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Abstract

This paper, using desk review and document analgsithod, discusses the role of labour administmatio
system services in the national development prockabour administration services, theoretically,
contribute towards the national development protegspractically this is not the case in Malawiheit
because officials from the Ministry responsible fabour administration services are not effectively
discharging their duties as required or governnenbt adequately financing the operations of gimur
administration services. This paper establisheat the focus of all the Malawi national development
policy frameworks is the reduction of poverty leselmongst Malawians and growth in Gross Domestic
Product (GDP); that the reduction of poverty lewedsld be a result of improved living standardpebple
that would be due to improved earnings or wageshef country working population resulting from
effective implementation of labour administrati@nsces; that growth in GDP means that there isvgro

in the production of outputs, the process mostuenced by labour (skilled) as one major factor of
production. The paper, through such establishd@djas, concludes that labour administration sesvies
play a great role towards the national developnpeatess. With this conclusion, it is thus justifalo
recommend that government’s political will and coitmnent with respect to financing for the effective
implementation of labour administration services niscessary and that Malawi government should
prioritize the enforcement of labour standardsulgtolabour inspections and skills development Bsde
improve compliance and workplace labour produdssitrespectively for improved GDP and economic
growth.

Key words/phrasesare: Labour administration system, National dewelent process, Gross domestic
product, living standards, and Economic growth.

Introduction

Every national development process is usually tiabby Government's formulated and adopted
strategic plans (the policy frameworks). These gldimat could be short, medium and long term
plans, are documentary policies against which alvegnment service deliverables are
implemented in order to bring about the countrysvelopment in terms of a country’'s
development desires that include economic growtbreothers. There are various government
services undertaken by various government minsstaied departments all of which contribute
towards the government’s set development goalshitnpaper, the Ministry of Labour’s roles,
that is, labour administration services, have h#isoussed to show their critical contributions in
the national development process in Malawi.

Labour administration services, theoretically, cimtte towards the national development
process but practically this is not the case inaMaleither because officials from the Ministry
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responsible for labour administration services ao¢ effectively discharging their duties as
required or government is not adequately finandhey operations of the labour administration
services (see table 1 in the appendix page). Therpaill first outline all labour administration
services undertaken by the Ministry of Labour. $ey the paper will discuss the Malawi
government's development strategic plans that haeen used and are being used since
independence in 1964. Finally the paper, with soda#a drawn from the government
documentaries and other relevant literature, Willstrate to show the contributions of the
outlined labour administration services towardsattainment of the development goals spelt out
in the current 2011 — 2016 Malawi Growth and Depsaient Strategy Il (MGDS II) policy
document.

Labour Administration Services

The International Labour Organisation (ILO) ConventNo. 150 — the Labour Administration
Convection- and its associated Labour Administrattecommendation No. 158 define Labour
Administration as “all the public administrationtiaities in the field of National Labour Policy.
National Labour Policy comprises of four main comgots namely: the employment promotion;
labour protection; industrial relations and labpalicy research.

The Public Labour Administration activities/sengceould be performed by a number of
institutional bodies or departments within and stimes outside Government Ministries or
Departments of Labour. Such institutions colledfivdorm what is known as Labour

Administration systems. Ministries or Department$ labour do perform the labour

administration activities in collaboration with ethGovernment ministries or departments with
complements from the private social partners -ethployees’ and employers’ organisations.

Labour Administration Services in Malawi

In Malawi, the Ministry of Labour is the Ministryirgctly responsible or mandated to formulate
and implement the Malawi National Labour Policgttform all the major components of Labour
Administration system as defined in the ILO’s LabAdministration Convention.

The Ministry of Labour's mandates are stipulatedthe laws of Malawi, in international
conventions as well as in other legal instrumente laws of Malawi include all those parliament
labour legislative Acts which comprise the folloginthe Public Service Act, No. 19 of 1994;
Labour Relations Act, No. 16 of 1996; OccupatioBafety, Health and Welfare Act, No. 21 of
1997; Employment Act, No. 6 of 2000; Workers Congaion Act, No. 7 of 2000; Pension Act,
No. 11 of 2011; and the Technical, Entrepreneuviatational Education and Training (TEVET)
Act, of 1999 (Cap. 55:06). In addition, there is ffenancy Labour bill (pending tenancy law) of
2011 as a proposed labour legislative Act to intcedsome more mandates for the Ministry. The
international conventions that include all the @8fied ILO"s conventions on labour standards by
Malawi government give further mandates for the istiy. Similarly is the case with the
Republican Constitution of 1994 which is a Malawpgeme law of the land.
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The administrative structure of the Ministry of loaly from its headquarters in Lilongwe extends
to the Regional and District labour offices. Distrlabour offices are located at the “Bomas”
(hearts or centres of the district administratiansgach of the 28 administrative district councils
in Malawi. District labour offices are headed bye tBistrict Labour Officers appointed by
Secretary for Labour to perform all the labour atlsiration system services at a district level on
behalf of the Ministry of Labour.

It is in the above regard that the Ministry of Labas a service Ministry is responsible to deliver
the following five set of public services as dedva the legislative Acts stated above. These are:
the industrial relations services; the public emgplent services: workers and pensions
administration services; trade testing servicestaaknical and vocational training services.

Industrial Relations Services

Industrial Relations is the establishment, develepimand maintenance of an acceptable,
mutually advantageous interaction system betweerethployees and employers together with
their respective organisations under the proteatiothe State - Government monitoring (Nel &
Rooyen, 1989; Slabbert, 1991; and Finnemore, 189%ited in SA-UP, n.d.)Good industrial
relations are prerequisite for the development actdevement of decent work and harmonious
relations at every workplace setting.

The Development and/or achievement of decent wark lrarmonious labour relations at the
world of work are some of the desired outcomes titoiasd within the Ministry of Labour’s
mission statement. Decent work refers to the prsef sufficient employment opportunities,
adequate social protection, and the access ofrigghivork as well as the availability of positive
progress in the social dialogue (ILO, 2004; MG-DW@@11).

Within the delivery of industrial relations servizeghe Ministry of Labour officials, that is, the
district labour officials are specifically respdnisi to undertake the following three tasks among
others: to enforce labour legislation through labmspections; to settle industrial / labour
disputes; and to conciliate and/or mediate labampiaints between disputing parties in the
employment relationship. Labour inspections areri@drout in workplace establishments /
enterprises, where there are workers employedderdo check the compliance of labour laws in
terms of working conditions set by government asimium legal standards of employment (ILO,
2005). Labour inspections have potential to prevant /or minimize the occurrence of
workplace labour disputes (Malema, 2013) which haegative effects on the workplace
productivities as a result of lost production odtpwperation and management costs in times of
industrial disputes (strikes/lockouts) which usydilsrupt normal workplace activities.

Public Employment Services

! Definitions and models of Labour relations (bobiapter 5) in the book: “A Validated model of theuBo
African labour relations system published by theivdrsity of Pretoria. Thirteen different but reldte
definitions of Industrial/Labour relations are givey thirteen different cited South African authorghis
book from pages 100-131.
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A district labour office performs three major pabémployment (employment bureau) service
functions namely: career guidance and counseliggjstration and placement of job seekers; and
generation and management of the labour marketnivg#tion or statistics.

With career guidance and counseling, the Labouceffwould be required to conduct career
talks at schools and colleges to students to telptmake informed decisions about their right
careers to choose and pursue. Self employmentudimg the much advocated rural self
employment, can be promoted as a result of effectareer guidance and counseling. On
counseling, the officer is required to carry outiegeling activities on those individuals entering
the labour market as well as those already in &ledr market working to enable them make
informed decisions on the alternative jobs avaflaiiio effectively deliver these functional
services, Labour officers are required to have dewiknowledge on the requirements of
particular careers and their demand on the labarkeh They are also required to have sound
knowledge of the labour market itself, to travedaly and to have interpersonal relationships
with employers. Both, traveling while at work anmhairing of knowledge through trainings, call
for adequate financing of the service activities.

With the registration and placement of job seekdéng Labour officer registers all those

individuals who avail themselves at the distrididar office seeking for employment where a
designed registration for employment register isdu€very registered job seeker who fails to
secure employment within 3 months from his/hergegtion date is required to renew his /her
registration. On the other hand, the placemenblofsgekers into employment involves selection
of the qualified and successful registrants byedhwloyer usually after conducting interviews.

Prior to this selection, the District Labour offiqgerovides the employer with a list of job seekers
with required qualifications and thereafter, theptayer is required to provide feedback on the
results of the interviews to the Labour officer the purpose of data recording and updating of
job seekers registers accordingly.

The job placement process is further enhanced lbgbaur officer’s activity of job canvassing.

Job canvassing involves the Labour officer, paldidy the employment exchange Labour
officer, to visit some potential employers to lolthgm to offer employment to suitably qualified
registered job seekers during when the officer alsiects, (as part of data collection work),
information on the demand for labour as well as/jgles advice on the available skills and legal
requirements regarding the employment issues, amitrag things.

Furthermore, the job placement activity is beingnptemented by another Labour officer's
activity of vacancy registration. With this lattetivity, it is within the government plans that fo
the public employment exchange services to be cateypthere is need for the registration of job
seekers and of vacancies so that some of the eegiistvacancies can be easily filled by the
already registered job seekers provided they aaéfigal to meet the vacancy requirements hence
the concept of ‘employment exchange’ applies.
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With vacancy registration, an employer who wisteegetruit through the district labour office is
required to complete a prescribed vacancy notifioatorm at labour office as part process of
vacancy registration. The activity of vacancy ragison or notification is important as it
provides data on the employment opportunities éndistrict into the labour market information
data system. However, the only challenge is thetfeat employers are not legally required to
notify or to place their job vacancies at labouices hence a number of existing employment
vacancies in the district would not be captured &ndwn for filling thereby affecting the
effectiveness of the employment exchange servitieetlg. This challenge can be addressed by
putting in place, the country employment policy witlear defined guidelines requiring all
employers in need of employing workers to be pladimeir vacancies at labour offices. This
policy should therefore be backed by possible amemds to be made within the relevant
existing labour legislative Acts. Note that, regiibn and placement of job seekers and vacancy
registration when effectively managed have the mi@kto address the problem of gap links
within the labour markets where employers in neefillttheir vacancies are unable to link timely
with the unemployed job seekers.

With the generation and management of labour mankatmation, the Labour officer is required
to collect and collate the required labour markdorimation (periodic labour market surveys)
such as share of women employed in the formal eympat for example. The Labour officer is
required to provide statistics on labour force,etyf labour available, sectoral distribution of
labour and the employment structure by occupati@mal industry. Furthermore, the Labour
officer is required to draw comments on employmiie, structure and trends and also the
potential areas for investment by sector and inglu3the District Labour officer is required to
perform this service function of management anceggion of labour market information under
the supervision of the Director of planning sersioé the Ministry of Labour and in collaboration
with the Director of planning and/or M & E officet the district level. With guidance of the
Ministry’s planning directorate and the districtuogil’'s planning section, a steering committee,
the Labour Market System Steering Committee (LMS$Céstablished with a role to define
dimensions of labour market information at the rdistlevel from time to time. These
employment dimensions serve as directory guidelfioethe District Labour officer to discharge
his/her duties within the activity of the generatend management of labour market information.

Furthermore, the activity of generation and managenof labour market information is being
complimented by a Labour officer’s activity of emyphent contracts attestation. With contract
attestation, a Labour officer attests to contratesmployment or renewals. This activity involves
mainly the seasonal employment within the agricaltsector such as the tobacco, tea, cotton
industries etc. The attestation process requires party to the employment contract to sign in
the presence of a Labour officer who ensures (asqgfahis/her enforcement role to promote
compliance with labour laws) that, details contdiirethe employee/employer work contract are
in line with laws. This attestation work, througbntract copies given and maintained by Labour
officer, provides as source of employment data ggin to be fed into the labour market
information system.
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Finally, to emphasize on the important role of fhgblic employment services, the World
Economic Forurh in January 2014, observed that “the public empleyt services have an
important role in ensuring that the return to jobwgth does not come at the expense of lower-
quality skill matches and thus recommended theafisgctivation strategies which should not
only focus on the immediate benefit of filling aj@acancy, but also consider the long-term
consequences of training and placement decisions inglividuals’ employability and
adaptability”.

Workers Compensation and Pensions Administration Seices

Ministry of Labour has a mandate to process workamsipensation claims on behalf of
employers to their injured employees both in thélipuand private sectors. This mandate is
stipulated in the Workers Compensation Act, Nof 2@00. The Act’s overall aim is to provide

for compensation for injuries suffered or diseasastracted by workers in the course of their
employment or for death resulting from such injsrier diseases; and to provide for the
establishment and administration of the workerspemsation fund.

The workers compensation fund is not yet estaldisteestablished, it will be a pool of moneys
to be administered by the Workers Compensation Csgiomer as a State controlled fund.
Among other sources, the employers’ annual paiésgssents/contributions into the fund will
form a major part of the pooled compensation mon&gwernment as employer is also amongst
the employers to pay the assessment hence thexggeaif the employers’ contributions into the
fund. The fund, among other uses, will be used &xempayments to eligible workers or their
dependants as compensation as well as to settléullagxpenditures incurred by the
Commissioner while carrying out his/her functiofsvo advantages with this compensation
arrangement include: first, there would be totadusance for the availability of funds for
compensation at anytime, the compensation dues, fugsice the delays in processing beneficiary
claims as is currently the case would be histoegpad, Government funding pressure would be
eased since the Act provides for the fund Commissido use part of the pooled moneys for
his/her work operational costs.

In absence of the workers compensation fund, Govent is using the system of Individual

Employer Liability (IEL) as was provided for in th¥orkmen’s Compensation Act of 1946 and
its subsequent repeal Act of 1990. This systemeadplaced with the establishment of the
Workers Compensation Fund is however retained bydw Workers Compensation Act of 2000
as proper method of settling claims of minor emplsywho may be exempted by the new Act
from making annual contributions into the Statetamled fund. Under the Individual Employer

Liability system, the Ministry of Labour is requitedo send a claim for compensation to the
employer of an injured or dead worker and transthiésreceived claimed amount to the worker
or his/her certified dependants to mark the endanfipensation process. Lack of the available
readily funds for compensation and the inadequaterational funding for the office of the

>World Economic Forum Global Agenda Council on Enyplent — Matching Skills and Labour Market
Needs: Building Social Partnerships for Better ISkind Better Jobs, held in Switzerland, 22-25 danu
2014.
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Workers Compensation Commissioner are currentlynta@r challenges affecting the smooth
delivery of workers compensation processes in Mialawaddition this IEL system is found to
have shortfalls as it provides only the lump-sunynpant and no any periodical payments
thereafter, a process that would be potential themeorkers compensation as one good form of
social insurance security for the incapacitatedkens in Malawi. Unlike the compensation fund
(the pool) system with a provision for additionalmpensation to the already paid amount to be
payable out of the fund on approval by the Work&sspensation Trustee Board (WCTB) to the
injured worker who suffers the permanent total pamty such that the injured worker is left to
require some constant help of another person.

Apart from processing workers compensation as @ fafr social security for the injured worker,
Ministry of Labour is also mandated to undertakensoroles with respect to pension
administration. This work is in two components. sEirthe Ministry has a role to check
compliance with respect to provisions of the newdi@n Act of 2011. The overall aim of the
pension Act of 2011 is to provide for mandatory gien in Malawi where every employer
becomes obliged to make provision for pension fiethler employees and to provide for the
establishment of the Contributory National Pengoheme (CNPS). In addition, the Act requires
the employer to maintain a life insurance policwarofor each employee with a minimum
amount equivalent to the employee’s annual pensieramoluments. The accumulated pension
fund contributions will act as a form of national/éstment. This is the case because one of the
pension Act’s objectives is to foster the agglomieraof the national savings in support of
economic growth and development of the countryeassipn funds will be allowed to be loaned
out to earn interests. Second, the Ministry hasl@ to receive pension moneys from foreign
countries as payments to Malawian Pensioners (tlawan migrant workers) who had worked
abroad. With this function, the District Labourioéfr periodically, receives through the Workers
Compensation and Pensions division office, pensioneys for the Malawian migrant workers
who had worked in Zambia, South Africa, Tanzania a@imbabwe. These moneys are for
terminal benefits; for long service rendered andnmensation for injuries suffered during
employment while working in such countries. Furthere, the District Labour officer does the
verification of migrant pensioners’ presence in 8@l Various pension institutions in those
foreign countries send life certificates to Malaminually for pensioners to sign so that their life
or death is known for the continuity or discontigudf pension remittance.

The Ministry's effective service delivery in respef pension administration service is bound to
be of more advantageous both to the individual ficinges as well as to the nation as a whole.
First, individual employees will be guaranteed wéibcial security in terms of access to their
saved pension benefits upon retirement; and thetged Malawian Pensioners who had worked
abroad will continue receiving their terminal batseind compensation thereby reducing their
vulnerability to poverty shocks as most of themaged requiring constant help from relatives or
Government. Second, the invested pension fundsxasational investment form would bring

about economic growth and development as a rekldaning out of the pension funds to attract
interest. For instance, part of the pension furmméd out to institutions would be used for
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infrastructure developmehtamong other uses. And the earned interest wouldease the
beneficiary accumulated pension amounts hence wegdrincome bound to improve the living
standard of a retiree hence the country’'s econamogth. The guaranteered workers pension
benefits upon retirement including those pensiamdfers from foreign countries would be a
relief on part of the Government in its role toyade social protection in form of cash transfers to
vulnerable Malawians. Furthermore, all pension pawyts by foreign countries to Malawi are a
form of unilateral transfers — a component of antgts balance of payment (BOP) current
account. This means that huge pension paymentféranwill lead into a positive contribution
towards the balancing of a country’s BOP accourtdyiding a good indicator for the country’'s
good economic performance.

Technical & Vocational Training Services and TradeTesting Services

It is within the Ministry of Labour’s mission stabtent that “skilled human resources in the
labour market through the enhancement of techrdadl vocational training” is enshrined to
ensure the country's productive workforce.

Trade testing services and technical and vocatitraaling services are thus paramount in the
attainment of the skilled human resources in theua market. With trade testing services, the
Ministry is responsible to develop and review tsadarriculum in consultation with the industry
(the labour market needs); to assess and certifsade candidates as well as to evaluate both the
assessment and certification processes. With temhmind vocational training services, the
Ministry is responsible to, among others, develod eeview the country’s vocational training
curriculum; to undertake the provision of skillsvdpment through the Ministry's established
technical colleges and to register all the publicl @rivate vocational training institutions as
provided for in the TEVET Act of 1999.

It is therefore clear that the Ministry of Labotrdugh its technical & vocational training and

trade testing services is better placed to helpaMidieliver in the area of skills development and
matching and also to contribute towards the effectmplementation of the Labour Relations

Social Market model whose main delivery modalitybis way of Integrated and Standardized
National Skills Training Programmes (see below)isTimodel has been proved to be very
instrumental (Marcus, 2011) for Germany to effeglffvmanage its workplace labour disputes
and hence improve levels of workplace productisifihe outputs) that are key determinants for
the country’s real GDP growth.

Malawi National Development Process — the Policy Bmeworks

* Chayamba storey building which was the only higlaest decent storey building in Malawi until early
2000s and Old Mutual head offices (also storeyding)) in Blantyre are some of the developmental
buildings that were built using funds from pensiovestments.
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Soon after independence in 1964 Malawi Governmet to manage its development plans
through use of 10-year development plans. The fB&ttement of Development Policies
(DEVPOL) covered the period of 1971-1980 and theosd Development Policy covered the
period of 1987-1996. In addition to such developnmiicies, Government also used the 5-year
Public Sector Investment Programme (PSIP), theo&&ddPolicy Framework Papers (PFPs) and
the Medium Term Expenditure Frameworks (MTEFs) asmpmlementary development
management tools.

With such development policies, Malawi Economy perfed well during the 1960s and early
1980s with an annual growth rate of 6 %. Howeverdbonomy’s growth eventually retrogressed
because of external forces such as the oil ciisimight and political instability in the region.

Malawi to overcome such external forces, adopteinfiate 1980s, the implementation of
Structural Adjustment Programmes (SAPS) - the agismMedium Term Economic Policies- to

be implemented by the formulated 3-year policy ®amrk paper (PFP) which was being
complemented by specific sectoral programme pdalicie

As from 1996, Malawi adopted a long-term stratetfimking and as such the Vision 2020
framework was formulated and adopted in 2000. Thsio¥ 2020 defines National goals,
Policies and strategies and will improve developnmeanagement and provides the Government
with a wealth of information about what Malawiansuld like to achieve. The Vision provides a
foundation on which a country can formulate, impdenand evaluate short and medium-term
plans for both the Public and Private sectors.rdivigles detailed background information and
justification for the population aspirations andastgies recommended to achieve those
aspirations. However, a Vision does not provide ribguired details of projects and activities.
This responsibility is left for the government dep@ents and private organizations (i.e. NAP; M-
DWCF etc are some government policy documents thatgodetails of projects and activities
with respect to labour and employment projectsaniiyities).

Among other things, the vision 2020 spells out flkowing strategic challenges to be worked
out for the betterment of Malawians: the challetmeeduce unemployment, promote enterprise
development, reduce poverty, raise agriculturabines (including the improvement of tenancy
arrangements) so as to achieve fair and equitatiébadition of income and wealth; the challenge
of low income levels (earnings) for most Malawiaespecially in the informal sector
employment; the challenge of unfair and inequitabgribution of income that can be resolved
through reduction of unemployment rate, promotingtegrise development, improving
productivity of small holder farmers, and addregsitenancy issues. These would be good
interventions because most Malawians are employeagpicultural smallholdings where low

* National Action Plan (NAP) on Child Labour for Mafaadopted in 2010; and Malawi Decent Work
Country Programme (M-DWCP) for 2011-2016 adopted2@il. The two policy documents contain
strategic details to be implemented by Malawi goweent with an overall objective to reduce poverty
amongst the working population through the elimorabf child labour and achievement of full produet
employment and decent work respectively.
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labour returns have led to under-employment. Taicedunemployment, the economy must
generate jobs to absorb the unemployed by creatitignate that will attract private investment
in labour-intensive technology industries, encoarapmmercial farming and the growth of
small-scale enterprises such as food processingqie co-operatives and business training and
create a database on strategic industries withltpfrar effect on employment.

It is within the government's Vision 2020, that ttahallenge of poor tenancy system
managements where remuneration to tenants is dignienat and their labour returns fluctuate
from year to year coupled with their faced suffgerdue to the uncompensated cost incurred
during production in case of crops’ failure or pscfall should be addressed, among others, by
encouraging tenants to form trade unions and assmus; increasing access to information about
estates’ financial position; exploring and promgtimore job creation programmes to abolish the
tenancy system arrangement (replacing the tenaystgra with a full share — cropping system)
and fixing prices to an agreed proportion of aucfloor prices.

Malawi implemented the Malawi Poverty ReductionaBtgy (MPRS) from 2002 to 2005. The

overall goal of the MPRS was to achieve sustainpbierty reduction through empowerment of
the poor. The country’s GDP growth during the innpéamtation of MPRS paper, averaged 3.5 %
against the target of 5.2 % indicating the coustiyhderperformance. Thus Malawi formulated
and adopted the Malawi Growth and Development &sa(MGDS ) to replace the MPRS.

MGDS | was implemented from 2006 to 2011.The oveyadl of MGDS | was to reduce poverty
through sustained economic growth and infrastrectdevelopment. Malawi, during the
implementation of the MGDS |, achieved gross doiogstoduct growth that averaged 7.1 %
against the target of 6 % indicating the countgrer performance. The growth in a country’s
GDP is associated with the implications of emplogtnereation among other things because
growth in GDP entails growth in a country’s econoriflis means that some new employment
jobs were created in Malawi during the period o0@@o 2011. Unfortunately, Malawi did not
document any created employment job statisticsngusuch success period because of the
absence of robust country labour statistics tordete the number, level and type of the created
jobs. The issue of employment creation in a coungryone of the key macroeconomics
performance indicators hence the need for a couathe quantifying the levels of new created
jobs for purpose of quantified measurements relefaaractual decision making.

It is in this regard that Malawi government decided include the issue of “labour and
employment” as one of the sub-thematic areas ttriboie towards achievement of the country’s
sustainable economic growth in the MGDS Il to belemented from 2011 to 2016. Note that
labour and employment in the first MGDS was notluded. The inclusion of labour and
employment programme issue in the MGDS Il is topagnother things, ensure that the MDGS |
challenge of the country’s unknown employment stz in respect of the created jobs during
2006 - 2011 be addressed so that by 2016, upordiagcssuccess in the country’s performance if
that could be the case, the country should betabdaplicitly document the statistics of any new
jobs that will have been created in the countryhay time.
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However, the critical issue here is not to do wite mere inclusion of “labour and employment”
issue into MGDS Il but rather the financing and liempentation of the issue activities across the
lifespan (time frame) of the second MGDS. Thishis tase because for the country to realize its
expected outcome of improved labour statistics sfased in the MGDS Il), the Ministry of
Labour would need large funding if it is to regisits utmost efficient and effective performance
delivery in its mandated function of the public doyment services particularly in the generation
and management of the labour market informatiotistis. Otherwise, Malawi may end up
achieving nothing in either of its current MGDSmted medium term expected out comes under
the sub-theme of labour and employment therebyatiefgits good intended purpose.

In summary, with respect to the national developnpeticy frameworks, it is clear that Malawi
used the medium term policy (MTP) development statgs from 1964 until early 2000s when
the national long term policy (NLTP) — the visiod2® was adopted that embraces all the specific
short and medium term policy statements such asMfPRSP for the period 2000 to 2006; the
MGDS | & Il for the periods 2006 to 2011 and 201d 2016 respectively including an
overlapping Malawi Economic Recovery Plan (MERP)thii the 2011 to 2016 period,
specifically from 2012. An analysis of the overaltljectives of all the described national policy
frameworks shows two common themes which are ppveduction and growth in the national
Growth Domestic Product (GDP). As a result, thipgraestablishes that the focus of all the
Malawi national development policy frameworks haseip the reduction of poverty levels
amongst Malawians and growth in Gross Domestic iRrodGDP) with the expectation that
achievement of these two specific objectives wduidg about economic growth in the country.

Contributions / Impact of Labour Administration Services on the Country’'s National
Development Process (i.e. on Country’'s Economic Gngh)

The term “economic growth” is defined as a proagssnever there is a steady long term growth
in real Growth Domestic Product (GDP) together wath improvement in living standards

(Samuelson and Nordhaus, 1995: 385). To show theibation of labour services delivery on

the country’s economic growth, there is need tawdis labour services delivery by linking to

GDP and living standards which are the two factofables to determine the country’s economic
growth.

Malawi Growth and Development Strategy Il (MGDSyagnizes “Labour and Employment” as

one of the subthemes to be pursued in order t@aehhe country’s sustainable economic growth
which is the Strategy’s first thematic area. Inpexs of this recognition, it is acknowledged that
earnings from employment drive consumption as wsllinvestment which help a country to

realize sustained growth (MGDS II, 2011: 36). Eagsi refers to wages and the term “wages” in
this paper should be generally used and underséso@d shorthand expression for “wages,
salaries, and other forms of compensation or benefalized or to be realized out of one’s
employment work”. Now how does labour and employmetate to the living standards of

people and to the growth in DDP?
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First, the living standards and “Labour and Emplewtf are closely linked. It must be noted here
that wages or earnings are a key element involmddlour and employment. This is the case
because every employment relationship entailstieat is an employee engaged to offer his/her
labour services to an employer in return of wagesamnings. Whereas living standards refers to
the cost of living that is necessary to enable smmaeafford basics of standard of living such as
good accommodation, good food, good clothes and ¢ealth care services just to mention but
a few. This means that creation of more employnogmortunities through whatsoever means
and forms including self employment and to achideeent work for the country’s employed
labour force which are some key strategic objestivender “Labour and Employment”
programme of the MGDS IlI, would be the appropriafgroach towards the realization of
improved living standards amongst the Malawian waglclass.

The improved employment earnings or wages thatdae desired consumption and investment
are the ones that equate to one’s real income whasdasing power can enable someone or an
employee to afford the price of a standard consushepping basket on daily basis. With
problems or excuses of a country’s economy anaofse with issues of discrimination at work,

it is not easy for employers especially those friiva informal private sector to offer their
employees daily wage earning that are equivalerdrtabove the price of a consumer basket
unless the country wage regulations are set armta@ad. This justifies the need for a country to
regulate employment wages through Ministries oadmpents of labour and thus to enforce them
(as part of labour standards) through labour inspes.

As indicated earlier in this paper, the Malawi -nidiry of Labour is mandated to set minimum
employment wages with consultation of trade uniand employers’ organizations and also to
enforce the set minimum wages through the workabblir inspections. According to MGDS I,
wages are not only instrumental in driving the emngtion decisions but also in driving the
investment decisions. This is true because froneXpdanations of the vicious cycle of poverty, it
is clearly shown that low levels of income (wagsdyent savings and investments, retard capital
growth, hinder productivity and keep income (walg®) (Samuelson and Nordhaus 1995: 707).

Furthermore, MGDS Il reaffirms equal opportunitygmployment as a right for all productive
age groups. The country’s labour laws support equgbloyment opportunities for all eligible
Malawians through provisions of the fundamentalngiples of employment such as non-
discrimination and equal pay and work principlelsisTmeans that if such a country’s labour laws
are effectively implemented as they provide for,|&aan job seekers would be in a position to
access or compete equally for the little generatmgloyment opportunities from time to time
and thereafter earn some income to earn theirgivin

In respect of the above discussion it is clear thatcountry can achieve the improved living
standards for its working population if such a doyirtan focus on improving the delivery of
labour services. For instance, the labour inspetgorservices will, among other things,
particularly reduce the problem of underpaymenmnofimum wages, improve wage earnings for
most of the informal sector employees and in géneiih improve the compliance with the

country labour laws, a situation that in turn véad into improved living standards for most of
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the working Malawian population through improved riweearnings and other conditions of
employment. Such improved living standards willglwontribute towards the country’s economic
growth as one key determining factor variable.

Second, the Gross Domestic product (GDP) and “Lalzmd Employment” are also closely

linked. GDP is the measure of the total marketealfiall the final goods and services produced
in a country during a year. Thus GDP is a comprelvenmeasure of the total output in an
economy.

The production of output is directly related todaband employment because laBdsrone of
the four crucial factors of production. The othkree are capital, land and management. The
production factor — labour — is offered by emplaye®tudies have shown that skilled employees
are the ones who produce more workplace output®@pared to non skilled employees. This
means that high level of workplace productivitydisectly related to skilled employed labour
force (the workforce).

The Ministry of Labour’'s mandate of ensuring higlustry workforce performance through the
development of skilled human resources requisitéhfe national development and of providing
facilities for trade testing of artisans togethathwits organisation and delivery of vocational
training programmes is key towards the countrysi@ement of improved labour productivity.
High labour productivity that means more outputhei goods or services, implies growth in
GDP and thus economic growth — the country’s ddsitate of affairs.

The country’s economic growth as a result of thenty's growth of GDP can be a favourable
environment for improved employment wages and/ar deeation of new employment jobs.

Furthermore, such favourable environment can belwtme for the increased Foreign Direct
Investment (FDin the country — the development that has positivelication with respect to

the employment (jobs) creation. FDI is a sourcéath direct and indirect employment. Direct
source as many people will be directly employedheyFDI firms. On the other hand, people will
be employed by the FDI firms’ employees (first arste of indirect source of employment).
Furthermore, the FDI firms will enter into contador employment with some local companies
to supply the company with some raw materials dm the contracted companies will create

> Stein and Foss (1995) found out that labour, chpitd management as critical factors of production
contribute about 10 %, 38 % and 52 % respectivélthe annual increase in productivity outputs.
Management is responsible for ensuring that labaod capital are effectively used to increase
productivity. It is part of labour because it itimanager (a person) doing the management tasls. Thu
considering that a self-employed person is both émployee and the manager himself/herself then,
according to Stein and Foss findings, we can huodd of the 100 % annual increase in productivityy62
(more than half) is a result of labour (i.e. lab@0r% plus management 52 %).

® FDI which is a form of international investment wiley a firm (or a company especially the
multinational company invests directly in facilgiesuch as plants and equipments to produce and/or
market a product in a foreign country (Hill, 19976).
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contracts of employment with other people (secorstiince of indirect source of employment).
Thus FDI also serves as an indirect source of eynmat for people.

The challenge of low labour productivity can be radded through the promotion of skills
development, testing and certification as welllasugh the effectiveness in the skills matching
processes. As it was observed at the World EconBuorigm, in January 2014 that:

When individuals have substantially more skills ntheequired for their jobs, those

individuals, as well as enterprises and economaiesprevented from reaping benefits of
their skills investment such as higher wages, prtdty growth and innovation. In some

developing and emerging economies, where volatilmemic growth is accompanied by
a poorly educated / trained workforce, skills shgets and an under-skilled workforce
tend to compromise economic development. And thaicontrast, for many advanced
economies and some developing countries, signifitas@stments in education that are
not accompanied by job growth foster high ratesgodduate unemployment and
mismatches in qualifications.

This observation explains the importance and needskills development and matching if a
country is to improve her labour productivity atis develop economically through growth in
GDP. Furthermore the observation implies that teestment of skills in general education
without linkage to job growth or the labour marketds is detrimental to economic growth. It is
therefore necessary that the labour administraivities of skills development and generation
and management of labour market information (laboarket surveys) should be prioritized and
well financed for its effective implementation @t there should always be good match between
the available developed skills and the labour ntankeds. These labour administration services
when effectively implemented by the Ministry of laly, will result into the availability of the
required skilled and productive country workfor¢mtt would contribute meaningfully towards
the country’s improved GDP and thus economic growth

Based on the above discussion, this paper proghaedMalawi, with respect to promotion of
good workplace labour relations while at the saimmee tachieving in the development of the
required skills for the country labour markets, idoconsider adopting the Labour Relations
Social Market (LRSM) mod&] as a new concept, which is characterised by ntense co-

7 Sills mismatch refers to the gap between the skills required lom job and those possessed by
individuals. Five forms of skills mismatch expeited in developing economies includill shortage —

the demand for particular type of skill exceeds shpply of people with that skill at equilibriumtea of
pay; Qualification mismatch — the level of qualification and/or the field ofiaification is different from
that required to perform the job adequateByer-(Under-) qualification / education — the level of
qualification/education is higher (lower) than regd to perform the job adequate8kill gap — the type or
level of skills is different from that required perform the job adequately; a@ber-(Under-) Skilling —

the level of skill is higher (lower) than requiréal adequately perform the job (World Economic Forum
Report, 2014).

® The Labour Relations Social Market model was adbpteGermany where it has been continuously used
to date because of its effectiveness towards theageanent of sound labour relations. For example by
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operation between employers and employees and rbgiective representatives where by all
stakeholders should look at the economy from timg-kerm perspective and thus identify the
importance of continuously pushing for higher pratiliity. It is within the author’s conviction
that the LRSM model can help improve the managemglatbour disputes and thus brings about
the desired harmonious workplace labour relatiaee (box 1 in the appendix page for more
information on the model).

Conclusions and Recommendations

In conclusion, the paper has discussed and showh dreation of more employment
opportunities including self employment and to agbi decent work for the country’s employed
labour force would be the appropriate approach tdsvadhe realization of improved living
standards amongst the Malawian working class aatlttie improved employment earnings or
wages that can drive desired consumption and imerdt can enable employees to afford the
price of a standard consumer shopping basket dg Hasis. As a result, there is need for a
country to effectively regulate employment wagesulgh Ministries or departments of labour
and thus to enforce them (as part of labour stal)lahrough labour inspections. Note that the
desired objectives of most of the labour adminigtraservices such as those of the industrial
relations and of workers compensation services,ngnuthers, whose contributions are crucial
towards the country’s national development procesms be achieved once the country has
committed more resources towards the enforcememabmfur standards through the work of
labour inspections. This is because the advisody @eventive roles during labour inspection
visits to various workplace establishments wouldagy reduce the occurrence of workplace
labour disputes as a result of workplace partieslvledge on their entitlements since unfair
labour practices involving workplace parties toteather are in most cases the source or cause of
workplace rights labour disputes as well as thdspudes in respect of workers compensation
(Malema, 2013).

Secondly, the paper has established that skillzolla(employees) are the ones who can produce
more workplace outputs as compared to non skillegdl@yees and that high level of workplace
productivity is directly related to skilled emplal¢abour force (the workforce). As a result, the
paper has recommended the need for Malawi govemrteninvest more in the skills
development programmes through the use of the pempmtegrated and standardized training
system programmes as advocated by the Labour &&aBocial Market model. This is because
employees with high quality and required skills bt work are bound to bring about high
outputs, that is labour productivity, thus booste workplace productivity which in turn can
increase the workplace profitability that can hsipport or sustain workers’ interest demands

2011, German companies had completed the trainingrgmmes of almost 600,000 paid apprentices
providing them with the skills to work and incredbkeir productivity (Marcus, 2011, as cited in Ceqbe
2013). Among other benefits, labour relations datiarket model allows new workers to get jobs amd t
quickly become adequately trained to perform welltbe job. This would be of much advantageous on
part of Malawi where most of unemployed youths demied jobs because of their lack of skills and
experience.
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with respect to salaries/wages increase requests dkioid possible labour disputes such as
industrial strikes or lockouts and others.

Finally, the paper, through the discussed direttages between the MGDS Il devised “labour
and employment” programme activities (the laboumidstration services) and issues of
improved living standards of the workforce and adwgth in real GDP, concludes that labour
administration services are important and can gfdsys) a great role towards the national
development process. With this overall conclusibnis thus justifiable to recommend that
government’'s political will and commitment with pext to financing for the effective
implementation of labour administration services nigcessary to the extent that Malawi
government (Ministry of Labour) needs to prioritine enforcement of labour standards through
labour inspections and skills development processder to improve compliance and workplace
labour productivities respectively for improved GBIRJ economic growth.
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APPENDIX : Tables and Boxes
Table 1: Total number of labour inspections conduted at each of the three country’s city labour fices of
Mzuzu, Lilongwe and Blantyre.

Labour 2005 2006 2007 2008 2009 2010 2011
office

MzuzL 192 30:< 10 11¢€ 42 2 5C
Lilongwe 94 78 23 8 44 17 15
Blantyre 6 21 9 648 104 11 43
Total 293 402 42 772 190 30 108

Source. Malema, (2013, p. 90), Masters of Business Adniaii&in (MBA) thesis, University of Malawi.

Note that as per the ILO requirements (ILO, 206&|awi as a developing country needs to conduota humber of
not less than 3000 labour inspections per years, Tdgcording to Malawi with a total of 28 workingsttict labour

offices, means that at least not less than 107ulabtspections are supposed to be conducted by diattict/city

labour office every year. An analysis using perfanee figures in table 1 shows underperformancgeieral, by the
Ministry of Labour in its core function of labounspections. This underperformance, according toeMal (2013), is
due to inadequate financing of the labour inspattoservices by the Malawi government, among dtdwtors.

Box 1: Labour Relations Social Market (LRSM) Model

A Brief overview of the LRSM Model and the MalawiWorkplace Labour Relations

Labour Relations Social Market (LRSM) Model is &dar relations model for sustainable managemenralubur
disputes. Labour disputes have a negative impactheneconomy (Marcus, 2011). Thus the justification
governments and stakeholders to find constructiethods of dispute resolution before labour disput@sse &
negative impact on the economy.

LRSM model is characterized by the intense co-dmerebetween employers and employees and theirectisp
representatives where by all stakeholders lookhateconomy from the long-term perspective and ttiestify the
importance of continuously pushing for higher pretility. The model is realized by the implementatiof an
integrated and standardized national skills trgingrogramme. Under this training system, youths tesied to
become more and more skilled job seekers, thahésunemployed youths. The integrated and starmtdraining
system programmes are equally supported by traimisiiutions and employers’ companies. For instaremployer
companies encourage and support/sponsor trainorgthéir employed workers to acquire relevant skillithin the
training institutions [which in the case of Malagauld be the Malawi Entrepreneurship Developmestitute (MEDI)
and vocational training / technical colleges] dtsided training costs whereas Government and/oVHEA authority
in case of Malawi] should support for the trainmfginemployed youths in such training collegesstitntions.

The current trend of increase in labour disputesidmade is a result of the embraced democratic labdaws by
various countries, among other factors, that hawwiged for the protection of the rights of both @ayers and
employees to the extent of granting freedom for ¢éhgployers and employees to lockout and strike ecsgely.
Malawi is not an exception in this case.

For Malawi, the nature of labour relations and theanagement became more complex than before foltpthe
attainment of multiparty democracy in 1994. Thif & the adoption of a labour relations modek #ocial market
model with an objective to ensure that disputeltem is tackled early before labour disputes haveegative impact
on the economy.

In Malawi, labour disputes from various workpladesmany districts across the country take differdimensions
because of different kinds of economic activitiesrk procedures and their work demands taking plasech various
workplaces. For instance, in Blantyre, Lilongwe,n#m and Mzuzu (interviews), the current industriglations
situation in workplaces comprises of:
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« frequent occurrence of labour conflicts due to etpdate or weak structures to handle workplaceulabo
disputes;

» absence or no clear/formal conditions of servinanost workplaces;

e absence of procedures and capacity to solve/haondRiécts;

« non compliant behaviours by workplace parties, @sfig the employers, with respect to labour laves the
Labour Relations Act, the Employment Act and others

e organizations lacking skills and commitment to grgvand resolve conflicts;

e organisations not asking for assistance from thedated institutions e.g. labour offices if the dmhfails to
be resolved by the two parties themselves;

* many labour disputes (labour complaints) reportddkzour offices on daily basis;

* labour laws are not applied by organisations wrealidg with labour matters;

» tendencies of bringing dead bodies to workplacesy(¢ommon practice in Blantyre) as a way of press
for transport support from the employers;

e misunderstandings within workers themselves;

« seeking of assistance from specific individuala#fs (both employers and workers);

* unreported workers compensation cases — induatiédients;

« inadequate skills to accommodate opposing viewhetvorkplaces, that is, lack of skills to accondiaie
opposing views (the spirit of “l am always right Mr or Mrs so and so, are wrong or not right”;

» unrealistic demands by employees;

* inadequate flow of information from both partiesda

* redundancies or retrenchments.

Whereas for those districts dominated with plaotetiof tobacco and/or tea such as Rumphi, MzimtesuKgu,
Mchinji, Thyolo, the industrial relations situatiaomworkplaces is comprised of:
« violent tenant employees towards their landlords wuinfluence of alcohol and other abusive drugs;
« failure by either party to abide by their agreaun of their seasonal employments;
. ignorance by both employers and employees ontdaitamployment agreement forms for tobaccoftea
tenant employees;
* negligence or inability by tenant employees toltmwork (deliver);
» disagreements over contractual agreements suahfa®d issues, and/or on prices;
» theft of tobacco by tenants or by tobacco landiemtployers, theft of tobacco/tea crop by tenantsndur
harvesting;
« disputes over poor prices of tobacco/tea at the@autmarket points; and
» child labour cases on the plantations/farms.

The same applies to those lakeshore districts obiga, Nkhatabay, Nkhotakota, Salima, Mangochi @hikhwawa
where the fishing industry activities have influedcthe situation of workplace labour relations dket the form of]
sexual harassment mainly, among other forms.

Such current complexities of the Malawi workplaabdur relations (labour disputes) are a major threthe expected
growth of the economy and thus need both short land term interventions. Thus, among other longnter
interventions, enhancing intense co-operation betmtbe employers and employees through the adopfi&iRSM
model activities would help Malawi achieve its goalith respect to skills development for improvedrkplace
productivities.

Through the skill training programmes as per th&SMRmodel approach, it must be the Government tamgensure
that technical school / colleges, employing comesuaind/or trade guilds training institutions wargether to produce
the needed labour supply accounting for almost 7f #alawian artisan workers with high quality vticaal training
skills in addition to their usual on-the-job traigifor those employed. This is where the frequesfogonducting the
labour market surveys can be very much necessanglpupdate the labour market needs that canrimitfiorm or
direct for the generation of the required skillshe skills development and training institutions.
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In the long ran, the model would be of much useespect of minimizing and well managing of the diyent nature of]
labour disputes in Malawi which need an intenseperation between employers and employees andrésgective
representatives other than the mere interventignshb State through the mediation, conciliatiorhiteation and
litigation processes.

Finally, as a point of information and referencB3IM model was adopted by Germany government whésibeen
continuously used to date because of its effectigsriowards the management of sound labour refatior example
by 2011, German companies had completed the tgipingrammes of almost 600,000 paid apprenticesidimy
them with the skills to work and increase theircarctivity (Marcus, 2011, as cited in Cedefop, 20¥8hong other
benefits, labour relations social market modehedlmew workers to get jobs and to quickly beconegadtely trained
to perform well on the job. This would be of mualvantageous on part of Malawi where most of uneggzoyouths
are denied jobs because of their lack of skills expkrience.
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