, it was not possible teetakproportionate sample of the various
trades. It was decided to cover 100 enterprisegiding informal apprenticeship training
from two locations in the survey. To choose entsgsrin which to conduct interviews,
business areas with a high number of informal #@ids/ were targeted. Within these
locations, enterprises providing informal appresghtip training as defined by the ILO
were selected.



A snowball sampling approach was adopted, thatafter each interview, the
interviewee was asked if they knew another entegpsvhich also provides informal
apprenticeship training. Through such an approadbtal of 56 enterprises were sampled
in Lilongwe and 50 enterprises in Blantyre. With@ach enterprise, the MC was
interviewed along with at least one skilled work8W) and one apprentice. The
breakdown of all the people interviewed is showtalle 2.

The study covered six different types of tradesBiantyre and Lilongwe. The
majority (24.5 per cent) of the MCs interviewed wehuto Mechanics followed by
Carpentry and Joinery (23.6 per cent), Welding §18r cent), Hair Dressing / Salon
(17 per cent), Food Processing (9.4 per cent) amelFBeating / Spray Painting (5.7 per
cent). The sample distribution also reflects thevalence of the various trades in the
market.

Table 2: Summary of sample

City Total

Type of trade

Blantyre Sample Lilongwe Sample Count  Per cent

MCs 5 MCs 1 6 5.7
Pane] Beating / Spray SWs 5 SWs 1 6
Painting

Apprentices 5 Apprentices 1 6

MCs 10 MCs 16 26 24.5
Auto Mechanics SWs 10 SWs 16 26

Apprentices 10 Apprentices 16 26

MCs 4 MCs 6 10 9.4
Food Processing’ SWs 4 SWs 6 10

Apprentices 4 Apprentices 6 10

MCs 10 MCs 15 25 23.6
Carpentry and Joinery SWs 10 SWs 15 25

Apprentices 10 Apprentices 15 25

MCs 9 MCs 9 18 17.0
o Cressing SWs 9 SWs 9 18

Apprentices 9 Apprentices 9 18

MCs 12 MCs 9 21 19.8
Welding SWs 12 SWs 9 21

Apprentices 12 Apprentices 9 21
Total sample 318 100.00

" All Food Processing enterprises were in the cditfeery.

® No barber shop was among the enterprises inteedawing the structured questionnaire.



MCs- Master craftspersons

SWs- Skilled Workers

3. Social and economic context of informal
apprenticeship

This section analyzes the social and economic gbiated environment relevant to
informal apprenticeship.

3.1 Economic context: Opportunities and
challenges of selected trades

Growing urbanization is increasing demand for patglland services from all the
trades covered under the study. However, thesepeistes in the informal economy are
facing challenges to growth in terms of difficutieo access finance; high interest rates;
shortage of business space; high cost of rentingespupgrading skills and infrastructure,
etc. Further, entry of large number of personshia tabour market coupled with low
absorption rates in the formal economy is increasimmpetition in the informal economy.
This is putting pressure on profit margins whiclade to a vicious circle of reduced
capacity to invest in upgrading skills and equiptméow technology, cheaper and inferior
raw materials, low quality and productivity, lowiqeas of products and services offered
and low margins.

Despite the fact that there are many similaritie®mg trades, they also present
several differences. Thus it is important to discaach trade separately by summarizing
the main economic activities carried out, the @mes faced and the economic
opportunities for each trade.

3.1.1 Auto Mechanics

Auto Mechanics covers the repair and maintenanceoddr vehicles. It includes auto
electrical works as well. Fast growth of the numioérmotor vehicles has increased
demand for auto mechanics. The main challengesd fége people working in Auto
Mechanics are upgrading their skills and facilitiestheir enterprise in line with rapid
technological advancement; accessing credit feaglit limited space; and increased
competition.

3.1.2 Panel Beating / Spray Painting

Panel Beating / Spray Painting covers repair ofomeehicle body and frames. Fast
growth of the number of motor vehicles coupled vdgther factors like increasing traffic
congestion, inadequate quality of roads, drivinbitsa etc. are increasing road accidents
and resulting in increased demand for this tradet.dBnilar to Auto Mechanics, people in
this trade also face challenges like upgrading thidils and facilities in their enterprise in
line with rapid technological advancement; accegsiedit facilities; and limited space. In
addition, they face difficulty in passing on theci@asing cost of inputs to customers
resulting in pressure on profit margins.



3.1.3 Food Processing (bakery)

Food Processing enterprises covered under theysareebakeries making breads,
cakes, croissants, etc. These were mainly opelatgrbrsons of Asian origin. The main
opportunity for growth of this sector is the faater of urbanization of the two cities in
which the study was carried out. The reported ehgks to the trade are loss of market
segments due to rising prices and fluctuating deinBread and other confectionery have
gradually become luxury products because of the msiag cost of flour. Hence they are
slowly becoming special products for a niche markéte middle and upper class maostly
in the urban areas. The majority of low-income hetwdds turn to alternative or close
substitute products such as cassava and sweebgmtat

3.1.4 Carpentry and Joinery

The Carpentry and Joinery trade covers manufactfarniture and cabinets. It is
one of the fastest growing trades due to the festil of the two cities. The opening of
sub-regional furniture chain shops such as Suprem@& Carnivore have increased
opportunities for the local artisans. Nevertheléisgy are facing competition with bigger
players in terms of design and quality and alsopsition from imported products. Other
challenges for artisans in informal economy inclugeng raw material prices; upgrading
skills and tools; shortage of space; access tatceett the risk of losing investment during
the rainy season.

3.1.5 Hair Dressing / Salons

Hair Dressing / Salons are categorized as barbessfmostly for men) and hair
dressing salons (mainly for women). They providegety of services related to hair and
skin care. The growing urban population is agai@ thain factor that creates growth
potential for this trade. The main challenge is petition among salons as the trade has a
low entry barrier in terms of investment and thadé& can be operated from home. A
number of formal training, non formal training amtformal apprenticeship training
programmes have resulted in a supply of surplusuaforce.

3.1.6 Welding

The Welding trade manufactures door and window ésngarage doors, burglar
bars, fencing materials, etc., and other services hbuseholds and commercial
organizations. The trade has good growth poteriey. challenges are high cost of raw
materials; shortage of space; access to credits@ffidompetition.

3.2 Social context of informal apprenticeship

Malawi is one of the least-developed countrieshi@ world where the incidence of
poverty is relatively high (40 per cent in 2009heTpopulation is largely young (about 52
per cent of the people are below the age of 1&)itieg in large cohorts of youth entering
the labour market every year. Formal training toftbns do not have the capacity to
absorb them nor is the majority of youth equippednieet the minimum education
requirements to enter these institutions. Ventuongto open a business of their own is
also not an option since youth lacks technicallskihd access to finance as they do not
have the necessary collateral to support a loanisitqn.

Informal apprenticeship, therefore, is the mainnaseto acquire skills and to access
employment for school dropouts. This means that Mfesfaced with high demand for



apprenticeship. Yet the businesses’ capacity o iglimited because training is time-
intensive and diverts some of the MCs’ attentiamnfrtheir core business. Also, MCs are
not interested in saturating their own market amgstneed to balance the amount of
newly-trained people in the trade with existing kedr opportunities. The social
environment of informal apprenticeship in Malawdiscussed in this section.

3.2.1 Category of staff in enterprises

The study analyzed different categories of stafival as their average numbers in
various trades. Findings show on an average, tirerd.6 workers [MC and SW] and 2.5
apprentices per enterprise. The key difference datvMC and SW is that usually the MC
is the owner of the enterprise and also more cosmpelHowever, there is a huge variation
in the average number of workers and apprenticemeraing upon the trade. Food
Processing (bakery) had the highest average numbevorkers (18) per enterprise
whereas the other five trades have two to four exwlon an average. Similarly, Food
Processing (bakery) had highest average numbgupotatices (7) per enterprise whereas
other five trades have one to three apprenticesnoaverage. Details are given in table 3.
Very few enterprise employ casual workers and farhiélpers. Out of 106 enterprises
surveyed, only 13 of them have casual workers atiljahelpers. This indicates that
apprentices are also employed to perform low skilerks or as helpers, especially in the
initial phase of training. MCs and SWs also echibislduring qualitative interviews.

Table 3: Average number of workers and apprentices, by trade

Average numbers, by trade Ratio of skilled

persons (MC+SW)
Type of trade n MCs SWs Apprentices to apprentices
Auto Mechanics 26 1.0 3.0 3.0 1.3
Panel Beating / Spray
Painting 6 1.0 3.0 2.0 2.0
Carpentry and Joinery 25 1.0 2.0 2.0 1.5
Hair Dressing / Salon 18 1.0 1.0 1.0 2.0
Food Processing 10 1.0 18.0 7.0 2.7
Welding 21 1.0 2.0 2.0 1.5
Total 106 1.0 3.6 25 1.8

An important criterion for judging effectivenessagprenticeship training is the ratio
of workers (MC and SW) to apprentices. It indicatesufficient skilled persons are
available to guide apprentices. The ratio variggedding on the trade, highest being for
Food Processing (2.7) followed by Hair Dressingalo8 (2.0), Panel Beating/ Spray
Painting (2.0), Welding (1.5), Carpentry and Jojn@r.5) and Auto Mechanics (1.3). The
ratio in Auto Mechanics was also lowest in a simftudy commissioned by the ILO in
Tanzania (Nubler et al., 2009). It is importanintate that all ratios are above one, which
means that for each apprentice there is at least experienced craftsperson in the
enterprise to train.



3.2.2 Demographic profile of staff

This section discusses gender pattern, age, edocatid training level of the
interviewed MCs, SWs and apprentices.

3.2.2.1 The gender pattern

The study reveals clear division of trades on genides. All trades except Hair
Dressing / Salon are dominated by male (see tgbleighty-five per cent of the workers
(MC + SW + apprentices) in Hair Dressing / Saloa s&amale, but none in Welding and
Panel Beating / Spray Painting. In the remainimgdhtrades, the percentage of female
workers is very low: Food Processing (6.9 per ¢ehtito Mechanics (2.3 per cent) and
Carpentry and Joinery (2.0 per cent). As far agapjmes are concerned, there are no
female apprentices in three trades: Welding, P&eelting / Spray Painting and Food
Processing. Overall, 11.7 per cent of apprentica®fiemale.

When MCs were asked why there were no female appesnin their enterprise, 83
per cent of them reported that no female had aikexh for any work or apprenticeship
opportunities; 8 per cent said that by traditioa trade is male dominated; 6 per cent said
that females cannot do this type of work; and 3 gt reported that women were not
interested in the trade. What these results eigtdthat a deliberate effort is required to
raise the participation of young women in infornzgdprenticeship in currently male-
dominated trades.

Table 4: Gender pattern of workers, by trade

Per cent of females

Type of trade MCs SWs Apprentices Total
Auto Mechanics 3.8 29 4.1 2.3
Panel Beating / Spray Painting 0 0 0 0
Carpentry and Joinery 0 0 5.6 2.0
Hair Dressing / Salon 83.3 89.5 81.8 84.7
Food Processing 0 18.2 0 6.9
0 0 0 0

14.0 10.7 11.8 11.7

3.2.2.2 Persons with disabilities

The survey found 5 per cent of apprentices wittaldigies (in 9 per cent of the
enterprises). There were no apprentices with digabiin Panel Beating / Spray Paiing
and Hair Dressing / Salon trades. When MCs weredskhy they did not recruit any
apprentices with disabilities, 93 per cent of theyported that they never had any requests
from people with disabilities, while 5 per centdsénat people with disabilities could not
do this type of job.

3.2.2.3 Age structure

Figure 1 shows the average ages of MCs, SWs anertes. The average age for
MCs is 35.1 years; for SWs 29.2 years and for agjmes 25.2 years. This - together with
analysis of types of workers — shows career pregwasand skills development in
enterprises in the informal economy. There is fedihce of about 5 years in average age
between MC and SW and between SW and apprentice.



The average age also varies by trade, the lowestge age for apprentices is in
Panel Beating / Spray Painting’ (22.7 years) amdhighest is in Food Processing (27.6
years). Among the SWSs, the youngest average agecigded in Hair Dressing / Salon
(27.3 years), while the highest is noted in FoaatPssing (31.8 years). Finally, among the
MCs, the youngest average age is reported in Hagsding / Salon (30.9 years) and the
highest is in Panel Beating / Spray Painting (4&&rs).

Figure 1: Average age by type of worker
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The study results showed that the majority of thés\started learning the skills of
the trade during their twenties (see table 5). Ybhengest average age is reported in
Carpentry and Joinery trade (20.9 years), anditjieekt average age is in Food Processing
(27.0 years).

Table 5: Age at which MC started to learn current trade

Type of sector Mean
Auto Mechanics 23.4 (8.397)
Panel Beating / Spray Painting 22.8 (3.371)
Carpentry and Joinery 20.9 (4.434)
Hair Dressing / Salon 22.9 (7.750)
Food Processing 27.0 (12.359)
Welding 25.2 (6.570)
Total 23.4 (7.403)

With regard to the mean age at which apprenticatest their apprenticeship, the

results are similar to those of MCs. The lowestrage age is reported in Panel Beating /
Spray Painting (20.83 years), and the highest geeesye is in Food Processing (25.9
years).



The ILO study on Informal Apprenticeship in Tanzaailso mentions high average
age (23.5 years) of apprentices compared to tmodéestern Africa and Europe (Nubler et
al., 2009). However, the study did not give anyuplale causes. In Malawi, the average
age of apprentices is high (25.2 years). Duringrinews, MCs mentioned that youth do
not perceive informal apprenticeship as a prefepatth for a career. They generally join
informal apprenticeship only when they do not sedda other professions. Section 4.1 on
transitions to informal apprenticeship will provifiether insights.

3.2.2.4 Rural-urban provenance

Malawi is one of the countries that is experiendimg most rapid urbanization due to
migration. Urbanization contributes to escalatidnvarious socio-economic challenges
such as land and housing shortage, congestion, gmutation, crime, HIV and AIDS
infection and unemployment (NSO, MEPD and Univgrsit Malawi, 2006). The study
confirms the growing migratory trend from ruralutban settings since apprentices, who
are youngest among the three groups, have the dtiglee cent of those migrating from
rural to urban areas. MCs, who are oldest of theetlgroups, have the lowest per cent
from rural areas. Forty-two per cent of the appoestwere born in rural areas compared
to 25 per cent of SWs and 18.6 per cent of MCs.r€halts are summarized in figure 2.

Figure 2: Place of birth
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The results also show that the highest share of M@sSWs come from other urban
areas. Seventy-six per cent of MCs coming fromrothial or urban areas also learnt their
current trade in Lilongwe/Blantyre. This means ttraftspeople have the tendency to stay
where they were trained, probably in order to bierfiedm business and client networks
they have already established.

The study suggests that access to training anbihioggl opportunities is likely to be
an important driving force behind migratory patgern

3.2.2.5 Ethnic and religious background

The workers and apprentices belong to nationaliettroups except some MCs in
Food Processing trade who are of foreign originifigaAsian). Among the ethnic groups,
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highest are Ngoni (26 per cent) followed by the falaee (21 per cent); Chewa (17 per
cent) and the Yao (15 per cent).

With respect to religious background, the majooitghe respondents in all categories
of respondents are Christians.

3.2.2.6 Education

Minimum education level among the various categooierespondents is higher than
the national average. All apprentices have undergame education and in case of MCs
and SWs, only 1 per cent have no education (sée 8bAn equally significant aspect is
that 96 per cent of MCs, 90 per cent of SWs ang&3cent of apprentices have at least
completed primary education (standard 8).

Education profile of SWs and apprentices is simat they are less educated than
MCs. About nine per cent of MCs have tertiary ediocacompared to none in case of
SWs and apprentices. Similarly, 34 per cent of M@ge completed O level compared to
25.7 per cent each in case of SWs and apprenboes this trend indicate that now youth
with better education do not prefer to go for infiat apprenticeship? Whether they have
better opportunities for formal education and tragnas well as for employment in formal
economy? The reasons need to be further explored.

Table 6: Education level of respondents (per cent)

Education level MC SW Apprentices
No education 1 1 0
Primary or higher 96.1 904 93.3
Persons with O level and Higher Education levels

O level 34 25.7 25.7
Tertiary 8.7 0 0

3.2.2.7 Training biography of MCs

To understand the system of informal apprenticeshiis crucial to understand the
role of MCs as trainers. This section looks at tifaning biography of MCs to analyze
how they became MCs.

Eighty-seven per cent of MCs learnt the trade bymseof informal apprenticeship.
When asked where they participated in informal apficeship, 19 per cent reported that
they did it in the same enterprise where they viterviewed. This may mean that some
of the MCs possibly inherited the businesses fioeir parents.

Moreover, only 21 per cent stated that they hadr@xperience in other trade areas.
This means that once people acquire the skill padicular area, they tend to remain
within the occupation chosen.

Apart from informal apprenticeship, MCs also acegdirthe skills for their trade
through other means: around 35 per cent followd#teeformal or non-formal training.
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Figure 3: Other means of acquiring skills for their trade
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MCs’ responses show that it took them on avera§eydars (n=87) from the time
they started to learn a trade until they opened twn businesses. It then took them
another 3.2 years on average to start trainingempioes. This suggests that MCs need to
gain a considerable amount of experience in oroldyet accepted as a trainer within the
community. Results differ between the trades: P&wdting / Spray Painting, Auto
Mechanics and Food Processing seem to require dorfge opening up a business —
probably due to higher financial investment in so@hd machinery.

Figure 4: Average time for MCs to open a business and take on apprentices, by trade
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3.2.3 Networks, associations and registration

The establishment of networks or associations & s a major challenge due to
fragmentation of informal economy. Consultation WiTEVETA revealed that most
artisans prefer doing their businesses in isolatBurvey findings confirm this. Only nine
businesses reported that they belonged to someciatiso and one reported that it
belonged to Malawi Chamber of Commerce and Indu$4@Cl). The Ministry of Labour
highlighted a few associations that are currentherging in the informal economy, such
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as the Malawi Union for the Informal Sector (MUFIShe Quarry Mining Informal
Workers Union (QUAMIWU); and on the employers sitdi® Employers Consultative
Association of Malawi (ECAM).

Nevertheless, 43 per cent of all MCs state that ttooperate in one way or another
with other businesses. Out of these, 87 per cenesbr borrow equipment from others, 41
per cent share knowledge or give advice, and 54cpet say they refer work to other
businesses in case they are not able to do it #lges This shows that although formal
cooperation mechanisms are scarce, businesses) witie sector know each other and
provide mutual support.

Registration of businesses permits various govenbhnbe@dies to monitor labour
standards, quality of training and products, anddallection. However, 40 per cent of
interviewed enterprises are not registered with tafe Agency (see table 7). Twenty-six
per cent of these enterprises are registered hdttocal government authority; 45 per cent
with the Registrar General; and 15 per cent withMalawi Revenue Authority (MRA).

Table 7: Business registration with State agencies, by trade

With City Assembly/ With
Municipal Council/ Registrar
Type of trade n Town Council General With MRA With none
Auto Mechanics 26 3(11.5%) 16 (61.5%) 5(19.2%) 9 (34.6%)
Panel Beating / Spray 6 1(16.7%) 5 (83.3%) 0 (0%) 0 (0%)
Painting
Carpentry and Joinery 23 3 (13.0%) 2 (8.7%) 0(0%) 18(72.3%)
Hair Dressing / Salon 18 8(44.4%)  6(33.3%) 1(56%)  6(33.3%)
Food Processing 10 6(60.0%)  10(100%)  9(90.0%) 0 (0%)
Welding 21 6 (28.6%) 8 (38.1%) 1(4.8%) 9 (42.9%)
Total 104 27 (26.0%) 47 (45.2%) 16 (15.4%) 42 (40.4%

3.2.4 Perception of informal apprenticeship

The study finds that informal apprenticeship is agecent development in Malawi.
Rather, it is a common and ancient practice ircthentry of imparting skills in a variety of
trades. A number of reasons motivate people to sEatdormal apprenticeship. The three
sections below try to elucidate the factors thapl&r the choice or engagement in
informal apprenticeship.

3.2.4.1 Apprentices

The apprentices’ main reason for choosing the qadsr trade is to learn the skills of
the trade (89 per cent), followed by the wish toneacome (48 per cent) (see figure 5).
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Figure 5: Reasons for choosing informal apprenticeship
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When apprentices were asked the reasons for digingformal apprenticeship mode
of training, they mentioned high cost of formaliiitag (84 per cent) as the main cause.
Other reasons are non-availability of formal tragninstitutes nearby (13 per cent) and did
not get admission in formal training (9 per cent).

Figure 6: Reasons for not choosing formal training (multiple responses)
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Apprentices were also asked about their aspiratadtes completing training (see
figure 7). Every second one wants to start one’'s bwsiness (49 per cent) followed by
those who plan to look for employment elsewhere g0 cent); go for further training
(18 per cent); and stay in the same enterpris@¢t8ent).
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Figure 7: Apprentices’ plans after apprenticeship
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The main reason cited by those planning to loolefaployment elsewhere, is to have
better working conditions (68 per cent); to havehange (25 per cent); need for more
money (12 per cent); and looking to acquire add#ikills (5 per cent)

3.2.4.2 MCs

The majority (87 per cent) of MCs interviewed imsthtudy acquired the skills for the
trade through informal apprenticeship. They foumgl training very important for the trade
they are engaged in (82 per cent). Hence this itotest a key motivation to offer informal
apprenticeship in their own enterprise.

Furthermore, MCs stated that they train apprenticesssist the poor and vulnerable
to acquire skills (74 per cent) and to pass onsskilthe young generation (70 per cent). At
the same time, the number of apprentices recrinyeMCs depends upon the volume of
work they have. This was echoed in all the qualainterviews with MCs and shows that
while informal apprenticeship arrangements neechdae economic sense to MCs, social
concerns play a very important role, too. This iiigdis echoed in previous studies on
informal and formal apprenticeship.

Box 1: MC’s opinion at Mchesi in Lilongwe on social responsibility

“We want to assist each other as Malawians. | was trained without paying anything for
several years. | know that | am what | am today because of someone who was not even my
relative but a mere friend who assisted me. Because of that, | am also willing to assist others who
come seeking assistance from me”."

° See e.g. Niibler et al., 2009.

19 As we report below, informal apprenticeship isagiyeappreciated.
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Figure 8: MCs’ reasons for training apprentices
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3.3 Transitions to informal apprenticeship

Apprenticeships are usually known for providingedfective transition from school
to working life. This section analyzes transitidran school to informal apprenticeship.

Section 3.2.2.3 highlighted that apprentices inaMalare relatively old. Apprentices
were asked how they spent the time between firgsi@m dropping out of) school and
starting their informal apprenticeship. The larggstup stated they were idle (42 per cent),
followed by apprentices involved in casual (lowhskl) labour (34 per cent). Only 5 per
cent started informal apprenticeship immediatelficlv implies that transitions from
school to training for a skilled profession is satooth. This issue deserves attention since
it implies an enormous loss of productive potenfiail a society. If youth receive skills
training at an early age of 15 or 16 years, theymauch more likely to earn better wages

during their working life (see figure 9).

Figure 9: Apprentices’ activities between school and informal apprenticeship
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3.4 Conclusions

The economic context of informal apprenticeship clsaracterized by common
constraints of the informal economy: business spapgrading technology and skills;
access to business development services and manaf; and stiff competition. Yet, most
trades covered in the study show positive growtiemtial.

Regarding staff composition in enterprises, thelstiinds that for each apprentice
there is at least one experienced craftspersdmeiremterprise to train. Gender segregation
is very pronounced in apprenticeship trades, tHg tnade that reported considerable
numbers of females is Hair Dressing / Salon. Niee gent of enterprises have hired
people with disabilities which show that accessdafadvantaged groups to informal
apprenticeship is possible. Migratory patterns aofogle involved in informal
apprenticeship are pronounced, which also showsapprentices stemming from other
regions within Malawi seem to have access to in&rmapprenticeship training.

Apprentices join informal apprenticeship primarity learn the skills of a trade and
about 50 per cent of them want to start their owsiriess after completing apprenticeship.
Informal apprenticeship is a good means to proreateepreneurship as most MCs learnt
the trade by this method (87 per cent). Howeves, dtudy suggests that youth do not
perceive informal apprenticeship as a preferreth @t career even though it is a main
avenue to acquire skills and employment, partitylfar school dropouts and for persons
from poor families. A large majority of apprenticdigl not opt for formal training for
reasons of cost. Apprentices are relatively oldmiarting apprenticeship (25.2 years on
average) as they try various options before joinimigrmal apprentices. None of the
apprentices have a tertiary education qualificatd&s had better education levels than
apprentices.

MCs stress that — besides economic reasons fatirgffapprenticeship — they train
out of social responsibility. Once people have @&eguskills in a particular trade, the
tendency to change to other trades is rather siftailt. means that informal apprenticeship
serves as initial training and prepares youth faogking life and career within the chosen
trade.

While surveyed enterprises report low levels ofrfak membership in associations,
46 per cent engage in informal networks and coopeviéh other businesses in the sector
to share knowledge, equipment and tools. The lefrdbrmal registration with a State
Agency differs strongly among trades: while bussesswithout formal registration are
most prevalent in Carpentry and Joinery and Welding-thirds of businesses in Auto
Mechanics and Hair Dressing / Salon have at leastarmal affiliation and all businesses
in Panel Beating/ Spray Painting and Food Procgssia registered with at least one State
Agency.
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4. Practices in informal apprenticeship and
decent work dimensions

Practices in informal apprenticeship and decenkwidimensions relate to a number
of issues with regard to access to apprenticesfaipsitions to apprenticeship, recruitment
practices, contractual agreements, decent worknforral apprenticeship, financial
arrangement and issues related to skills recognifibe following sections examine these
issues and also how the costs and benefits ofingaiare shared between MC and
apprentices?

4.1 Recruitment
Practices regarding recruitment elucidate selegtimtesses and criteria. They shed

light on apprentices’ access to informal apprestige in particular, whether it is
determined by family or kinship relations or not.

Selection by MCs

The main criteria for selecting apprentices by KM@& are maturity, trustworthiness
and the level of education (see figure 10).

Figure 10: Criteria for choosing apprentices by MC
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Education levels of apprentices are important fimiasion for 37 per cent of MCs.
The majority (64 per cent) of them consider Jurecondary School as the minimum
requirement (10 years of schooling) while 18 pentoeonsider Form 4 (12 years of
schooling) and 13 per cent Senior Primary Schogle@s of schooling) as the minimum
requirement.

The majority (42 per cent) of the MCs indicate tthegt best age to start apprenticeship
is between 17 and 19. Twenty-three per cent pyefeth between 14-16 years, and 18 per
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cent between 20-22 years, and 5.6 per cent thiak &pprentices should be below 14
years, which contradicts legal minimum working dge.

MCs explained that the main factor determining thuenber of apprentices in an
enterprise is the availability of work (37 per gefollowed by the number of applications
received (24 per cent); and the availability ofl$0¢16 per cent, see Table 8). The
importance of these different factors depends lgarge the type and characteristics of the
trade: while in Carpentry and Joinery, the avaligbiof tools seems to be of major
importance, hair dressing enterprises are morengatito rely on the mere number of
applicants. Auto Mechanics and Food Processing asipé the availability of work,
which also points to the enterprises’ responsibitt take on apprentices only if the
businesses’ workload allows for sufficient trainimgportunities.

Table 8: Factors determining the number of apprentices recruited, by trade (per cent)

Main factors

Availability  Availability = Number of Teaching Availability
of tools of work applicants  capacity of of funds to

Type of trade MC pay them
Auto Mechanics 7.7 61.5 19.2 1.7 3.8
Panel Beating / 33.3 50.0 0 16.7 0
Spray Painting

Carpentry and 32.0 12.0 20.0 16.0 20.0
Joinery

Hair Dressing / 0 16.7 55.6 22.2 5.6
Salon

Food 20.0 70.0 0 10.0 0
Processing

Welding 14.3 38.1 23.8 19.0 4.8
Total 16.0 31.7 23.6 15.1 7.5

Note: Percentages are calculated by trade type (row totals)

Se

Eighty per cent of MCs reported that they are diyeapproached by potential
apprentices. Sixteen per cent indicate that somadraduced the apprentices to them and
4 per cent said that they are the ones who appedapbtential apprenticés Apprentices’
responses confirm this picture.

lection by apprentices

Study findings suggest that kinship plays a comalnle role for access to informal
apprenticeship. Thirty-nine per cent of apprentisiede that the MC is a family member
(26 per cent) or friend (13 per cent). Interesgnginly in one case the relation between
MC and apprentice is father/mother - son/daugtutérer family relations such as brother
or sister, uncle or in-law are more frequent. Tweorte per cent opted for an MC due to

! See ILO Convention No. 138 on the Minimum Age Aaimission to Employment and Work, and
ILO Convention No. 182 on the Worst Forms of Chilibour — both ratified by Malawi.

12 Multiple responses.
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their good reputation and 19 per cent due to ge@dgeal vicinity. Twenty-one per cent
stated they had no other alternative (see figuje 11

Regarding choice of apprenticeship trade, the ritgj¢89 per cent) of apprentices
chose their own trade; 11 per cent had to acceptelection of their parents.

Figure 11: Reasons for choosing the current MC

M Itis a friend of the
family/family member

M Close to home
(neighbourhood)

[1 Good reputation

0 I had no alternative

19%

4.2 Training contract

The majority of apprentices undergo training basedan oral agreement with their
MCs. Only 30.5 per cent of the MCs conclude writtgmeements with their apprentices
(see table 9). The highest percentage of writteriraots was reported by MCs in Food
Processing (90 per cent) and the lowest in Hais§ing / Salon (5.6 per cent).

The training agreements include information abootkimg hours (97 and 87 per
cent, for MCs and apprentices, respectively); f¢8d and 77 per cent, for MCs and
apprentices, respectively); working clothes (58 dfhdper cent, for MCs and apprentices,
respectively); training content (44 and 33 per ceinthe responses, respectively); and
apprenticeship period (53 and 21 per cent). Seedig2 for contents of the agreements.
The significant difference between responses of M@} apprentices, in particular lower
share in apprentices’ responses, implies that acinttonditions are not fully clear which
risks contract-related conflicts.

Table 9: Type of agreement between MC and apprentice (per cent)

Type of trade Written contract Oral agreement
Auto Mechanics 43.3 57.7
Panel Beating / Spray Painting 16.7 83.3
Carpentry and Joinery 20.0 80.0
Hair Dressing / Salon 5.6 944
Food Processing 90.0 10.0
Welding 25.0 75.0

Total 30.5 69.5
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Figure 12: Content of the agreement between MCs and apprentices (multiple responses)
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4.3 Duration and termination of apprenticeship

The study also aimed at establishing the duratioapprenticeship across various
trades. Among other things, it was important tadfiout how the termination of the

apprenticeship was decided and what guided this.

4.3.1 Length of apprenticeship period

MCs were asked how long an apprenticeship usuadli¢ in their enterprise. Results
show (see table 10) that practices in enterpriseg guite widely. Qualitative analysis
through interviews with MCs and key informants soppjuantitative analysis that there
are no standard or commonly-practiced apprentipegtirations. According to them, the
duration depends largely on the speed at whiclapipeentices acquired the skill.

There is wide variation in apprenticeship periodoas trades. On an average, Auto
Mechanics is reported to take longest (19.5 mordinsl) hair dressing can be learnt in a
couple of months. The study also reveals that 53cpat of the MCs agree on a fixed
period of apprenticeship with their apprentices danclusion of apprenticeship depends

on a number of factors which are discussed in &x¢ section.
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Table 10: Apprenticeship period according to MCs

Usual apprenticeship period  Duration of apprenticeship
(months) agreed at the beginning of
apprenticeship

Type of trade n Mean n Mean
Auto Mechanics 22 19.5 (6-72) 15 18 (6-48)
Panel Beating / Spray Painting 6 9.5 (6-18) 3 8 (6-12)
Carpentry and Joinery 20 9.9 (3-18) 18 12.2(6-36)
Hair Dressing / Salon 16 4.6 (1-24) 10 2.9 (1-6)
Food Processing 4 10.0 (1-36) 1 6 (6)
Welding 19 10.6 (3-24) 9 8.7 (6-24)
Total 87 11.5 (11.271) 56 11.2 (1-48)

The reasons for the huge variation in apprentipeplkriod within a trade and how
some MCs are providing apprenticeship training ghart period of time need to be further
researched. A possible interpretation could be M@s and apprentices agree on certain
skills set (more like modular apprenticeship tnagpirather than full range of skills set for
the trade. For instance, an apprentice may beeistiedl in learning auto air-conditioning or
engine overhaul or wheel alignment and balancistead of becoming an auto mechanic.
Similarly, in Welding, one may be interested tortemanufacturing doors, windows, and
grills using arc welding process only. Even witlegé part skills set, one can be gainfully
employed. Another possibility could be that som@raptices may drop out from one
enterprise and join another one.

Table 11 shows the time it takes an apprentice cerding to MCs — to work
independently in the trade they are learning. This usually be considered the time when
apprentices have acquired the skills of the tr&dkeen comparing these figures with the
apprenticeship duration in table 10, it becomesegy that not all apprenticeship training
programmes will lead to fully-competent craftsp@soThe durations match only in Hair
Dressing / Salon and in Food Processing tradesestigg that apprentices finish
apprenticeship as competent tradespersons in thedes. Yet, when comparing to the
apprenticeship periods mentioned by apprenticdstrades but Auto Mechanics offer
sufficiently long training periods. This finding [goorts the view that some
“apprenticeships” are rather short-term trainingsspecific skills sets in the trade that do
not lead to complete mastery of a trade at the @nthe training period unless an
apprentice already has some skills when joiningptiogramme.

Table 11: Time taken (months) by apprentices before they start working independently, by trade

Type of trade n Mean
Auto Mechanics 26 27.0 (19.117)
Panel Beating / Spray Painting 6 28.3 (20.954)
Carpentry and Joinery 25 12.1 (9.752)
Hair Dressing / Salon 18 4.0 (3.254)
Food Processing 8 3.4 (3.623)
Welding 21 13.2 (10.516)

Total 104 14.9 (15.410)
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4.3.2 Termination of apprenticeship

Apprentices are asked how they will know that ttegiprenticeship training is over.
Forty-two per cent of them reported that it will 8etermined by a skills test and 32 per
cent said it will be the MC’s decision.

Seventy-six per cent of the MCs interviewed repbtteat apprenticeship ends when
an apprentice adequately acquired the skills, w2blger cent said when the apprentice is
fit enough to get their own clients. This matches apprentice’s view (see figure 13).

Figure 13: How apprentices know that their apprenticeship is over (n=104)
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4.4 Trial periods

Trial periods are an important means to test ifrapiices are fit for the trade chosen
and possess the appropriate personal traits. Senamd per cent of MCs stated that there
is a trial period for the apprentice (see table. T2)e overall mean trial period is 2.8
months ranging from 1.3 months in Hair Dressinglb8 to 3.4 months in Welding.

Table 12: Trial period for apprenticeship (months), by trade

Type of trade n Mean (months)
Auto Mechanics 21 3.1
Panel Beating / Spray Painting 3 3.0
Carpentry and Joinery 22 2.2
Hair Dressing / Salon 13 1.3
Food Processing 7 2.9
Welding 17 3.4
Total 83 2.8
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4 .5 Decent Work dimension

Apprentices are trainees and at the same time woikenterprises. Therefore decent
work criteria also need to be applicable. Thisiseadiscusses working hours, leave, social

security and liability.

4.5.1 Working hours and working days per week
of apprentices

The number of working days per week is relativalyilar (around 6 days) across
trades. The average number of working hours as rtegboby apprentices varied
significantly among trades. Some apprentices stit@dthey worked effectively between
1 and 4 hours, which implies that they are eithat-pme apprentices and follow another
type of activity in parallel. Among apprenticestttated they worked effectively 5 hours
or more, the highest number (8.9 hours) of worliogrs is reported in Food Processing
(bakeries), while the lowest (6.2 hours) is recdraePanel Beating / Spray Painting (see

table 13).

Table 13: Number of hours effectively worked per day by apprentices

Auto  Carpentry and Food Hair dressing/ Panel Welding
Mechanics Joinery Processing Salon Beating /
Spray Painting

7.1 7.9 8.9 74 6.2 7.8

Regarding leave days, 67 per cent of apprentiqesrted that they do not get leave
throughout the year. 12 per cent each get thre&snaed two weeks leave and remaining

10 per cent get only one week leave (see figure 14)

Figure 14: Number of weeks of holidays per year
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4.5.2 Social security and liability

The study findings reveal that the majority of M@svide medical and other types of

support.

Figure 15: Covering medical costs in case of sickness or occupational injury (per cent)
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If apprentices stay home due to iliness or occopatiinjury, 68 per cent continue to

receive their

wage or pocket money. In both casegefing medical costs and continuing

pay) apprentices report slightly lower numbers thd@s. However, findings from
qualitative interviews indicate that whether MC gdpr medical costs or not, largely

depends on

capacity of MC to pay at the time ofagerentice’s illness as well as cost of

treatment. It can be concluded that most MCs feel social obligation to support
apprentices in times of illness.

Figure 16: What happens in case apprentices stay home because of iliness or occupational injury?
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dy further found that apprentices are noiafieed if they damage tools or
longing to the enterprise. Only 3 part ©f MCs said that the apprentice or
e apprentice pays for the damage.
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4.6 Skills recognition

The recognition of skills acquired by apprenticgspbtential employers is a key for
employability of graduated apprentices. Traditibnahformation about competence of a
graduated apprentice is spread in the businessorietwi the MCs and depends on the
reputation of the MC. The tradition to hold gradomtceremonies for public recognition of
a graduated apprentice is not widespread in Ma{pweicticed by only 2 per cent of MCs
in the sample).

Handing out certificates or reference letters hg@uated apprentices prove that
they have been trained in a enterprise. Yet it ailly enhance their employability if the
future employer believes that the source of infdromais reliable. This is likely to be
restricted to the locality where MCs know each otfide research found that 44 per cent
of MCs provide certificates or reference letteranging from 90 per cent in Food
Processing to 11 per cent in Hair Dressing / Séder table 14).

Table 14: Apprentices receiving a certificate at the end of apprenticeship (per cent)

Type of trade Yes No
Auto Mechanics 731 26.9
Panel Beating / Spray Painting 66.7 33.3
Carpentry and Joinery 12.0 88.0
Hair Dressing / Salon 111 88.9
Food Processing 90.0 10.0
Welding 47.6 52.4
Total 44.3 55.7

4.6.1 Skills recognition at national level

Three awarding bodies award qualifications in Malatihese are National Trade
Testing Services (NTTS) under the Ministry of LahoGEVETA and Malawi National
Examinations Board (MANEB). Out of the three, ofyTTS assesses and awards
candidates from the informal sector. Its tradeingsgrading system is in three levels. The
foundation level is called Grade 3 certificate. Tiheermediate level is called Grade 2
certificate and the advanced level is called Gradertificate. After passing level 3 tests, a
person is required to have one year of active petiefore attempting the higher grade 2
tests and similarly for the next level. Trade teses conducted in 40 trades, out of which
only half of them are in demand. Out of the sixdé® covered under the study, trade tests
are not conducted for Hair Dressing and Food Pritgs

There is no minimum qualification requirement set frade tests. Candidates are
tested for both practical competencies and reldtedry. The apprentices from informal
apprenticeship are eligible to apply for trade tastlevel 3. However, only three
apprentices from the sampled enterprises appearadtional trade tests. Further, only 5
per cent of current apprentices claimed that theulavlike to sit for examinations after
finishing their apprenticeship.
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4.7 Sharing direct costs and benefits

In apprenticeship arrangements, costs and bergdfiteaining are shared between
MCs and apprentices (or their parents). This sedimalyzes the different contributions of
both sides and thus attempts to clarify incentfeesoth sides to invest time and money
into skills provision and acquisition.

4.7.1 Direct costs borne by apprentices

Training fees and tool kits are the direct costsafgprentices. The study finds that the
majority of apprentices do not bear any direct getated to fees or tools. These are
discussed in this section.

4.7.1.1 Training fees

The study suggests that 33 per cent of MCs cha®ge Surprisingly, only 11 per cent
of apprentices reported that they paid fees. Thightrbe explained by the fact that some
of the apprentices interviewed are related to th€ Bihd the fact that MCs give
consideration to paying capacity of apprenticeac&ionly one apprentice per enterprise
was interviewed, some of those who paid fees coale been left out in the sample.

The reasons given by the MCs not charging traiféieg are given in table 15. During
qualitative interviews, MCs mentioned that the magason is that apprentices belong to
poorer families and many come from other townsramal areas and so they cannot afford
high fees. Further, training fees (average amobatged by some MCs) are not significant
and therefore cannot be a prime motivating factor MCs to take on apprentices. In
addition, apprentices provide labour and contriltotéhe productivity of the enterprise,
which increases with time.

Table 15: MCs’ reasons for not demanding fees from apprentices

Reasons Frequency Percentage
Most apprentices don't stay long 3 6.3
They bring money to my business through

their work 7 14.6
Cannot afford to pay 17 354
MC just helps them 21 43.7
Total 48 100.0

Payment arrangements varied: some paid the feesheatbeginning of the
apprenticeship, and others paid in instalmentss Feage from MWK 1.000 to MWK
30.000, the averages being displayed below (based@'s information). Thirty-six per
cent of the MCs reported that each apprentice th@idame fee, while 64 per cent said that
it depended on the parents’/guardians’ abilitydg the fees (see table 16).
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Table 16: Average amount of fees paid, by trade (MWK)

Type of trade n Mean  FeesinUSD"
Auto Mechanics 13 15076.9 (7598.920) 107.69
Panel Beating / Spray Painting 4 18750.0 (11086.780) 133.93
Carpentry and Joinery 9 8166.7 (7770.135) 58.33
Hair Dressing / Salon 2 3500.0 (2121.320) 25.00
Welding 6 7250.0 (4557.960) 51.79
Overall total fee 34 11,617.6 (8466.564) 82.98
4.7.1.2 Tools

A vast majority of MCs (96 per cent) do not askrapices to bring their own tools.

4.7.2 Direct costs borne by MCs

Ninety-seven per cent of MCs pay allowances to eqjwes in the form of wage,
pocket money or in-kind contributions and make apdamage caused by apprentices.

4.7.2.1 Wages / stipend to apprentices

Sixty-five per cent of MCs pay a weekly wage toith&pprentices. The wages
increase over the apprenticeship period as proguctiontributions by apprentices
increase. Trade-wise average weekly wages to ajg@emt the beginning, towards end
and after graduating apprenticeship training avergin table 17. On average, the weekly
wage at the end of apprenticeship is one thirdhef wage of an SW after finalizing
apprenticeship. This confirms that wages are cosggein order to allow MCs to recover

their training investment.

13 Exchange rate at MWK140 to USD1.
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Table 17: Weekly wage of apprentices

Weekly wage (MWK)

At beginning of Towards end of Graduate apprentice

apprenticeship apprenticeship | SW
Type of trade n Mean n Mean n Mean
Auto Mechanics 16 1262.5 11 2109.1 21 7690.5
Panel Beating / Spray 4 1500.0 2 4000.0 6 6833.3
Painting
Carpentry and Joinery 20 710.0 19 1894.7 21 8250.0
Hair Dressing / Salon 6 829.2 6 1675.0 14 5500.0
Food Processing 7 2330.0 7 5250.0 10 8845.0
Welding 13 1269.2 12 2458.3 15 7016.7
Total 66 1184.6 57 2517.5 87 7430.5

4.7.2.2 Other allowances

Seventy-seven per cent of MCs pay pocket moneypoeatices. MCs also provide
in kind support to the apprentices mainly in forfnnconey for lunch locally known as
m’memd’ (94 per cent); working clothes (59 per cent); anzbanodation (17 per cent).

4.7.3 Duration, fees and compensation —
A direct relationship

Theory suggests that MCs recoup their training stment by benefiting from the
apprentice’s labour service and contribution to #werprise’s products and services
during apprenticeship. This would imply that MCsonbharge fees could offer shorter
apprenticeship periods, since some of their trginihvestment is covered through fees.
Equally, shorter durations are possible if MCs gpanaller wages/pocket money.

The findings of the study show that for all trad&Cs who charge fees offer
apprenticeships that are slightly shorter thannteen. In addition, among those MCs that
pay weekly wages, the amount paid is lower thantvellaer MCs pay (except for hair
dressing, where the sample is very small) — sde th This means that shorter periods,
meaning less time to recover training investmerd, @ossible due to charging fees and
compensating apprentices less.

4 This usually refers to lunch that is prepared bg tvorkers at the workplace. The common
practice is that the workers themselves contrilsotee money towards the purchase of materials to
prepare the meal. If they cannot raise the furidsemployer supports them with some money.
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Table 18: Apprenticeship period and compensation by MCs charging fees

Weekly wage (MWK)
Mean Apprenticeship
. . period of MCs At beginning of Towards end of
apprenticeship n . . . .
. who charge apprenticeship apprenticeship
period fees
Auto Mechanics 19.5 (n=22) 17.9 13 1471.4 1900.0
fa.rpe”"y and 9.9 (n=20) 91 9 600.0 1637.5
oinery
g Dressing/ 46 (n=16) 30 2 00 3000.0
alon
Panel Beating / 9.5 (n=6) 83 4 750.0 1250.0
Spray Painting
Welding 10.6 (n=10) 9.7 6 625.0 1500.0
Total 11.5 (n=87) 9.6 34 689.3 1857.5

4.8 Mechanisms enforcing the informal rules

Formal rules such as laws and acts are enforcetidbjegal system. Informal rules
that shape informal apprenticeship systems arer@doby reciprocity, social sanctions,
and economic compulsions. While it may seem thkgsrin informal apprenticeship are
only enforced by the MC itself and restricted te #nterprise, a closer look reveals that
societal mechanisms play an important role.

Since a considerable amount of apprenticeship agres are concluded within the
MCs’ kinship group, both MC and apprentice will f®eund to the contract for reasons of
reciprocity. Apprentices from the neighbourhood Imibe known to several of the clients
so that the fear of losing good reputation and equsntly clients creates an incentive for
MCs to abide by the contract commitments. Apprestimay want to count on support
from their MC after finishing apprenticeship in ning of their own business. These might
all be incentives for apprentices to stick to trening agreement. Yet, as my be seen in
the next chapter, dropout rates are high, whichliemghat some of these mechanisms
need to be strengthened and incentives enhanckdeto apprentices in the enterprises
until the end of their apprenticeship.

On top of these social mechanisms, MCs establisbtisas within their enterprises
in case of misbehaviour by the apprentices. If pprentice misbehaved it was reported
that they were either disciplined (47 per cent)expelled (43 per cent) or suspended (10
per cent). In all the qualitative interviews, it sveeported that one of the most serious
offenses is stealing from the enterprise or frorant$, which automatically called for the
expulsion of the apprentice.

4.9 Conclusions

MCs state that maturity, trustworthiness and lefelormal education are the most
important criteria for them to select apprentid€isship still plays a considerable role for
access to informal apprenticeship — around 40 pat of MCs are family members or
friends. Apprentices consider reputation and ggagcal vicinity of the enterprise when
approaching an MC for apprenticeship.
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The majority of MCs stated that apprentices shdaa@detween 17 and 19 years old,
but in actual fact, the average age for starting@prenticeship is 23.7 years.

Apprenticeship contracts (70 per cent are concluadedlly) usually cover
arrangements about working hours, food, workinghels and duration (over 50 per cent)
and some also cover social protection issues, ldays, accommodation and certification
(less than 50 per cent).

The duration of the apprenticeship depends on peed at which the apprentice
acquires the skills of a given trade, but also ddpeon the complexity of the skills taught.
Yet, apprenticeship periods vary widely in lengilgso within a trade. The average length
of apprenticeship is shortest in Hair Dressing loss while it is longest in Auto
Mechanics. It appears that several of the “appreships” are rather short-term trainings
for specific skills sets.

High dropout rates (43 per cent) indicate that iator agreement between MC and
an apprentice is not sacrosanct. Most apprentioek wix days per week and work
between 6 and 9 hours per day. Contrary to findifngen a study in Tanzania, most
apprentices remain within the stipulations of th® IWeekly Rest (Industry) Convention
(No. 14) stating that working time in industrialdertakings should be limited to eight
hours per day and 48 hours per week. However, ivdg of the apprentices do not have
the right to annual leave.

With respect to social security, nearly all appied (97 per cent) are covered in case
they break tools or equipment in the enterpriseaddition, most apprentices (70 per cent)
are taken care of by their MCs in case of illnes®aupational injury and receive sick

pay.

The study findings suggest that both MCs and apioesn show little interest in
participating in formal skills recognition mechams This might be due to lack of
information on existing procedures, complex procedunon-availability of trade test in
the trade, cost factor, and low value attributedotonal certificates. The relatively high
prevalence of informal certificates or referencétels, however, proves that MCs
acknowledge the need to provide credentials to ugiadl apprentices for improved
recognition of their skills. Further research igded to elucidate this issue.

Financing arrangements and the sharing of beregfidscosts are key components of
the institutional framework in which informal apptiEeship is embedded. Both parties
invest - MCs invest time to train and the majodfyMCs provide wages or pocket money,
food and working clothes, and apprentices proviggrtlabour service and some (33 per
cent) pay fees. Financial arrangements are flexibaning that MCs adapt the amount of
fees to the financial capacity of the apprentice tteir family). Fees are not seen as
sufficiently high to provide an incentive for tagion apprentices.

Findings confirm that apprenticeship duration isedily related to the financing
arrangement: If the period is longer, apprenticeseasingly contribute to the enterprises
productivity and thus pay for their training thrdutheir labour service. MCs who offer
shorter apprenticeship periods, charge fees omaages less than average.
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5. Effectiveness and relevance of informal
apprenticeship

This section discusses the effectiveness and mtevaf informal apprenticeship
training. This covers issues around the trainimagess, contents, training and development
of MCs, dropout rate, output and outcome of trainin

5.1 Training process

Training of apprentices is largely guided by the Miough SWs also train them.
Apprentices mentioned that they learn from MCs §B¥ cent), SWs (25 per cent) or both
of them (18 per cent).

In qualitative interviews, MCs described differesteps they follow when training
apprentices: First, they would introduce tools Btcpprentices observe others. Then they
would start performing simple tasks under supemnisind receive feedback. Later on, they
would move to more difficult and complex tasks,oalsder supervision, until they can
finally work independently. Box 2 provides an exdeip carpentry.

Box 2: Example of informal training plan in carpentry

The introduction to the trade during the early stages of the apprenticeship usually involves
asking the apprentices to smoothen pieces of timber with sand paper. As they are doing this, they
also observe how the MC carries out various activities. Once the apprentices start getting
adequate knowledge of the various tasks that are carried out in the enterprise, they are then
introduced to working on some of them. For example, the trainer-MC or SW may ask the
apprentices to work on a piece of timber. As the apprentices are carrying out the task, they
observe and give comments on how they are handling the tool being used etc. Once the final
product is produced, the apprentices are asked some questions on the output. Such a task may
be repeatedly given to the trainees until the trainer is satisfied that the apprentices have mastered
it. Then they can be asked to carry out other related tasks until they are exposed to all the key
activities that take place in the enterprise. At the end of it all, the apprentice may be asked to
make a chair of a certain design on his/her own.

All the trades covered under the study adopt simhilans of training process. During
training, many MCs explain underpinning knowledgeq section 5.2.1), usually by calling
all the apprentices together. As shown in tablesil@h theoretical instruction generally
takes place during idle hours of the day. It wa® adointed out that some MCs may give
books to their apprentices to read, particularlgmwthey prepare for a Trade Test.
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Table 19: Time of instructing apprentices

Time of instruction Frequency Per cent
In idle hours 47 443
At given times per day/week 22 20.8
In the evening 13 12.3
In the morning 11 10.4
As they are working 4 3.8
Any time 4 3.8
Never 2 1.9
Upon request 2 1.9
On weekends 1 0.9
Total 106 100.0

The survey indicated that eight out of 106 MCswadld apprentices to go to other
businesses for complementary training elsewherer Bend them to experts in their
specific area, two to neighbouring enterprisestarmdeave it to the apprentice’s choice.

5.1.1 Contents of training

Contents of training mainly focus on technical IskflLOO per cent response). As may
be seen from table 20, 27 per cent of enterprifss @ovide underpinning knowledge
about the trade, 16 per cent provide training da bandling of tools and material, 12 per
cent cover enterprise organization and about T@et provide training on maintenance of
machines. Although most of the MCs do not teachrepnéneurial skills, apprentices
acquire these skills by observation and practice.

Table 20: Type of skills provided (multiple responses)

Type of skills provided N Per cent of cases
Technical skills 106 100.0
Theoretical background information 29 274
Workshop organization, workflow of production 13 12.3
Maintenance of machines 9 8.5
Accounting and cost calculations 2 1.9
Purchasing of materials 1 0.9
Negotiating with customers 2 1.9
Marketing and advertising 1 0.9
Safe handling of tools and material 17 16.0
Total 180 169.8

Enterprises had sufficient workload to provide fiat on-the-job training to
apprentices. During the survey, 76 per cent of M@s reported that the amount of
workload was very high, only 5.8 per cent statedas low.
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5.2 Training and development

This section discusses skills upgrading practi¢éd@s and apprentices.

5.2.1 MCs

MCs need to upgrade their skills and knowledge taintain or improve
competitiveness of their enterprises and to proviglevant and up-to-date training to
apprentices. MCs indicated different methods used skills upgrading include (see
figure 17): own ideas (52 per cent); observing H@8 per cent); talking to other MCs
(28 per cent); or reading (19 per cent).

Figure 17: MC’s ways of acquiring new skills (multiple responses)
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Only 4 per cent of MCs have participated in skilfggrading courses. Direct cost of
the training (38 per cent) and opportunity cost [§82 cent) are the main factors that limit
most MCs to attend skills upgrading courses. THixg per cent of MCs do not feel the

need to attend further training courses, and aaugit 7 per cent, appropriate courses are
not available.

Since cost is a key issue, support from governraadt other agencies is desirable.
TEVETA runs skills upgrading courses for MCs andoaprovides training fees for
apprentices. However, awareness about TEVETA asdpibgrammes needs to be
improved. Twenty-seven per cent of MCs do not kif@dETA. Only 6 per cent of MCs
mentioned that they have benefited from TEVETA paogmes. Box 3 mentions support
by TEVETA for skills upgrading of MCs.
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Box 3: Skills upgrading in carpentry

Mr. Laston Marichi, a carpenter from Mchesi in Lilongwe City, attended a skills upgrading
course at Don Bosco Youth Technical Institute, which was organized through TEVETA. TEVETA
staff introduced the plan for the course to MCs through their association. Mr. Marichi said that
most of the artisans attended this meeting and showed a lot of interest. However, only ten MCs
turned up for training as they have to bear cost and remain away from their workplace for a week.
He found the training useful and learnt many new things. However, many persons lamented the
loss of business while attending training.

The above case indicates need for flexible delivaryraining programmes as per
convenience of MCs. This will help minimize opparity cost and lead to favourable cost-
benefit. In addition, training should be focused ameet specific needs of MCs.

5.2.2 Apprentices

Apprentices can also complement training providgdCs to acquire broad-based
skills and knowledge for the trade. However, onle fapprentices in Auto Mechanics in
Lilongwe and one apprentice in Carpentry and JgiferBlantyre participate in formal
skills upgrading courses. Apprentices or their peedear the cost of training in all but one
case. The training period for all of them was a than less.

5.3 Training output

The average number of apprentices that each typedé had produced in the last
two years varied quite greatly (see table 21). [Dheest average number of graduates was
reported in Hair Dressing / Salon (1.8 graduates gueerprise) and the highest was
recorded in Food Processing (11.6 graduates perpeise).

Table 21: Average number of apprentices finalizing apprenticeship at MC's enterprise within
the past two years

Type of trade n Mean
Auto Mechanics 26 3.8 (3.290)
Panel Beating / Spray

Painting 6 6.2 (5.037)
Carpentry and Joinery 25 3.0 (2.111)
Hair Dressing / Salon 18 1.8 (1.478)
Food Processing 10 11.6 (9.192)
Welding 21 2.2(2.272)
Total 106 3.8 (4.567)

5.3.1 Dropouts

Some of the apprentices leave before completingrdiring programme. Table 22
shows that almost all the MCs, during the last fjwars, had some apprentices who left
before completing the training.
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Table 22: Number of apprentices who left without finishing the programme

Type of trade Mean
Auto Mechanics 3.7(9.793)
Panel Beating / Spray Painting 3.2 (2.563)
Carpentry and Joinery 2.0 (1.645)
Hair Dressing / Salon 0.7 (0.840)
Food Processing 9.9 (12.965)
Welding 1.9 (1.389)
Total 3.0 (6.653)

Several reasons are given by MCs for apprenticeppilng out of training (see
figure 18): Apprentices left for other opportun#i€31 per cent); failed to cope with the
training (25 per cent); are not ready to learn (#0 cent); are dismissed because of
misbehaviour (mainly theft) (11 per cent); and ficial problems (8 per cent). Besides 405

apprentices who finalized apprenticeship duringphst two years, 301 apprentices left the
enterprise. This means dropout rate is 43 perwhith is very high.

Figure 18: Reasons for apprentices leaving before end of programme
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5.4 Outcome of informal apprenticeship

Informal apprenticeship provides skills relevanttie labour market as it reflected
from the good outcome of the training in terms aiptboyment rates and opinion of
employers. This section discusses these issues.

5.4.1 Opinion of employers

Employers (usually MCs in the informal economy)r@pthat graduates of informal
apprenticeship systems have a higher level of sskitlan those trained in formal
institutions. The main reason for this is the thett the informal apprenticeship is strong in
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“learning by doing”, yet with a weaker theoretical background. One MCBiantyre
explained (see Box 4).

Box 4: MC’s opinion on quality of training through informal apprenticeship

My experience with informal apprenticeship is that this form of training is the best as
compared to formal training in Technical schools. | have noted that most professionals who
become very good in their trades are those who have been trained informally. Most students who
come for their practicals from technical schools really struggle when they join us. As a result, if
someone from a Technical College comes here to look for employment, | do not take them. This is
because | know that | have to train them again before they become good in what they are doing.
Let me give you an example: if | ask someone who is informally trained to make a sofa chair, they
can do everything up to sewing alone. However, most people from Technical Schools could only
be specialized in one part of the chair and not others. As a result, you need to employ a lot of
people for very few tasks which most informally-trained people can do alone.

Most of the MCs and SWs covered under the sample tieemselves learnt skills of
the trade through informal apprenticeship. The migjof them (80 per cent MCs and 77
per cent SWs) reported that the informal appresitigetraining undergone by them is very

important and relevant to their current job, wileper cent of the SWs and 20 per cent of
the MCs reported that the training was important

5.4.2 Employability of former apprentices

Graduates from informal apprenticeship easily filis as data from SWs and MCs
demonstrates. Eighty-five per cent of the SWs wipted to look for a job after
apprenticeship found a job immediately, compareth Wil per cent of the MCs, while
9 per cent of the SWs took more than 12 monthsnid & job and the percentage was
slightly higher (16 per cent) for MCs (see figu@.1

Figure 19: Time between finishing apprenticeship and getting a job
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Further, 47 per cent of SWs did the apprenticeshiphe same enterprise where they
are working. This shows that apprenticeship is Weestlect the best apprentices for future
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employment in the business — a very strong incenfr businesses to engage in
apprenticeship in order to save search costs.

5.4.3 Employability of apprentices graduated
from sampled enterprises

The information about employment outcomes of apjres trained by the MCs
covered in the survey is given in table 23. Tradeewnformation about employment is
given in figure 20. The findings show that only 8rent of graduated apprentices are
unemployed. The largest group of apprentices (28 gemt) is still employed in the
business where they are trained (43 per cent akafipes in Food Processing and 36 per
cent in Welding), others either set up their owsibesses (most in Carpentry and Joinery
and Auto Mechanics), or found a job in other snmlkinesses. Eighteen per cent of
apprentices found employment in the formal secitn ®anel Beating / Spray Painting (50
per cent of apprentices) and Food Processing (Rtey) providing the most promising
pathways to formal employment.

Table 23: Employment outcome of apprentices finalizing apprenticeship at MC’s enterprise within the past
two years

Employment outcome Number of apprentices Per cent
Employed within the same business 99 28
Employed in other small business 68 20
Set up their own business 66 19
Found a job in large enterprise/public sector 64 18
Don’t know 41 12
Unemployed 10 3
Total 348 100

Figure 20: Employment of apprentices, by trade
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5.5 Suggestions for improving informal
apprenticeship training

Informal apprenticeship provides training relevemtmarket needs but it has many
deficiencies. MCs and apprentices are asked toestigareas for improving informal
apprenticeship training.

Table 24: MCs’ suggestions for improving informal apprenticeship

Suggestions Per cent of response
Enough tools, equipment and space 57
More skills for MC 13
Capital to expand 12
More work needed in workshops 5

Support from Government through TEVETA

Motivate apprentices (e.g. pay allowance)

Training institutions should support garages

Good relation between apprentices and enterprise owners
Nothing

Register the business

More training time

- NN WS

Three main recommendations of the MCs are: ‘sufictools, equipment and space
(57 per cent)’, ‘more skills for MCs (13 per cen@ihd ‘capital to expand (12 per cent)'.
These three suggestions account for 82 per cemispbnses. Table 24 shows suggestions
of MCs for improving training.

MCs and SWs also indicated type of skills that #thdoe upgraded (see figure 21).
Technical skills is the main area both SWs (97 qgant) and MCs (86 per cent) are

interested in, followed by theoretical knowledgdatiag to their trades. Workshop
organization and safe handling of tools are algmoirtant areas.

Figure 21: Type of skills to be upgraded
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Apprentices also highlight a number of areas fgorisnement. The most important
area is the need for more tools and work in thererises (60.2 per cent), followed by
need to raise willingness of MCs to teach thempodide supplementary formal training.
Responses of the apprentices are shown in figure 22

Figure 22: Apprentices’ suggestions for improving informal apprenticeship
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MCs said they will let apprentices attend suitatdenplementary training if provided
as per timing convenient to them. The best tim@sstgd for additional training courses is
highlighted in Table 25.

Table 25: Time suggested by MCs for additional training courses for apprentices

Suggested time Frequency Percentage
In the evening 52 49.5
In the morning 35 33.3
Any time 10 9.5
In the afternoon 4 3.8
On weekends 3 29
One day per week 1 1.0
Total 105 100.0

5.6 Conclusions

The majority of SWs and MCs who opted to seek egmpbnt after finishing their
own informal apprenticeship easily found jobs. Timsans that the skills they acquire are
relevant to the trades they have chosen.

Employment outcomes of apprentices who graduateah fihe sampled businesses
within the past two years are very positive: onlye2 cent are unemployed, one out of four
apprentices remained in the same enterprise, amana@rone out of six each found
employment in the formal economy, in another srbakiness or opened a business of
their own. Unlike findings in Tanzania where MCs awell informed about current
employment situations of their past apprentices,sM@d lost contact to around 10 per
cent of graduated apprentices. This implies theiasoetworks in Malawi are likely to be
less pronounced and that apprentices seek lessrsdppn MCs after graduating. While
in Tanzania, around 80 per cent of all graduatquteagices opened their own business,
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labour markets in Malawi seem to offer more ativ@éctvage employment opportunities —
or higher barriers to setting up new businesses.

Apprentices learn mostly technical skills, coupledth theoretical background
knowledge of the trade, and knowledge about safellimg of tools in some enterprises.
MCs follow informal training plans, and upgrade ithewn skills through own ideas,
observing or talking with other craftspeople in thade, or reading books or the internet. A
very small number of MCs and apprentices partieipatskills upgrading courses outside
their own enterprise.

In order to improve informal apprenticeship, bottC8and apprentices mention
improved access and availability of quality toofsl aquipment, and enhanced skills for
MCs, among others.
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6. Conclusions and recommendations

This study was carried out with the main objectiée€onducting an in-depth research
on the informal apprenticeship system in Malawie Knowledge gained from this study is
meant to guide policy makers and researchers irldewg suitable interventions for
strengthening informal apprenticeship.

Several lessons have been learned from the stgditse

1. The study findings have established that inférapgrenticeship in Malawi is an
ancient system. Most artisans in urban areas dsaweh rural areas informally pass on
their skills in various trades to young personssla main avenue to acquire skills and
employment, particularly for school dropouts and fmersons from poor families.
However, the study found that youth do not percefermal apprenticeship as a preferred
path for career. Apprentices are relatively old wistarting apprenticeship (23.4 years on
average) as they try various options before joinimiggrmal apprenticeships. A large
majority of apprentices did not opt for formal trig for reasons of cost and also because
of ineligibility to meet minimum entry qualificatiorequirements. Further research would
be needed to better understand the obstacles @éssatdormal apprenticeship at a younger
age, and to identify ways to smoothen transiticosnfschool to workplace learning by
means of informal apprenticeship.

2. Effectiveness and relevance of informal appeestiip training is good, as 85 per
cent of apprentices who graduated during the Vastyears got employment. In addition,
informal apprenticeship is a good means to proreateepreneurship as most MCs learnt
the trade by this method (87 per cent).

As Nell (2010) says, the advantages of informahing, as seen in traditional or
informal apprenticeship, are: that it does not h@veonform to set times; the workplace,
which is also the training venue, is accessibles itsually relevant to the market in which
the MC operates; there are few entry qualificatioeguired; and it is affordable for the
rural and urban poor. However, informal apprentigessystem is facing a number of
challenges, which are discussed below.

3. There is very high demand for apprenticeshimittg within urban areas. Gender
segregation is very pronounced in apprenticestddes; most of the trades are male
dominated. The study shows that access to peoptd disabilities to informal
apprenticeship is possible.

MCs stress that — besides economic reasons fatirgffapprenticeship — they train
out of social responsibility. Most of the MCs prdeian allowance, a wage to apprentices
which increases as the apprentice gains more skitsvever, some MCs charge fees
which are not substantial. The study also findati@h between wages, fees and training
duration. If the period is longer, apprentices @asingly contribute to the enterprises
productivity and thus pay for their training thréutheir labour service. MCs who offer
shorter apprenticeship periods, charge fees orvmayes less than average. Financial
arrangements are flexible, meaning that MCs adagtaimount of fees to the financial
capacity of the apprentice (or their family). Feme not seen as sufficiently high to
provide an incentive for taking on apprentices.

4. It can be concluded that apprentices acquirie $kiéls largely based on trust of the
MCs as most of them do not sign a written contralts is a major risk to the apprentices.
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The duration of the apprenticeship depends onkedsat which the apprentice acquires
the skills of a given trade, but also depends encimplexity of the skills taught. Yet,
apprenticeship periods vary widely in length, algthin a trade. The average length of
apprenticeship is shortest in Hair Dressing / Salohile it is longest in Auto Mechanics.
It appears that several of the “apprenticeships’rather short-term trainings for specific
skills sets. This issue also deserves further reBesince it implies that the informal
apprenticeship system — learning the skills farade in an MC'’s business — coexists with
short-term training for specific skills sets. Quass as to the motivation and prior
knowledge of trainees opting for shorter trainintye employability of graduated trainees
compared to graduated apprentices and the inceraiviICs to offer these short trainings
(partly without charging fees) need to be addressed

5. MCs state that maturity, trustworthiness anell@¥ formal education are the most
important criteria for them to select apprentid€isship still plays a considerable role for
access to informal apprenticeship. Apprentices, toosider reputation and geographical
vicinity of the enterprise when approaching an MECdpprenticeship.

6. Apprentices mainly acquire technical skills,lwitome MCs providing inputs on
underpinning knowledge. MCs follow informal traigiplans, and upgrade their own skills
through own ideas and by observing or talking weither craftspeople in the trade. A very
small number of MCs and apprentices participatskils upgrading courses outside their
own enterprise. This puts a serious constraintroriging training on new technology and
business skills.

7. The informal economy in Malawi is very large tdregeneous, disorganized and
unregulated. One of the elements that shows tleasdbtor is unregulated is the fact that
most enterprises are not registered, whether wighcity assemblies or with the Malawi
Revenue Authority. Most trades covered in the stsidgw positive growth potential but
their growth is constrained by difficulties in asseto business space; upgrading
technology and skills; to business developmentisesvand microfinance; and stiff
competition.

8. It can be concluded from the study that the nitgj@f apprentices are provided
with some basic social security (support for meldioats and wages during illness) during
the training. Apprentices are also generally nohatieed for damage to tools and
equipment. High dropout rates (43 per cent) indithat contract or agreement between an
MC and an apprentice is not sacrosanct. Therensed to devise suitable incentives and
mechanisms so that apprentices complete the appsiip training. Working hours per
week are found to be within acceptable limits. Hegre two-thirds of the apprentices do
not have the right to annual leave.

9. Lastly, the study suggests that very few MCs amgrentices participate in formal
skills recognition mechanisms. This might be duelack of information on existing
procedures, complex procedures, non-availabilityrafle tests in the trade, cost factor,
low value attributed to formal certificates. Recitigm of skills and mobility is a challenge
for informal apprenticeship. Further research isdeel to elucidate this issue.

To improve informal apprenticeship, both MCs andraptices suggest, among
others, improved access and availability of qualitgls and equipment and space, and
enhanced skills (technical, pedagogic and entrejmgd) for MCs. MCs also suggest
access to capital and markets is important.

The research findings lead to the following recomdations to improve informal
apprenticeship:
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Informal apprenticeship practices are embeddeddraband economic context and these
have evolved without government support. Howeveveghment needs to intervene to
improve informal apprenticeship system but itsriveations need to be designed
carefully without distorting basic principles. Farample, the system has an in-built
mechanism to balance demand and supply of artif@tiatives aiming at turning
microenterprises into training institutes by infieeng MCs to recruit more apprentices or
by encouraging training providers to select appcestmay distort the system.

Government and community should recognize the itaporole being played by the
informal apprenticeship system for skills developiremnd employment promotion.
Government could introduce awards for best MCsteattk associations to promote good
practices. Local bodies should help in resolvinglleimges regarding space for workplace
and marketing their products. Government shoukhgthen microfinance and business
development services (BDS) providers.

Government should earmark a portion of nationalgetidind training levy for improving
informal apprenticeship.

Effectiveness and relevance of training can be avgul by building capability and
capacity of MCs, apprentices and trade associat@rimproving learning environment,
production processes and work practices at the plack.

MCs need better technical, pedagogic and entrepriahskills, as well as knowledge
about markets, new technology and processes, BB&amofinance institutions and
benefits of formalizing businesses. MCs also neggart and training to improve
Occupational Health and Safety standards and warttipes at the workplace.

Apprentices may be provided with underpinning krexge and skills (hnumeracy,
literacy, life, entrepreneurial and supplementaghnical skills). Apprentices completing
training could be provided post training suppoduling mentoring, BDS and
microfinance support. Apprentices may undergo stewr institutional training before,
during and at the end of apprenticeship.

MCs should be encouraged to form trade associaéindgo agree to let associations and
local community perform a watchdog role of the @ppiceship process which includes
defining terms and conditions of training, registgrcontracts, monitoring training and
mediating. As some of the trade associations malwitd their capacity to perform the
role of a facilitator of training and other sengageeded by MCs and apprentices
including trade testing and certification.

National trade testing mechanism should be adaptd@ needs of graduated apprentices
to facilitate recognition of skills acquired thrdumformal apprenticeship.

Linkage and mobility between trade testing cemiificand TEVETA qualifications should
be established for facilitating graduates of infat@pprenticeship to acquire higher
qualifications. In this regard, bridge coursesdquare additional knowledge and skills
will be helpful.
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Appendices
List of interviewees

Name

Title

Organization

1. Mr. Ellard Paliyani

2. Mr. Jordan Banda

3. Mr. Christopher Yohane
4. Mr. Albert Wasiri

5. Mr. George Mindano

6. Mrs. Juliana Madangwe
7. Mrs. E. Nanthulu

8. Mr. Mwalija

9. Mr. Yusufu Alide

10. Mr. K. Nkhonjera

11. Mr. M. Mwasikakata
12. Mr. Mchawa

13. Mr. Ishmael Ali

14. Mr. C. Gondwe

Motor Vehicle Mechanic
Informal Sector Officer
Informal Sector Officer
Curriculum Development Coordinator
Public Relations Officer
Senior Computer Operator
Secretary

Rehabilitation Manager
Executive Director

Principal

Deputy Labour Commissioner
Instructor

Informal Sector Specialist
Head of Training Programmes

Paliyani Garage, Lilongwe
TEVETA - Lilongwe

TEVETA - Lilongwe

TEVETA - Blantyre

MACOHA - Blantyre

MACOHA - Blantyre

MACOHA - Blantyre

MACOHA - Blantyre

TEVETA - Lilongwe

SOS Vocational Training Centre
Ministry of Labour

Don Bosco Youth Technical Institute
TEVETA - Lilongwe

TEVETA - Lilongwe

List of people who attended the draft report presentation

Name Title/Organization

1. Edwin Mguwata MEDI, Head of Entrepreneurship
2. C.C. Gondwe TEVETA

3. R.D. Chandidya TEVETA

4. Bahat Nyirenda CAYO

5. Wilson Makuluwiza TEVETA

6. Elliot Mulanje TEVETA

7. Phanud Hamsini TEVETA

8. Anthony Mwamukonda Hypher AID Research

9. Yusuf Alide TEVETA

10. David Mulera UNESCO Commission

11. Malitso Gomani TEVETA

12.Fanny Nkunika TEVETA

13. Steven Mulenga MUTIS

14. Frank Binauli Training Consultant/Madson Business Advisory
15. Ishmael Ali TEVETA

16. Jordan Banda TEVETA

17. Denis Kalekeni MCTU

18. Wales Chakukuma IGOA

19. Ali Kundaje IGOA

20. Oliva Chawinga Marketing Specialist - DEMAT Centre
21. Miriam Gachago CTA-ILO

22. Fr Mkandawire UNESCO Commission

23. J.W. Chafa UNESCO

24. A.A. Chirambo
25. Archangel Bakolo
26. Bright Gonani

27. Fanny Mthunzi

TUST-OVAY Coordinator — TEVETA
Education Advisor — Out of School Youth

NPL
ILO - LUSTECH
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Additional tables based on survey findings

Table A1: SW weekly income (MWK)

Type of trade n Mean
Auto Mechanics 25 4450.00 (4119.314)
Panel Beating / Spray Painting 6 3000.00 (2196.588)
Carpentry and Joinery 25 6646.00 (4778.989)
Hair Dressing / Salon 15 3910.00 (3594.848)
Food Processing 10 2976.00 (1534.791)
Welding 21 5209.52 (6014.163)
All 102 4835.39 (4517.589)
Table A2: MC trade by highest level of education (actual counts)
Junior Senior
secondary Junior secondary
not secondary not Complete
Primary Primary completed completed completed O-Level Terti-
Type of trade None (Sdt1-5) (Std 6-8) (Form1-2) (Form 2) (Form 3-4)  (FormIV) ary Total
Auto 0 1 9 2 1 2 8 2 25
Mechanics (0%) (4.0%)  (36.0%) (8.0%) (4.0%) (8.0%) (32.0%)  (8.0%) (100%)
ranel Bealing 0 0 1 0 1 1 2 0 5
Pai?1tir¥g (0%) (0%)  (20.0%) (0%) (20.0%) (20.0%) (40.0%) (0%) (100%)
Carpentry and 1 2 9 2 5 3 3 0 25
Joinery (4%) (8.0%)  (36.0%) (8.0%) (20.0%) (12.0%) (12.0%) (0%)  (100%)
Hair Dressing / 0 0 1 1 1 3 10 1 17
Salon (0%) (0%) (5.9%) (5.9%) (5.9%) (17.6%) (58.8%)  (5.9%) (100%)
Food 0 0 0 0 0 0 5 5 10
Processing (0%) (0%) (0%) (0%) (0%) (0%) (50.0%)  (50%) (100%)
0 0 6 1 3 3 7 1 21
Welding (0%) (0%) (28.6% (4.8%) (14.3%) (14.3%) (33.3%) (4. 8%) (100%)
1 3 26 6 1 12 35 103
Total (1%) (2.9%)  (25.2%) (5.8%) (10.7%) (11.7%) (34.0%) (8.7%) (100%)
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Table A3: SW trade by highest level of education

Junior Junior
second-  second-  Senior
ary not ary secondary
comple- comple- not Complete
Primary Primary ted (Form ted (Form completed  O-Level Terti-
Sector None (Sdt1-5) (Std 6-8)  1-2) 2) (Form 3-4)  (FormIV) ary Total
Auto 0 2 1 7 3 4 8 0 25
Mechanics (0%) (8.0%) (4.0%) (28.0%) (12.0%) (16.0%)  (32.0%) (0%) (100%)
Panel
Beating / 0 1 1 2 1 1 0 0 6
Spray (0%)  (16.7%) (16.7%)  (33.3%)  (16.7%) (16.7%) (0%) (0%) (100%)
Painting
carpenty 0 2 10 1 4 3 5 0 25
Joinery (0%) (8.0%) (40.0%) (4.0%)  (16.0%) (12.0%)  (20.0%) (0%) (100%)
g?;rssing / 0 1 3 3 2 2 70 18
Salon (0%) (5.6%) (16.7%)  (16.7%)  (11.1%) (11.1%)  (389%) (0%) (100%)
Food 0 0 3 1 1 0 5 0 10
Processing (0%) (0%) (30.0%)  (10.0%)  (10.0%) (0%)  (50.0%) (0%) (100%)
1 3 8 4 2 1 2 0 21
Welding (4.8%) (14.3%) (38.1%)  (19.0%) (9.5%) (4.8%) (9.5%) (0%) (100%)
1 9 26 18 13 11 27 0 105
Total (1.0%) (8.6%) (24.8%) (17.1%) (12.4%) (10.5%) (25.7%) (0%) (100%)
Table A4: Apprentices’ trade by highest level of education
Junior Senior
Junior second- second-
secondary ary ary not
not comple- comple- Complete
Primary Primary completed ted (Form ted (Form O-Level
Type of trade None  (Sdt1-5) (Std 6-8) (Form1-2) 2) 3-4) (Form IV)  Tertiary Total
Auto 0 1 2 4 2 4 13 0 26
Mechanics (0%) (3.8%) (7.7%) (15.4%) (7.7%)  (15.4%)  (50.0%) (0%) (100%)
Panel
Beating / 0 0 1 1 1 3 0 0 6
Spray (0%) (0%) (16.7%) (16.7%)  (16.7%)  (50.0%) (0%) (0%)  (100%)
Painting
Carpentry 0 0 16 2 2 4 1 0 25
and Joinery (0%) (0%) (64.0%) (8.0%) (8.0%)  (16.0%) (4.0%) (0%) (100%)
g?;rssing / 0 0 3 3 2 2 8 0o 18
Salon (0%) (0%) (16.7%) (16.7%)  (11.1%)  (11.1%)  (44.4%) (0%)  (100%)
Food 0 2 4 0 0 1 2 0 9
Processing (0%)  (22.2%) (44.4%) (0%) 0%) (11.1%)  (22.2%) (0%)  (100%)
0 4 6 5 1 2 3 0 21
Welding (0%)  (19.0%) (28.6%) (23.8%) (4.8%) (9.5%) (14.3%) (0%) (100%)
0 7 32 15 8 16 27 0 105
Total (0%) (6.7%) (30.5%) (14.3%) (7.6%) (15.2%)  (25.7%) (0%) (100%)
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Employment Reports

2008

1-F

2009

5>-FR

Apprenticeship in the informal economy in Africeorkshop report,
Geneva, 3-4 May 2007
ISBN 978-92-2-120202-8 (print); 978-92-2-120203A pdf)

L’Apprentissage dans I'économie informelle en Afréq Rapport d’Atelier,
Geneve, 3 et 4 mai 2007
ISBN 978-92-2-220202-7 (version imprimée); 978-9220203-4 (web pdf)

Report on the training and up-skilling of vulnemlgroups in TPSEP countries:
Brunei Darussalam, Chile, New Zealand and Singapore
ISBN 978-92-2-122097-8 (print); 978-92-2-122098a pdf)

Learning from the 1997-1998 Asian financial crisis:
The ILO experience in Thailand and Indonesia
ISBN 978-92-2-122387-0 (print); 978-92-2-122388~& pdf)

ILO role in economic and financial crises:
Lessons from the 2002 Argentine crisis and itsraféeh
ISBN 978-92-2-122389-4 (print); 978-92-2-122390a& pdf)

Decent Work issues in poverty reduction strategiebnational development frameworks:
A seminar report — 15-17 December 2008;

International Training Centre Turin

ISBN 978-92-2-122624-6 (print); 978-92-2-1226252 pdf)

Questions relatives au travail décent dans letégiies de réduction de la pauvreté et les
cadres nationaux de développement:

Compte rendu de séminaire — 15-17 décembre 2008;

Centre international de formation de Turin

ISBN 978-92-2-222624-5 (version imprimée) 978-9222625-2 (web pdf)
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2010

6 Mitigating a jobs crisis: Innovations in Public Elmpment Programmes (IPEP);
Maikel Lieuw-Kie-Song and Kate Philip
ISBN 978-92-2-123597-2 (print); 978-92-2-123598x2 pdf)

7 Promoting job creation for young people in multioaal enterprises and their supply
chains: Liberia;
ISBN 978-92-2-124067-9 (print); 978-92-2-124068A& pdf)

8 Promoting job creation for young people in multioaal enterprises and their supply

chains: Sierra Leone;
ISBN 978-92-2-124296-3 (print); 978-92-2-124297@ pdf)

9 A study on informal apprenticeship in Malawi;
Ashwani Aggarwal, Christine Hofmann, Alexander Phir
ISBN 978-92-2-124409-7 (print); 978-92-2-124410a2 pdf)

More publications of the Employment Sector can be found on:
http://www.ilo.org/employment
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Employment Sector

For more information visit our site:

http://www.ilo.org/employment

International Labour Office
Employment Sector

4, route des Morillons
CH-1211 Geneva 22

Email: edempdoc@ilo.org
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