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CPWs are the frontline workers for the social welfare 
sector and handle all issues1 falling under the mandate 
of the MoPPSW at the community level in Malawi. 
They operate in an ever-evolving environment with 
persisting and increasing challenges for children2. 
The main purpose of the study was to determine the 
tasks performed by CPWs and volunteers against their 
initially assigned tasks. The study objectives were to: 

• analyse the CPWs job description; 
• determine the frequency of performing the tasks; 
• identifying standards or monitoring systems; 
• identifying working conditions and points of care; 
• establish a reporting system; 
• identifying education, training and professional 

development opportunities; 
• identifying personal characteristics and capacities 

of CPWs and typical career paths; and, 
• analysing the supportive framework and 7-week 

training programme. 

1 The issues of children include supervision Community Based Child Care Centre (CBCC), 
CC, CVSU, CP committees among others.

2 Child marriages, early pregnancies, sexual violence, emotional and physical abuse, 
neglect, HIV and cyclical humanitarian crisis.

Methodology

The task analysis was a cross-sectional study that 
used mixed research methods. Data were collected 
through face to face interviews3 and district-based 
child protection partners. Six questionnaires were 
used to collect the data in September 2019. Purposive 
and convenient sampling methods45 were used. At 
the district level, two district-based child protection 
Non-Governmental Organisation (NGO) partners were 
sampled and interviewed. 

Results

a) Available number of CPWs
There are 565 CPWs (356 males and 209 females) in 
Malawi. 49% (275/565) of them are on the payroll and 
51% (290/565) are not on the payroll, but they expect 
to be recruited by the MoPPSW someday. The 275 
CPWs serve over 8 million children aged between 0 
and 17 years6. One CPW serves approximately 32,462 
children aged under 18 years. This affects the quality of 
child protection services in Malawi.

3 CPW, the DSWOs, SWAs, child protection committee members.
4  This relates to UNICEF’s investment in child protection service delivery in Nkhata Bay, 

Mzimba North, Lilongwe, Dedza, Mangochi, Zomba and Blantyre districts.
5 Rumphi, Kasungu, Salima, Mwanza, Mulanje and Chikwawa.
6 NSO, 2018.
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b) Job description and duties performed by the 
CPW

The CPW’s job description contains the job title and 
tasks performed but does not specify the reporting 
relationships, where the job fits in the organogram 
within the District Social Welfare Office level, the 
job purpose, the performance standards, working 
relationships and working conditions. The CPWs 
perform more technical and managerial tasks than 
those stipulated on the job descriptions.

c) Frequency of tasks performed 

The CPWs tasks are performed at different frequencies 
ranging from daily to annual basis, and each job 
requires various amounts of time from 2 hours to 24 
hours to be completed.

d) Performance management systems 

The majority of CPWs do not prepare work plans to 
guide the implementation of activities, and there is 
no demand for work plans from their supervisors. 
The District Social Welfare Officers (DSWOs) 
rarely supervise the CPWs due to limited7 funding 
allocations and do not use standardised supervision 
checklists. Supportive supervision is skewed towards 
the areas that have child protection services because 
the NGOs provide transport. Individual performance 
issues are never handled by the DSWOs even though 
a performance appraisal system exists. However, it 
is rarely implemented by the DSWOs, leading to an 
ineffective performance management system.   

e) Working conditions and points of care
The CPWs are deployed to perform specific tasks at 
different duty stations8 regardless of employment 
status. In a year, the CPWs who are on payroll work for 
223 days (1,784 hours) and those who are not on the 
payroll are available to work on child protection issues 
for 162.5 days (1,300 hours). Even then, sometimes 
they work long hours, including weekends, and 
without annual leave. CPWs who were on the payroll 
are yet to receive a confirmation letter and have 
never been promoted despite working for over ten 
years, contributing to low morale. The CPWs on the 
Government payroll receive a monthly salary of about 
MK79,763.20 (net pay). During trainings/workshops, 
the CPWs earn additional financial incentives ranging 
from MK2,000 to MK35,000 per month, which 
motivates and helps to retain the CPWs. The DSWOs 
role is to provide technical support to district-based 

7 The monthly ORT allocation to most DSWOs does exceed MK300,000 and there is no 
child protection budget line at district levels.

8 Community (Village and Group village levels), house hold levels, Area Development 
Committee level (ADC), Community Based Childcare Centres, (CBCCs), Community Based 
Organizations (CBO), Children’s corners (CC), courts (as witnesses) Community Victim 
Support units (CVSUs), home, schools and Village Development Committee (VDC) levels.

child protection partners to implement child protection 
interventions in the districts.

f) Reporting system

Every month each CPW prepares and submits five 
reports9 to the DSWO. All the reports except for 
the Community Victim Support Units (CVSUs) use a 
paper-based system. The CVSU report is submitted 
electronically using a mobile phone but the phone 
platform has been non-functional since March 2019. 
A new electronic reporting platform is currently being 
rolled out. The DSWOs do not provide feedback to 
the CPWs regarding the quality of the reports. Some 
reports have no guidelines and reporting templates that 
each reporting officer uses a different reporting format. 
The CPWs do not have access to the database and 
do not interact with the Child Protection Information 
Management System (CPIMS).

g) Education, training and professional 
development opportunities for CPWs

Sixty per cent (227/565) of the CPWs were trained 
in child protection that was conducted over ten years 
ago with a session covering a period of seven weeks 
instead of the initial three months. The training was too 
intensive and rushed to complete with course topics 
ranging from child protection and challenges, early 
childhood care and development, social work, roles 
and responsibilities of duty bearers, and community 
capacity development10. These topics might have 
been relevant at the time and some emerging child 
protection issues11. 

h) Personal characteristics and qualifications of 
CPW 

Thirty-seven per cent of the CPWs are females, and 
63% are males. Slightly over half (51.2%) of CPWs 
have Junior Certificate of Education (JCE), 25% have 
Malawi School Certificate of Education (MSCE) while 
23.5% have undocumented academic qualifications. 
Initially, the minimum entry qualification for the CPW 
was JCE but has now been upgraded to MSCE. The 
career path of the CPWs is unclear. 

9 CPIMS, Gender-based Violence (GBV) report, Case Management report, CVSU report, 
Activity Progress report.

10 MoPPSW, 2006.
11 Advocacy, poverty and needs assessment, human rights (plus court witnessing 

procedures), gender, monitoring and evaluation, data management, data analysis, 
coordination and networking, supervision, coaching and mentorship of community 
structures, project management, reporting, psychosocial counselling, management, 
disaster risk reduction and emergency.
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j) Reliable Human Resources Information 
Management system 

The MoPPSW does not have reliable human resources 
information management system in place. The 
DSWOs do not submit monthly CPW staff returns to 
the District Councils.

i) Duplication of tasks between the CPWs and 
other social service providers 

There are no duplications of work between the CPW 
and other social service providers (volunteers and staff 
recruited by NGOs). The other social service providers 
report to the CPW on all issues of child protection.
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Conclusion

The CPWs are the backbone of the child protection 
workforce as they are the first point of call on issues 
of children at the community level. Only 49% of 
the CPWs are on the payroll, and the available 
workforce numbers are inadequate, resulting in 
overworked CPWs. The volunteers (51% of the 
CPWs) compliment roles of those on the payroll. In 
addition to child protection services, CPWs provide 
additional technical and managerial support. There is a 
need to revise the minimum education requirements 
for the CPWs and also review the training curriculum 

to cover emerging child protection issues and the 
evolving roles of the CPWs.  Malawi needs to consider 
prioritising investment in the social service system by 
recruiting adequate numbers of CPWs and providing 
the necessary resources. A well-developed social 
service workforce promotes social justice; reduces 
discrimination and challenges; changes harmful 
behaviours and social norms; and, prevents and 
responds to violence, abuse, neglect, exploitation, and 
family separation.
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system at the district level. The system should 
not be seen as a financial reward tool only but 
also as a management tool aimed at enhancing 
service delivery. The DSWO should be trained on 
performance management using standardised 
supervision checklists and encourage CPWs to 
develop monthly work plans. 

7. The MoPPSW should lobby MoLGRD to conduct a 
useful review and raise the profile of social welfare 
which currently is under support services in the 
health and social service directorate. This should 
also go alongside increased established positions 
of social workers in each district.  

8. The MoPPSW should lobby with the Ministry of 
Finance for increased funding to the DSWOs to 
enable implementation of social welfare service 
and child protection activities, including the creation 
of a budget line for child protection services. 

9. The MoPPSW should lobby development partners 
and other stakeholders to provide at least one 
motorcycle per Traditional Authority (TA) to ease 
mobility challenges. 

10. The MoPPSW should facilitate the development of 
standardised reporting guidelines and templates to 
be used by the DSWOs and the CPWs for reporting. 
DSWOs should treat each TA as a reporting unit 
within the district, and reports consolidated at the 
TA level and submitted as a single report to the 
DSWOs.

11. The MoLGRD, through its human resource section 
in each district, should whenever possible recruit, 
promote and motivate child protection workforce 
to ensure its retention.

Recommendations

1. MoPPSW should lobby the Ministry of Local 
Government and Rural Development (MoLGRD) 
to recruit the available CPWs who meet the 
employment criteria. Besides, MoPPSW should 
urge development partners to fund a study 
aimed at analysing levels of workload pressure 
among the CPWs to determine required CPW 
staffing levels and facilitating the development of 
strategic planning, recruitment, development and 
deployment of the CPWs in Malawi.  

2. The Director of Health and Social Services at 
District Council level should ensure development 
and implementation of annual leave roster for all 
staff members, including the CPWs.  

3. The MoPPSW should lobby MoLGRD to consider 
providing a stipend to the CPWs who are not 
on the payroll. Lessons can be drawn from the 
Ministry of Gender, Child Development and 
Community Development (MoGCDCD) who 
already provide a monthly stipend of MK15,000 
to adult literacy volunteers who have similar 
academic qualifications to CPWs.

4. The MoPPSW in liaison with MoLGRD should 
review the CPWs job descriptions to reflect the 
actual tasks performed by the post holders, and 
include accountability and performance role 
requirements duly stipulated. 

5. The MoPPSW should facilitate the revision of the 
child protection training manual to cater for the 
emerging issues faced on the job by the CPWs. 
The duration of child protection training should be 
revised from 7 weeks to 3-6 months and could be 
provided through block release or on the weekend. 

6. The MoPPSW should lobby the MoLGRD 
to create a functional performance appraisal 

From the findings, the task analysis recommends that:
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Child protection workers 
are the backbone of the 
child protection workforce 
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A well-developed social service 
workforce promotes social justice; 

reduces discrimination and challenges; 
changes harmful behaviours and social 
norms; and, prevents and responds to 
violence, abuse, neglect, exploitation, 

and family separation.
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week intensive training course using the same manual 
for the groups that followed. 

The CPWs, initially supported by development 
partners, were receiving an honorarium equivalent to 
USD10 until 2013/2014 financial year but this stopped 
upon the phasing out of the Global Fund Round Five. 
Under the Global Fund agreement, the Government 
committed to absorbing all 800 CPWs in the system 
at the expiry of the Global Fund Round Five. The 
absorption plan of the CPWs into the Government 
system was to be implemented in phases to avoid 
bloating the civil service wage bill. A total of 300 
posts for CPWs were established. The first set of 300 
CPWs were recruited and placed on the Government 
payroll in November 2009. The GoM did not sustain 
the phased recruitment of CPWs. Until now 50012 of 
the 800 CPWs are still working as volunteers. The 
current ratio of a CPWs to children is 1:11,25013 and 
1:2,250 vulnerable children (using the 2014 estimate 
of 1.8 million vulnerable children). In addition to CPWs, 
some volunteers are known with different names like 
caseworkers, community engagement facilitators and 
family care volunteers, recruited and supported by 
various Non-Governmental Organisations (NGOs).

The CPWs operate in an ever-evolving environment 
with persisting and increasing challenges for children, 
including child marriages, early pregnancies, sexual 
violence, emotional and physical abuse, neglect, HIV 
and cyclical humanitarian crisis. To date, the actual 
tasks performed by the CPWs at various levels are 

12 Based on the original numbers of trained CPWs in 2005.
13 Based on the 2014 population estimates of 9 million people under 18.

01 Introduction
The Government of Malawi (GoM), through the 
Ministry of Population Planning and Social Welfare 
(MoPPSW), are committed to improving protection 
services for all children in both rural and urban areas 
in Malawi through the provision of primary, secondary 
and tertiary social welfare and child development 
services. As the plight of children continues, especially 
for children in rural communities, the need for scaling 
up protection services at the community level is 
crucial. The social service workforce – paid and unpaid, 
governmental and non-governmental, professionals 
and paraprofessionals – supports children and families 
in communities in numerous ways and play a key 
role in preventing and responding to violence against 
children.

In 2005, Malawi had 800 frontline level social service 
workforce called Child Protection Workers (CPWs) 
who were viewed as paraprofessional-social workers 
providing services at the community level. These 
CPWs were introduced in 2005 as volunteers in 
community child protection to support the burden of 
care to orphans and vulnerable children (OVC) due to 
the human immunodeficiency virus (HIV) and acquired 
immune deficiency syndrome (AIDS) pandemic. Before 
the commencement of their work, the Department of 
Social Welfare trained CPWs in child protection and 
basic social work principles and practice. Initially, the 
training was done for a period of 12 weeks (for the 
first cohort), but this was later compressed to a seven-
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• Aggregate and submit monthly and quarterly 
reporting forms to the DSWO.

• Supervise village volunteers and children 
committees at the community level.

• Maintain village registers and filling in the 
community monitoring tool.

As protection issues continue to persist and escalate, 
the roles of CPWs have evolved as they must oversee 
and provide services in a very challenging environment 
with limited resources and diverse cultural beliefs and 
social norms. Also, the CPWs are the first point of 
contact for all civil society partners and NGOs that work 
on children issues in their communities. In addition 
to child protection work, the CPWs also provide core 
social services at the community level and are viewed 
as first responders, and this increases the CPW to the 
total population ratio. This role involves community 
coordination, policy guidance and supervision amongst 
others. This creates additional demands for the CPWs 
and sometimes duplication, conflict of interest and 
confusion.

unknown. Therefore, it is imperative to understand 
the specific roles and functions conducted by the 
CPWs and other community workers focusing on child 
protection at different levels of service provision14. 

At the time of initial recruitment, the minimum 
education requirement for CPWs is a Malawi School 
Certificate of Education (MSCE). District Councils 
recruit CPWs through the District Social Welfare Office 
(DSWO). Communities identify potential CPWs and 
encourage them to apply through the DSWO. Initially, 
the CPWs was intended to fulfil the following roles 
and responsibilities:

• Advocate for children’s rights and responsibilities.
• Monitor and supervise Community Based 

Organisations (CBOs), Community Base Childcare 
Centres (CBCCs) and Children’s Corners (CCs).

• Plan and conduct community meetings and home 
visits.

• Maintain community-based data through the use 
of community village registers and household 
listing books.

14 CPWs provide services are offered at household, CBCC, CC, One Stop Centre (OSC), 
Community Victim Support Unit (CVSU), Child Care Institutions (CCI), reformatory centres 
and the community. 

 02 Study Objective
The primary purpose of this exercise was to determine 
the tasks performed by CPWs and volunteers against 
their initially assigned tasks. This was aimed at 
streamlining tasks assigned to CPWs so that they 
pay attention to their core duties, thereby making 
them more efficient in providing child protection 
services. Recommendations from the assessment 
will help clarify the roles and responsibilities of the 
CPWs, reduce duplication with other social service 
providers (especially those from NGOs), and ensure 
that the CPWs are assigned tasks for which they have 
the necessary skills to deliver quality child protection 
services to the children of Malawi.   

2.1 Specific objectives of the study

• Conduct a comprehensive review and analysis 
of the specific jobs and duties performed by the 
CPW disaggregated by jobs and duties assigned 
by the DSWO and those undertaken with support 
from partners.

• Determine the frequency of the tasks performed 
by the CPWs (whether hourly, daily, weekly, bi-
weekly or monthly).

©
 U

N
IC

E
F/

20
20

/H
en

ry
 S

uk
al

i

• Identify CPWs job descriptions and any standards 
or monitoring systems in place to ensure quality 
services delivered by CPW.

• Examine working conditions (i.e. hours of work, 
rates of pay) and support (e.g. material, technical, 
etc.) provided to CPWs by the DSWO and non-
government agencies to carry out their work. 

• Identify the different points of care (i.e. household, 
institution, community structures) that CPWs 
use to provide services, including working with 
partners (CSOs and NGOs).

• Establish the number of reports CPWs compile 
including the reporting frequency, for which 
agencies and the reporting templates used.
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national and district levels) using the most efficient 
methodology that ensures maximum response 
rate and quality assurance.

• Analysed and presented the information in various 
forms that would be easily understood by various 
stakeholders, i.e. tables, graphs, and maps (refer 
to the section on reporting).

2.3 Study benefits
 
The study was conducted to determine the minimum 
skills needed by the CPWs to effectively deliver 
services, review of job descriptions and development 
of capacity development plans to address the 
identified capacity gaps among the CPW. Additionally, 
the results of the assessment would inform other 
efforts of the GoM to regulate, professionalise and 
strengthen the social service workforce, with a focus 
on those engaged in the child protection system. This 
will be a critical step to systematise education, training 
needs and professional development efforts, including 
the building of a reliable human resources information 
management system (required for this frontline cadre). 
The assessment will further provide the MoPPSW 
with a basis on which to develop clear standards 
and monitoring systems for the CPWs to facilitate 
precise and efficient service delivery. In addition, the 
assessment has clarified roles and responsibilities 
of the CPWs versus other para-social workers15, 
especially those from NGOs. This could ensure that 
the CPWs are assigned tasks for which they have the 
necessary skills to deliver quality outcomes for children 
in Malawi. The study has also led to the establishment 
of the number of CPWs s available in Malawi. 

15 The roles of the other para-social workers are deemed to be similar to the roles of CPWs.

• Identify education, training and professional 
development opportunities (or lack thereof) CPWs 
are provided, specifying types of training, materials, 
tools, etc., disaggregated by Government and non-
government agencies. 

• Identify personal characteristics and capacities of 
CPWs and typical career paths. 

• Provide recommendations to systematise the 
jobs and duties of CPWs, improve the supportive 
framework around CPWs and ensure education 
and training opportunities (including the seven-
week training programme) are aligned with the 
realities of their work.

2.2 Scope of the study 

The study analysed the tasks performed by the 
CPWs as well as other volunteers and social workers. 
Through a participatory and consultative process, the 
consultant carried out the following tasks:

• A desk review of relevant literature on child 
protection workforce in Malawi and the region.

• Identified and compiled a list of stakeholders at 
national and district levels to be interviewed in 
liaison with the Department of Social Welfare in 
the MoPPSW and United Nations Children’s Fund 
(UNICEF).

• Desk reviews and consultation meetings with key 
stakeholders in the child protection and related 
sectors both at national and district levels to 
understand how staff workload affect performance. 

• Collected data from CPWs, social workers and 
volunteers as well as stakeholders, relevant 
Government sectors, NGO partners and others (at 
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specific threats, such as those that do not have family 
care, living or working on the streets, in institutional 
care, or in conflict with the law17. 

Child protection workforce means all people who 
work on behalf of vulnerable children and families, 
and this involves many actors who are either paid 
or volunteers to work at different levels of the child 
protection system18.
Professional development refers to learning and 
development efforts aimed at enhancing the capacity 
to perform specific roles within organisational 
requirements.

The professionalisation of social work is the 
process of giving social work a professional quality 
that include registration (enrolment in a tracking 
system), certification (evidence of competency in a 
specific area) and licensing (legal approval to engage 
in professional practice) thereby making it attractive.

Social service workforce (SSW) refers to paid 
and unpaid, Governmental and non-governmental, 
professionals and para-professionals, working to 
ensure the healthy development and well-being of 
children and their families. 

17  UNICEF Malawi Child Protection Strategy 2012-2016.
18  Ibid.

03 Methodology  

3.1 Definitions

Available working time (AWT): Refers to the amount 
of time which is available in a year for one staff category 
for delivering health services.

Case management for child protection refers to  a 
coordinated service delivery approach at the individual 
and household levels involving the identification 
of vulnerable children, assessment and planning, 
referral to services and follow up, in collaboration with 
the extended family, community and other service 
providers16.

Caseworkers are volunteers below CPWs that 
provide services for children using case management 
and have undergone the minimum recommended five 
days training in case management.

Child protection refers to the prevention and response 
to violence, exploitation and abuse of children, including 
emotional, physical and sexual violence, trafficking of 
children, child labour, child marriage and neglect of 
children. Child protection also involves reaching out 
to children who are at risk of abuse and vulnerable to 
16  GoM, Child Protection Case Management Framework.
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CBOs, local and international NGOs and religious 
organisations to implement social programmes23.  
At the macro level, the SSW provides promotive 
services that include: oversight functions of the 
social service system, through policy development; 
securing and managing budget allocation; programme 
development; human resources development; 
managing social service institutions; and, manage, 
review, evaluate system functionality and steer 
strategic shifts depending on the way the system 
is managed24. At mezzo level, the SSW can also 
undertake a range of promotive and preventive 
functions: community mobilisation and facilitation 
of dialogue with community leaders, partnership 
with community-level groups to address social and 
cultural norms like interventions aimed at addressing 
gender-based violence (GBV) and child marriages 
among others25. At the micro-level, the SSW aims at 
preserving the family and preventing family separation 
and ensure family integration26. 

According to the MoPPSW 2015 report, there were 
320 SSWs in Malawi at the national and district 
levels27 and about 800 para social workers who are 
based in the communities called CPWs28. About 38% 
of the 800 CPWs are employed by the GoM and 62% 
work as volunteers29. The available number of child 
protection SSWs in Malawi is inadequate, yet the 
social workers and CPWs are the foundation of the 
entire child protection system30. The available numbers 
of CPWs in Malawi are unevenly distributed and are 
inadequate to effectively implement programme 

23  MoPPSW, 2015.
24  UNICEF, 2019.
25  Ibid.
26  Ibid.
27  MoPPSW, 2015.
28  UNICEF, 2012.
29  Ibid. 
30  GoM, 2014.

Social service worker refers to any individual who 
provides direct social services in the generic sense, in 
the absence of official certification or legally recognised 
training, legal registration and licensing.

3.2 Focus of the study

The study focused on the tasks performed by the 
CPWs in Malawi. These tasks depend on the human 
resources planning and forecast methods used to 
determine the supply and production of the CPWs. 
The available numbers of CPWs affect and is also 
affected by the supply, production, management of 
the organisation, and access to financial resources 
for planning purposes19. Similarly, the management 
of institutions, availability of financial resources, 
production and supply of human resources affect the 
number of tasks done by the CPWs thereby affecting 
the quality of services, job satisfaction, staff burn out 
and cost of care20. Increased responsibilities among 
the CPWs reduce the quality of care and leads to 
reduced social service outcomes21.

3.2.1 Child protection workforce

The child protection workforce in Malawi falls within a 
group of SSW. The MoPPSW through the Department 
of Social Welfare coordinates the SSW in Malawi22. 
The Social Welfare Department coordinates with 
other Government ministries such as the Ministry 
of Health; Ministry of Finance; Economic Planning 
and Development; Ministry of Local Government 
(MoLGRD); Ministry of Labour and Manpower 
Development; and, the Ministry of Youth and Sports 
in providing social services but also partners like 
Civil Society Organisations (CSOs) comprising of 
19  O’Brien-Pallas et al., 2005.
20  Aiken, et al., 2001; O’Brien-Pallas et al., 2005.
21  Ireland et al., 2011.
22  Kakowa, 2016.
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3.2.2 Child protection

Child protection, refers to the prevention and response 
to violence, exploitation and abuse of children, including 
emotional, physical and sexual violence, trafficking of 
children, child labour, child marriage and neglect of 
children. Child protection also involves reaching out 
to children who are at risk of abuse and vulnerable to 
specific threats, such as those that do not have family 
care, living or working on the streets, in institutional 
care, or are in conflict with the law35. 

A child protection system is a coordinated, harmonised 
and systematic approach to protecting children from 
violence, abuse, exploitation and neglect. This system 
is made up of several components which include laws, 
policies, standards, regulations and guidelines; human 
resources; service delivery structures and processes 
within the continuum of care; as well as accountability 
mechanisms, such as monitoring, evaluation and 
complaints procedures. The system should have the 
capacity – in terms of human resources – financing 
and infrastructure to fulfil its mandate. The starting 
point for a child protection system is community 
child-rearing practices, and processes of care. A child 
protection system must be flexible enough to respond 
to emerging issues as they arise such as migration, 
urbanisation, unstable political contexts, deteriorating 
economic indicators and conflict. A rights-based child 
protection system is accountable and also supposed 
to be child and family-friendly, providing a continuum 
of protection services from prevention to impact 
mitigation36. 

A well-planned, trained and resourced SSW plays 
critical roles to identify, prevent, manage risks and 
respond to situations of vulnerability and harm of 
the children. Therefore, the SSW is vital as it remains 
the interface between Government, the community 
realities37 and the workforce needs to have proper 
capacities to effectively identify, prevent and manage 
risks, and respond to situations of vulnerability and 
harm of the children. The child protection workforce 
means all people who work on behalf of vulnerable 
children and families, and this involves many actors 
who are either paid or volunteers to work at different 
levels of the child protection system38. There are many 
strategies aimed at strengthening capacities of the child 
protection workforce, and these depend on policies, 
strategies and capacity of various nations39. The need 
to strengthen the SSW cannot be overemphasised as 
it leads to better protection of children and consequent 
attainment of the Sustainable Development Goals 
(SDGs) by all nations40.

35  UNICEF Malawi Child Protection Strategy 2012-2016.
36  UNICEF Malawi Child Protection Strategy 2012-2016.
37  UNICEF, 2012.
38  Ibid.
39  Ibid.
40  Better Care Network, 2019.

activities at all levels of service delivery in Malawi31. The 
inadequate numbers of staff lead to a high workload, 
and high workloads affect staff morale, ultimately 
leading to high staff turnover. Due to an inadequate 
number of staff members at the community level, 
a large part of the child protection system at the 
community level in Malawi depends on volunteer 
workers providing services through the community 
structures such as CBCCs, CCs and Community Child 
Protection Committees32. Despite the challenges of 
staffing levels in the child protection workforce, the 
CPWs play various roles to ensure availability of child 
protection services in the communities. They are 
thereby strengthening protection of children by acting 
as a bridge between the district and the community, 
referring cases of child abuse (which include physical, 
sexual, emotional and neglect), collecting information 
for probation reports, following up on issues of child 
labour and parent tracing33. According to the Malawi 
Child Protection Strategy 2012, the frontline CPWs in 
Malawi are trained at Magomero for social aspects 
and Chancellor College for legal aspects34.  

There is a great requirement for social protection 
services in Malawi, and that has increased the roles 
of the CPWs. The CPWs now oversee and provide 
services in a very challenging environment with limited 
resources and diverse cultural beliefs and social 
norms. Among other things, the CPWs oversee and 
contribute to services provided at CVSUs, CCs, OSC 
and CBCCs. Furthermore, the CPWs are the first point 
of contact for all Civil Society partners and NGOs that 
work on children’s issues in their communities. The 
roles of the CPWs involve community coordination, 
policy guidance and supervision amongst others, 
creating additional demands and sometimes 
duplication, conflict of interest and confusion. Initially, 
CPWs were intended to fulfil the following roles and 
responsibilities:

• Monitor and supervise CBOs, CBCCs and CCs. 
• Plan and conduct community meetings and home 

visits.
• Maintain community-based data through the use 

of community village registers and household 
listing books.

• Aggregate and submit monthly and quarterly 
reporting forms to DSWO.

• Supervises village volunteers and children’s 
committees at the community level.

• Maintain village registers and filling in the 
community monitoring tool. 

31  MoPPSW, 2015.
32  GoM, 2014.
33  UNICEF, 2012.
34  Ibid.
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the District Social Welfare Office, the DSWOs and the 
child protection desk officers were also interviewed. 
The DSWOs were interviewed through telephone 
before field data collection. In order to get the data 
regarding the total number of available CPWs, a self-
administered questionnaire was sent to all DSWOs 
in Malawi. The DSWOs filled the questionnaire and 
returned the completed forms to the consultant for 
consolidation of the data and subsequent analysis.
 
The sample sizes for the task analysis in other social 
sectors varies from 80 in Zambia to 1,295 respondents 
in Mozambique, and these had enough statistical 
power55. The assumption was that each TA had four 
CPWs and that could result into 104 CPWs from 13 
districts, 13 DSWOs/child protection desk officers, 52 
child protection committee members, and 26 staff from 
NGOs working in child protection. The data collection 
team was trained on the 31st of August 2019. Data 
collection commenced on the 4th of September 
through the 14th of September 2019. 

The job task analysis typically consisted of two phases 
of obtaining and describing the job information and 
validating the job description through interviews with 
the jobholders. The listed tasks were analysed for 
source, amount of time taken to accomplish the task 
(hours), performance levels, place and frequency using 
Microsoft Excel 2016 version. The analysis followed the 
study objectives, as indicated in the terms of reference. 
Data were entered using user-created variables in 
Microsoft Excel. Pivot tables for the variables of 
interest were developed for the analysis for all the 
objectives. The Workload Indicator of Staffing Needs 
(WISN) software was not used because at this stage, 
the analysis did not require determining workload 
pressure and the required staffing levels of the CPWs. 
The analysis focused on the demographics of the 
respondents, tasks performed, and their importance, 
the competencies to perform the tasks and training 
undertaken, among others. 

3.4 Study limitations

Purposive sampling was used to select the districts. 
The TAs were conveniently sampled due to 
geographical location. The purposive and convenient 
sampling methods could affect the generalisation of 
the findings. Additionally, the sample size is small 
for statistical decisions. However, the nature of the 
study did not require statistical inferences, but an 
understanding of the tasks performed by the CPWs 
and the selected sampling methods were appropriate. 
To ensure that the findings are acceptable, results 

55  Jhpiego Corporation, 2015.

3.2.3 Task analysis

Task analysis is a systematic way of collecting data 
regarding the responsibilities, knowledge and skills 
associated with the performance of a profession which 
is carried out as a task to identify areas of difficulties 
and the appropriate training requirements41, 42, 43, 44. The 
analysis is done in all types of job45, 46, 47 and includes 
contents and employment that are clarified and 
completed48.  The analysis results are used to revise 
job descriptions, the curriculum, updating scopes of 
practice, distribution of human resources, improve 
service delivery, and the development of strategic 
plans including clarifying the key tasks performed and 
corresponding competencies needed to carry such 
tasks49 50 51. 

3.3  Study methods and analysis

This was a cross-sectional study using mixed 
methods. Five data questionnaires were used to 
address all the study objectives and questions. The 
questionnaires had open and close-ended questions, 
as shown in Annexes 2 to 6. The questionnaires were 
administered to CPWs, the volunteers, DSWOs and 
the child protection desks officers. The study data 
were collected through interviewing the frontline 
SSWs52 and district-based child protection partners, 
and through self-reporting from districts that were not 
part of the sample.   

The questionnaires were pretested at Lilongwe District 
Social Welfare office at Traditional Authority (TA) 
Chitukula and Malili from 21st to 23rd August 2019. The 
pretesting was done to assess the flow of questions 
and their validity. Pretesting resulted in the revision 
of the tools to have a proper flow of questions and 
the validity of the questions. The data were collected 
in 13 districts across Malawi, including Lilongwe. The 
client purposively sampled the districts based on two 
groupings: UNICEF supported53, and non-UNICEF 
supported districts54. From each group, 50% of 
districts were randomly sampled. At the district level, 
two TAs were conveniently sampled from the existing 
list of TAs in the district. At the TA level, all CPWs 
were interviewed. Additionally, two district-based 
child protection partners were conveniently sampled 
and interviewed in coordination with the DSWOs. At 

41  Armstrong, 2006.
42  Dessler, 2013.
43  Jhpiego Corporation, 2015.
44  Pascual-Leone, 2009.
45  Wolf et al; 2006.
46  Armstrong, 2006.
47  Pascual-Leone, 2009.
48  Annamma, 2011.
49  Linsley, 2008.
50  Bossert & Ono, 2010.
51  Jhpiego Corporation, 2015.
52  CPW, the DSWOs, SWAs, and child protection committee members.
53  Nkhata Bay, Mzimba North, Lilongwe, Dedza, Mangochi, Zomba and Blantyre districts.  
54  Rumphi, Kasungu, Salima, Mwanza, Mulanje and Chikwawa districts.
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were not available in the sampled areas documented. 
However, the data were triangulated with DSWOs, 
thereby improving the validity of the findings. There 
were missing demographic data variables for names, 
sex, education levels and participation in child 
protection. These could affect the results presented in 
this report. 

were validated by the CPWs, the DSWOs, and partners 
in Malawi through a validation workshop that was held 
on the 27th of October 2019. The study did not analyse 
workload pressure and the required numbers of CPWs 
to handle the available workload among the CPWs. 

The study did not collect data from all the districts in 
Malawi. It is possible that some service delivery points 
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04 Study Findings 

4.1 Numbers, qualification 
 and capacities of CPWs 

A questionnaire was administered to all the 28 districts 
to document the actual number of available CPWs 
in Malawi.Overall, there were 565 CPWs in Malawi. 
Figures 1 and 2 show the sex disaggregation and 
academic qualifications of the CPWs. 

Previously, the minimum education requirement for 
recruitment as a CPW was a Malawi Junior Certificate 
of Education (JCE). However, the GoM no longer 
recruits people who have a JCE. Currently, the CPWs 
perform technical and managerial tasks that require 
competencies and skills that are lacking in JCE 
holders. As such, the current minimum recruitment 
requirement falls outside the required skills and 
competencies. Therefore, this requires a higher-level 
skill set hence higher-level qualification and not the 
JCE possessed by many currently serving CPWs. It 
is therefore recommended that the entry qualification 
for the position of CPWs should be a MSCE with 
credit passes in English and Mathematics, including 
a certificate in child protection. Figure 2 shows the 
academic qualification of the CPWs.

4.2 Child protection training and 
retention of the CPWs

Sixty per cent (60%) (340/565) of the CPWs were 
trained in child protection by the MoGCCDSW 
between 2004 and 2005 for seven weeks. Forty per 
cent (40%) of the CPWs are yet to be trained in child 
protection. Figure 3 shows the status of CPWs trained 
in child protection. 

It is unknown if the 29% (165/565) of the available 
CPWs were trained in child protection. This could be 
due to poor documentation. Overall, the proportion of 
trained CPWs has dropped by 57% (460/800). This could 
be attributed to a lack of employment opportunities 
because the GoM only hired 38% (300/800) of the 
trained CPWs. In 2005, 800 CPWs were receiving an 
honorarium of USD10. The honorarium phased out in 
2010 at the end of the Global Fund Round Five grant 
to the GoM. To date, the GoM has recruited 300 of the 
trained 800 CPWs. 

4.3 Employment status of the CPWs 

Forty-nine per cent (49%) (275/565) of the CPWs were 
on Government payroll compared to 51% (290/565) 
of the CPWs who were not on the payroll. Figure 4 
shows the CPWs employment status. The CPWs who 
are not on payroll continue to offer services hoping 
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However, the study could not quantify the actual 
numbers of those who were promoted. Three CPWs 
were not on the payroll at the time of the study because 
they were suspended without pay (interdicted)56. 

Data for most objectives were collected from the 
sampled districts. Data for the available number of 
CPWs in Malawi were collected from all the districts 

56  Two CPWs for Kasungu, and one CPW for Lilongwe.

that one day they would be hired and put on payroll 
by the GoM.

The number of CPWs employed by the GoM has 
dropped from 300 to 275, representing a 9% decrease 
in the number of employed CPWs. This drop could be 
due to some that were promoted to Social Welfare 
Assistants (SWAs) upon acquiring certificates in 
social work and successful participation in interviews. 

FIGURE 1   Sex disaggregation of CPWs in 
Malawi

FEMALE
37%

MALE
63%

FIGURE 2   CPWs academic qualifications

JCE
51% MSCE

25%

NOT
DOCUMENTED

24%

FIGURE 3   CPWs training in child protection

YES
60% UNKNOWN

29%

NO
11%

FIGURE 4   CPWs on the payroll

YES
49%

NO
51%
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show the sex disaggregation of the respondents from 
the 13 districts and designation of the respondents, 
respectively.

through the DSWOs using a self-administered 
questionnaire. From 13 districts, 199 respondents 
participated in the study. This sample size is more than 
that used in Zambia and Liberia. Figures 5 and 6 below, 

FIGURE 5   Sex disaggregation of the 
respondents from 13 districts

FEMALES
44%

MALES
56%

FIGURE 6   Study percentage of respondents

CP VOLUNTEERS
49%

DISTRICT
CP PARTNERS

14%

DWSO
6%

SWA
4%

CPWs
26%

4.4 Work experience and CPWs career 
path 

The average working experience was 11.1 years and 
10.2 years for the CPWs on payroll and the CPW 
who were not on a payroll, respectively at the time 
of the study. The CPWs on payroll complained of 
lack of promotion since the time of recruitment. This 
contributes to low motivation among the CPWs.  

In organisations, an individual could move along three 
possible dimensions: Upward career (climbing through 
the ranks to higher levels); horizontal career (across 
the different levels in the hierarchy); and, inward career 
(penetrating the inner circles of an organisation in 
terms of influence and power by virtue, experience, 
seniority and personality among others57). All the 
CPWs on payroll indicated lack of promotion despite 
working for over a long period as civil servants. The 
current set up does not show how CPWs could move 
along the various dimensions. There is no documented 
career path for the CPW at all levels. Despite the lack 
of clarity on the CPW’s career paths, some CPWs were 
promoted to the post of SWA after acquiring additional 
qualifications in social work. The CPWs task analysis 

57  Gary Dessler. 13th ed.

stakeholders’ validation workshop proposed minimum 
entry qualification, career path/structure for the Social 
Welfare and Child Development Department, as shown 
in Table 1. Besides, Table 1 shows the supervision lines 
for the SSW at district levels. 
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4.6 Working time and tasks 
performed by CPWs  

The AWT for the CPWs who are employed by the 
GoM is 229 days (1,832 hours) per year. However, 
the nature of their job, involves CPWs working long 
hours and sometimes during weekends. Due to the 
perceived high workload faced by the CPWs who 
are on the payroll, they do not go on annual leave 
holidays. The average AWT for CPWs who are not on 
the payroll is 162.5 days (1,300 hours) per year, and 
this translates to 25 hours per week. The volunteers 
who earn honorariums from NGOs work for at least 40 
hours per week as CPWs who are on the Government 
payroll. Since the CPWs who are not on the payroll 
lack motivation and commitment, it implies the areas 
that have designated CPWs do not get similar child 
protection support that is given to areas that are 
served by CPWs that are on payroll.

The CPWs perform various tasks ranging from child 
protection, programme management and advocacy, 
among others. These roles/tasks are based on the job 
descriptions as well as those delegated by the DSWO. 
This includes the supervision of CBCCs and CCs, which 
provide services to over 2.5 million and are managed 
by volunteers. The CPWs are currently working as the 
first frontline social workers and perform more roles 
than specified on their job description. To effectively 
perform the task, the CPWs require a higher-level skill 
set yet the majority of the available CPWs have a JCE 

TABLE 1 Proposed minimum entry qualification, career path/structure for Social Welfare and Child 
Development Department 

Position Entry qualification Level of operation 

District  / Principal Social Welfare Officer MSCE plus Bachelor’s degree District level (Grade G)

Social Welfare Officer MSCE plus Bachelor’s degree District (Grade I)

Senior Assistant Social Welfare Officer MSCE plus advanced Diploma in social 
work District

Assistant Social Welfare Officer MSCE plus advanced Diploma in social 
work District

Social Welfare Assistant MSCE plus certificate in basic social work TA/ADC level

Senior CPW (Paraprofessional Social 
Worker or Community Case Manager) MSCE plus certificate in child protection TA/ADC level (Grade M)

CPW (Community Social Worker or 
Community Case Manager)

MSCE with credit passes in English and 
Maths plus certificate in child protection

Group Village/Village Development 
Committee level (Grade M)

The parallel carrier path is aimed at streamlining the 
work of the Community frontline workers so that there 
is a proper focus on child development and generic 
social work at the community level. Currently, CPWs 
are involved in supervising CBCCs and CCs, which are 
entirely managed by volunteers but providing services 
to  two-million and five-thousand adolescents, 
respectively.  

4.4.1 Supervision 

The above hierarchy also represents the supervision 
lines between different levels. The lower level cadre is 
to report to the next level above. This must be clearly 
stated in job descriptions. Before implementing the 
proposed structure, the MoPPSW should conduct 
workload analysis and determine the CPW staffing 
needs. 

4.5 CPWs duty station

The CPWs are grouped into two: CPWs on payroll 
(employed) and CPWs who are not on payroll 
(volunteers). All the CPWs are stationed at the TA 
level and cover the whole TA. There is a variation in the 
distribution of the CPWs to the TAs. Some TAs have 
only one CPW who is on payroll while other TAs are 
only serviced by CPWs who are not on the payroll. 
The CPWs who are not on the payroll are not always 
on the job to provide services, and this affects child 
protection service delivery in the catchment areas.
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as the highest educational qualifications. The CPWs 
who have a JCE should be encouraged or advised by 
DSWOs to acquire a minimum academic requirement 

of an MSCE. Detailed tasks performed by the CPWs 
are shown in Table 2 below.

TABLE 2   Tasks performed by the CPWs, tasks source, amount of time required to perform the tasks, 
performance levels, place where tasks are performed and the task frequency

Roles performed by the CPWs
Source of the 

job

Amount of 
time taken to 

accomplish the 
task (hours)

Performance 
levels58 Place Frequency of performing the roles

Never Daily Weekly Monthly Quarterly Annually

Advocate for children’s rights 
and responsibilities Job description 4 Proficient Village, Group 

Village and CBO 0% 0% 47% 42% 11% 0%

Identification and registration 
of orphans and vulnerable 
children

Job description 2 Proficient Village 0% 0% 0% 45% 55% 0%

Aggregate and submit monthly 
and quarterly reporting forms 
to DSWO

Job description 16 Competent Home office 0% 0% 0% 100% 0% 0%

Train CBOs and volunteers on 
CP, ECD, CC through mentoring 
and coaching

Delegated by 
DSWO 40 Competent CBO and 

Community 0% 0% 0% 0% 100% 0%

Case management Job description 32 Competent Village and CVSU 0% 45% 35% 20% 0% 0%

Community mobilisation for 
establishment of CBCC Job description 40 Competent Village and GVH 0% 0% 0% 0% 100% 0%

Community mobilisation for 
establishment of CCs Job description 40 Competent Village and GVH 0% 0% 0% 0% 100% 0%

Community mobilisation for 
establishment of CBOs Job description 40 Competent Village and Group 

Village level 0% 0% 0% 0% 100% 0%

Filling in the community 
monitoring tool Job description 7 Competent Village, home 

office, CVSU 0% 0% 79% 19% 2% 0%

Follow up on Cash Transfers Delegated by 
DSWO 8 Not 

competent Household 0% 0% 0% 100% 0% 0%

Participate and collaborate 
with NGOs working in child 
protection

Delegated by 
DSWO 8 Competent Community 0% 0% 0% 100% 0% 0%

Maintain community-based 
data through the use of 
community village registers 
and household listing books

Job description 8 Not 
competent

Community, 
home office and 
household

46% 25% 8% 15% 4% 2%

Maintain village registers 
and filling in the community 
monitoring tool

Job description 8 Not 
competent

CVSU, 
home office, 
community

81% 0% 0% 17% 2% 0%

Monitor and supervise CCs Job description 4 Competent CC 0% 0% 32% 55% 13% 0%

Monitor and supervise CBCCs Job description 4 Competent CBCCs 0% 0% 32% 64% 4% 0%

Monitor and supervise CBOs Job description 4 Competent CBOs 0% 0% 32% 57% 11% 0%

Participate in ADC meetings Delegated by 
DSWO 5 Competent Community 0% 0% 0% 100% 0% 0%

Participate in AEC meetings Delegated by 
DSWO 3 Competent ADC 0% 0% 0% 100% 0% 0%

Participate in VDC meetings Job description 4 Competent Village 0% 0% 0% 100% 0% 0%

Plan and conduct community 
awareness meetings Job description 4 Competent Community 0% 0% 32% 38% 30% 0%

Plan and conduct home visits Job description 4 Competent Household 0% 11.3% 43.4% 45.3% 0% 0%

Prepare and submit reports to 
NGOs Job description 7 Competent Home office 66% 0% 0% 32% 2% 0%

Supervise village children’s 
committees at community level Job description 6 Competent Community and 

schools 2% 11% 42% 45% 0% 0%

Supervises village volunteers at 
community level Job description 4 Competent Community 4% 0% 49% 21% 26% 0%

Act as court witness Delegated by 
DSWO 859 Not 

competent Court ***60

58  1) Proficient (can train others). 2) Competent: Task performed safely and effectively, but may require support when necessary. 3) Not competent: cannot perform the task.
59  This is the minimum number of hours.
60  The frequency depends on the number of cases in the area.
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conditions under which it is performed and the 
reporting relationship. The main tasks and duties 
for the CPWs are outlined in Annex 9. The CPW job 
descriptions contain the job title but do not specify the 
conditions under which the tasks and duties should be 
performed and the reporting relationships. Besides, 
the job descriptions for CPWs do not describe 
where the job fits in the MoPPSW, summary of job 
purpose, standards of performance required, working 
relationships and working conditions63.  

4.8.2 Performance management standards

The performance management system recognises the 
need for a managerial process to support the integration 
of individuals and organisational objectives, as well as 
the need to enable employees to take responsibility 
for their performance (and self-development) within 
the framework of clear goals and standards, agreed 
with their supervisors. To improve performance, 
one must know and understand what the current 
performance is like in the organisation against some 
clear and accepted standards. Four tools are used 
to improve performance. These are work planning, 
supportive supervision, performance appraisal and 
staff meetings. 

4.8.3 Performance appraisal 

The majority of the CPWs do not prepare work plans 
to guide the implementation of their duties. Only 9 out 
of 53 CPWs (representing 17% of those interviewed) 
from Nkhata Bay, Mzimba North and Rumphi districts 
had work plans. The majority of the DSWOs rarely 
support the CPWs to develop individual work plans. 
The work planning is not a priority, and this could 
be due to limited resource envelope available to the 
District Social Welfare Offices.

63  Dessler, 2013.

The amount of time (activity standards) shown in 
Table 2 above is per one output. Daily, the CPWs are 
involved in the identification of vulnerable children, 
assessment and planning, referral to services and 
follow up, and settling marital disputes. Some outputs 
are done every month because the available staff 
cannot afford to perform the tasks daily due to the 
perceived high workload pressure. Every day, the 
CPWs spend between two to four hours of their time 
travelling (walking to and from) to the service delivery 
points and sometimes use personal resources (like 
money to hire a bicycle taxi) to work in distant places. 
This creates a burden on the CPWs and as a result, the 
remotest areas are rarely served. Consequently, there 
is over-reliance on the community child protection 
committees to offer child protection services. Yet, 
the committee members are not trained and are not 
readily available due to other personal commitments.  

The majority of the CPWs are competent but not 
proficient at performing some of the tasks. The number 
of tasks carried out by the CPWs affects the quality of 
services and job satisfaction. It contributes to burnout, 
low quality of service, reduced job satisfaction, reduced 
work performance and personal relationships both at 
work and home61, 62. The high workload also affects the 
time CPWs can allot to other tasks like collaboration and 
individual capacity development. Currently, the CPWs 
do not have any self-care mechanisms or psychosocial 
support to address the effects of a stressful working 
environment.
 
4.7 Frequency of the tasks performed 

by the CPWs    

The frequencies of performing various tasks are also 
shown in Table 2. The tasks are mostly performed on 
a daily, weekly, monthly, or quarterly basis and rarely 
every year. The CPWs do not perform the task to 
expected standards due to high workload pressure and 
inadequate resources to facilitate the implementation 
of the tasks. Consequently, the frequency of performing 
some tasks is reduced and this affects the quantities 
and the quality of child protection and social services 
rendered. The frequency of tasks implementation is 
inversely related to resource availability and distances 
to the service delivery points.

4.8 Job descriptions and performance 
management standards 

4.8.1 The CPWs job descriptions

The job description is an exhaustive description 
of the main tasks and duties attached to the job, 

61  Aiken, et al., 2001.
62  O’Brien-Pallas et al., 2005.
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There is limited accountability by the district heads 
and district assemblies as shown by ineffective 
performance management system; the DSWOs do not 
have a functional performance management system in 
place due to inadequate funding and limited capacity 
to improve performance system. 

Inadequate funding hampers the effective provision of 
supportive supervision and performance management 
of the CPWs by the DSWOs. Currently, the funding to 
the majority of DSWOs is not more than MK300,000 
per month. This is inadequate to cater for office and 
sector management in general. 

4.9 The CPWs working conditions 

The working conditions for the CPWs vary within 
and between districts. In this section, the working 
conditions refer to working hours per week, 
remuneration, technical support and material support.

4.9.1 Working hours

The AWTs64 vary depending on the employment status 
of the CPW. CPWs on payroll work for eight hours 
per day from Monday through Friday, and sometimes 
they work at night and during weekends if there are 
child protection related issues in the communities. 
CPWs who are not on payroll have working times vary 
between and within the districts, ranging from five 
hours to 25 hours per week. Notably, there are also 
variations in the number of available working hours per 
week within the CPWs who are not on the payroll. 
Their AWTs vary from five hours to 40 hours per week. 
The 90% of the CPWs who are not on payroll (the 
volunteers) are available for child protection work for 
five hours to 25 hours per week. Few CPWs are not 
on payroll but receive a monthly stipend from NGOs. 
This category of the CPWs is available for 40 hours per 
week. This is similar to the weekly available time of the 
CPWs who are on the payroll.  

4.9.2 Remuneration for the CPWs

The CPWs who are on payroll (275) receive a monthly 
salary from the GoM. The net salary as of September 
2019 was MK79,763.20. The majority of the CPWs 
who are not on payroll (290) receive nothing at the end 
of the month. However, whenever there are meetings 
or training, the monthly income in the form of 
allowance ranges from MK2,000 to MK35,000. Some 
CPWs from Dedza, Lilongwe and Mulanje receive a 
monthly stipend from NGOs, and the amount ranges 
from MK20,000 to MK50,000. This monthly stipend 
seems to motivate the CPWs who are not on the 

64 The AWT is the amount of time an individual is available to work. Its measures in days or 
hours.

To improve the quality of service delivery, the DSWOs 
are expected to conduct supportive supervision to 
the CPWs, but this is rarely done. The frequency 
of supportive supervisions “depends on funds 
availability” and varies between districts ranging from 
monthly and a quarterly basis. When supervisions are 
done, the DSWOs do not use comprehensive and 
standardised supervision checklists/tools, and it was 
not possible to find any filled supervision checklists. 
Also, no documented work plans, at all levels, show 
what should be done by the DSWOs on the one hand, 
and the CPWs on the other. Supervision is skewed 
towards the CPWs based at TAs with NGOs because 
the NGOs provide transport for such missions. 
Inadequate funding to the CPWs is affecting operations 
and management of social services at district and 
community levels and consequently, the quality of 
services delivered to clients. 

The DSWOs do not conduct individual meetings to 
discuss the performance of the DSWO and CPWs. All 
the districts have a performance appraisal system in 
place. Still, there is a minimal implementation of the 
appraisal system as demonstrated by only 4% (2/53) 
of respondents reported that they were appraised 
in 2018 and 2019 financial years, respectively. The 
appraisal system is not being implemented due to 
“lack of benefits” for conducting annual performance 
appraisal, and promotions are not based on the results 
of the evaluations. The staff expect rewards like 
promotions to be based on the assessment results. 
The performance appraisal should not be seen as a 
financial reward tool only but also as a management 
tool aimed at enhancing service delivery. 
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4.10.2 Technical support to CPWs

There are variations between districts in terms of 
provision of technical support to the CPWs. Those in 
Blantyre, Kasungu, Mwanza, Mzimba North, Nkhata 
Bay, Rumphi and Salima receive technical support 
from the DSWOs. The technical support is provided 
through phone calls, supportive supervision and 
review meetings. However, in 2019, none of the 
districts provided supportive supervision and review 
meetings due to lack of funding. The technical support 
focuses on case management and referral, report 
writing, community assessment, supervision of local 
structures and community awareness. 

Sixty-eight per cent (36 out of 53) of the CPWs in the 
sampled districts do not receive technical support 
from NGOs. The majority of the NGOs do not provide 
specific technical support to the CPWs. Technical 
support from the NGOs was in the form of training 
facilitated by the DSWOs. About 32% (17/53) of the 
CPWs received training that was funded by the NGOs. 
The training facilitators are mostly staff from the DSWO. 
This shows the existence of a good partnership and 
collaboration between the DSWOs and the NGOs. The 
technical support to the CPWs from the NGOs was 
provided on a quarterly, biannual and annual basis. The 
frequency of support varies depending on resource 
availability. The erratic technical support focuses 
on case management and referral, report writing, 
community vulnerability assessment, supervision of 
local structures and community awareness.  

4.10.3 Adequacy of support provided to the CPWs 

The material and technical support provided to the 
CPWs is inadequate. The CPWs need support in:

• Basic law to better implement and facilitate the 
implementation of child justice interventions;

• Social services; 
• Early childhood development services; 
• Orientation on the management of CBCCs;
• Fuel for motorbikes; 
• Pushbikes;
• Systematic supportive supervision; 
• The increased frequency for review meetings; 
• Office spaces;
• Lunch allowances when escorting clients; 
• Personal identification cards; and, 
• Child protection workers’ regalia.

payroll and are therefore able to perform social work 
services every working day just like the CPWs who 
are on payroll. To retain the CPWs who are not on 
the payroll, the MoPPSW should lobby MoLGRD to 
consider providing a stipend to the CPWs as a way of 
motivating and retaining them as an interim measure. 
The MoPPSW through the MoLGRD already provides 
a stipend to adult literacy volunteers (MK15,000 per 
month) such that the same scheme could cascade to 
the CPWs who are not on the payroll. After all, there is 
value for money in investing in child protection systems, 
and that could foster national development. The adult 
literacy volunteers have JCE and MSCE qualifications 
as do the CPWs. The study did not assess the impact 
of this arrangement on the other NGOs or partners 
that are not providing honorariums to the CPWs.  

4.10 Provision of support to the CPWs

This section provides a summary of material and 
technical support provided to the CPWs. The GoM 
provides support through the DSWO and the district-
based partners. 

4.10.1 Material support

Some (17/53) of the CPW receive material support 
from the DSWO, and the majority (36/53) do not 
receive any material support from the DSWO. The 
material support includes stationery, reporting tools, 
airtime, pushbikes and fuel for motorbikes. Stationery 
and reporting tools are intermittently provided. The 
pushbikes were provided to CPWs in 2014 and 2015 
by UNICEF. The pushbikes are grounded and are no 
longer functional. Some DSWOs provided motorbikes 
and fuel to the CPWs who stay in hard to reach areas. 
The DSWOs that provided material support were 
Nkhata Bay, Rumphi, Mzimba North, Mangochi and 
Zomba. 
Fifty-seven per cent (30 out of the 53) of the CPWs in 
the sampled districts do not receive material support 
from the NGOs. The NGOs collaborate and partner 
with the DSWO by providing fuel for supervision, 
awareness meetings, case follow up, information, 
education and communication (IEC) materials, bicycles 
and motorcycles. The material support varies between 
districts as the NGOs are not evenly distributed within 
and between the districts. The material support is 
mostly provided as one-off support or upon request 
from the DSWOs. UNICEF support to CPWs goes 
through the district councils, and the CPWs did not 
mention this support.
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for in Table 2 (Page 13). The study results show that 
the CPWs do not support services to OSC, CCIs and 
reformatory centres. However, in other districts, such 
as Blantyre CPWs provide services in OSC.

4.11.2 Child protection service partner organisations

The selected districts had many partners in the child 
protection area. All the partners depend on the DSWO 
for technical support on child protection. The list of the 
partners is not exhaustive. 

4.11 The child protection service 
delivery points and partner 
organisations

4.11.1 Service delivery points

The CPWs provide services through different service 
points namely: ADC level, CBCCs, CBOs, CCs, 
courts (as witnesses), CVSUs, Group Village Head 
(GVH) level, home office, household, schools, Village 
Development Committee (VDC) and village levels. The 
tasks associated with each point of care is provided 

TABLE 3 Child protection partners in the selected districts

District name Name of child protection district partners

Blantyre Stephanos, Mary’s Meals, Joshua Foundation, Chombo, Samaritan Trust, Islamic Relief, Steka, Aquaid Lifeline, Yamikani House, 
One Community, Beehive, Sister Ana, SOS, Save the Children, Destine

Dedza
Action Aid, Ujamaa Pamodzi Africa, Centre for Children’s Aid, World Vision, Link Com. Development, Centre for Youth 
Empowerment and Civic Education (CYECE), United Purpose, National Initiative for Civic Education, Catholic Commission for 
Justice and Peace, Malawi Council for the Handicapped and Centre for Human Rights and Rehabilitation (CHRR). 

Kasungu Plan Malawi, Care Malawi, World Vision, Good Neighbours, CCJP (Mzuzu Diocese), GENET, Save the Children, CWHLA 

Lilongwe

2nd Milk Ministry, Association for the Elimination of  Child Labour, Centre for Aids Care, Education and Training (CACET), Centre 
for Community and Youth Development (CCYD), CYECE, Child Rights Information and Documentation Centre (CRIDOC), 
Chisomo Children’s Club, Early Childhood Development Coalition (ECDC), Eye Foundation, Foundation for Relief, Education 
and Development (FORED), Grass Roots Movement For Health and Development (GMHD), Lutheran Mobile Clinic (LMC), Mai 
Khanda, Malawi Interfaith Aids Association (MIAA), Ministry of Hope, Mothers 2 Mothers, Mustard Seed, Network for Youth 
Development, NGO Coalition on Child Rights (NGOCCR), Nkhoma Synod Youth and Children Ministry (NSCYM), Organisation 
for Sustainable Socio-Economic Development Initiative Malawi (OSSEDI Malawi), Outreach Scout Foundation, SOS Children’s 
Village of Malawi Trust, Student-Driven Solution (SDS),  Village of Hope-Malawi Trust (VOHMT), Youth and Environment Change 
Organisation, Youth Care Ministries ( YCM)

Mangochi World Vision Malawi, YONECO, One Community, RAC, Namwera AIDS Coordinating Committee, CYECE, Malawi Red Cross

Mulanje World Vision Malawi, YONECO, One Community, RAC, Namwera AIDS Coordinating Committee, CYECE, Malawi Red Cross

Mwanza Malawi Red Cross, Save the Children, Catholic Development Commission, Association of Progressive Women, Farmers Union, 
Population Services International

Mzimba North Plan Malawi, Like International, SOS, St John of God, Girls Empowerment Network (GENET), Network for Youth Development, 
Livingstonia AIDS Programme, Catholic Development Commission, Youth Watch Society, Ungweru Organisation

Nkhata Bay Livingstonia AIDS Programme, World Vision, GENET , NAPE, YONECO, Save the Children, World Relief, CAMFED

Rumphi YONECO, Save the Children, Evangelical Association of Malawi, Chikulamayembe Women Forum, Rumphi Women Forum, LIFE 
CONCERN, Action Aid

Salima Star Fish, World Relief, Kindle, Adventist Relief Agency, Feed the Children, CYECE, World Vision

Zomba Save The Child, One Community, PASD, Emmanuel International, World Vision
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hours every month. The monthly reports were done 
from the CPWs’ house or CVSUs. Most (13/18) of the 
CPWs who prepared and submitted monthly reports 
to the NGOs received training on report writing but 
think further training is required. The CPWs prepare 
reports from home and CVSUs because they do not 
have offices. None of the child protection workers 
who participated in the study indicated to have 
responsibilities on data entry and interaction with the 
CPIMS.

4.13 Education, training and 
professional development 
opportunities 

4.13.1 Training, professional development and 
skills gap

Almost one in every ten (11%) of the available CPWs 
have not been trained in child protection, and it is 
unknown if 29% of the 565 CPWs were trained in child 
protection. However, they are receiving job training. 
Besides, child protection training was conducted 
over ten years ago. A session of child protection 
training covered seven weeks instead of the initial 
recommended three months training period. The 
CPWs felt that the duration was too short to cover the 
course content thoroughly. Table 4 (Page 19) shows 
the training or orientation participated by the CPWs in 
the sampled TAs. 

4.12 Reports compiled by CPWs 

The CPWs prepare and submit Child Protection 
Information Management (CPIMS) report, GBV report, 
Case management report and CVSU report to the 
DSWOs every month, and whenever they implement 
an activity, they submit an activity report. The CPIMS, 
GBV and case management reports are sent using the 
paper-based system. The CVSU report is electronically 
submitted using mobile phone, but the phone-based 
reporting system has been non-functional since March 
2019. Currently, a new reporting platform is being rolled 
out. The CPWs do not receive feedback regarding the 
quality of the reports. The activity progress reports 
have no guidelines and reporting templates that each 
reporting officer has a different reporting format.  

The activities originate from partners, and the CPWs 
facilitate the activity implementation but do not have 
work plans. Therefore, it was difficult to quantify the 
number of reports that each CPW could prepare. 
Typically, one TA could have more than one CPW, and 
there is a flat reporting system. Each CPW prepares 
and submits individual reports to the DSWO without 
consolidating the reports at the TA level. Additionally, 
about 34% (18/53) of the CPWs (from Dedza, Kasungu, 
Mulanje, Mzimba North, Nkhata Bay, Rumphi, Salima 
and Zomba districts) prepared and submitted reports 
to NGOs every month. Preparation and submission of 
monthly reports to the NGOs took an average of six 
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TABLE 4  Training participated by CPWs 

Name of training received
Materials 
received 

 Tools 
received

Training 
duration 

(days)
Training provider Training adequacy

Access to justice and legal 
remedy Handout  No tools 5 NGO Training was adequate.

Advocacy Hand out No tools 2 GENET Training duration not adequate.

Case management Hand out No tools 5 GENET Training duration not adequate - two weeks could be 
adequate.

Case management Manual Manual 5 MoPPSW The training duration not adequate - more time 
required to complete the manual.

Case management Manual Manual 10 MoPPSW The training duration not adequate - more time 
required to complete the manual

Case management Manual Manual 13 MoPPSW The duration of the training was inadequate.

Case management Manual Manual 5 MoPPSW The duration of the training was inadequate.

Case management Manual Manual 2  Camfed / Plan The duration of the training was inadequate.

Case management Handout Manual 5 MoPPSW Training was adequate.

Cash Transfer Handout  5 MoPPSW Training was adequate.

Children corner Handout Manual 21 MoPPSW The duration of the training was inadequate.

Children corner Manual Manual 5 MoPPSW The duration of the training was inadequate.

Disaster management Pamphlet IEC materials 5 GoM The duration of the training was inadequate.

ECD Manual Manual 10 Blantyre Synod Adequate.

ECD Manual Manual 21 Save The Children Adequate.

ECD Manual Manual 21 Save The Children Adequate.

ECD Handout Manual 10 World Vision Malawi The duration of the training was inadequate.

ECD Manual Manual 13 MoPPSW Adequate.

ECD TOT Handout Manual 14 World Vision Malawi The duration of the training was inadequate - 21 days 
was required.

ECD Handout No tools 10 NGO The duration of the training was inadequate.

Financial literacy Handout Handbook 5 GENET Training was adequate.

GBV Notes Register and 
poster 4 CHRR Adequate.

Human rights Booklet Reporting tools 2 CHRR The duration of the training was inadequate.

Journey of life Handout Manual 5 GoM and NGO Training was adequate.

Human rights Booklet Reporting tools 2 CHRR The duration of the training was inadequate.

Marital therapy Handout No tools 5 NGO Training was adequate.

Marital therapy Handout No tools 5 NGO Training was adequate.

National Reading 
Programme Handout No tools 3 MoEST Training was adequate.

Psychosocial support Handout No tools 5 NGO Training was adequate.

National reading 
Programme Books Books 3 MoEST The duration of the training was inadequate.

UBR Training manual No tools 5 MoPPSW Training was adequate.

VSL No materials No tools 5 One Community The training duration was inadequate. 
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frontline SSWs are responsible for the identification 
and registration of OVCs, monitoring of the situation 
of vulnerable children, and referrals of children with 
special needs to relevant agencies and institutions 
through the CPWs. These roles are complementary 
and not a duplication of roles. For technical issues, the 
NGOs collaborate with the CPWs through the DSWOs 
to deliver the child protection services. Additionally, 
the NGOs rely on the local structures, including 
collaboration with the child protection committees. 
These volunteers report to the CPWs on all issues 
related to child protection. Furthermore, the majority 
of the volunteer child protection committee members 
provide service to both Government and NGOs, and 
they help to ease the workload pressure faced by the 
CPWs because they have substantial catchment areas 
compared to Health Surveillance Assistants (HSAs). 

4.15 Human resource management 
information system 

The DSWOs do not submit monthly CPW returns 
to the District Councils. There is no reliable human 
resources information management system in place 
because the CPWs data could not be retrieved from 
the central database and the information collected 
from the DSWOs had missing values on education and 
sex of CPWs. A reliable human resource management 
information system should provide accurate and up-to-
date data for managerial purposes. 

Although some of the CPWs were trained in child 
protection, there are emerging issues that require 
additional skills and competencies among the CPWs. 
Furthermore, there have been task-shifting where the 
CPWs perform more tasks than previously planned 
and these require additional skills and competencies. 
The CPWs have skills gaps in: advocacy, poverty and 
need assessment; human rights (plus court witnessing 
procedures); gender, monitoring and evaluation; 
data management; data analysis; coordination and 
networking; supervision, coaching and mentorship 
of community structures; community mobilization; 
project management; reporting; psychosocial 
counselling; management; disaster risk reduction; 
and, emergency and social work.  

Various actors provided the training and the MoPPSW 
was the primary instruction provider. The duration of 
the training varied between five to 35 days. The period 
for case management, child protection and Early Child 
Development (ECD) training was deemed inadequate 
and therefore, more time was needed to complete the 
training sessions. The duration for case management 
training ranged from two to 13 days, and about 
88% (30/34) of the CPWs feel that the duration was 
inadequate and as a result, the training did not cover 
the entire course content. Furthermore, 87% (39/45) of 
the CPWs who participated in child protection training 
felt that the 35 days’ training duration was inadequate. 

4.14 Overlapping and duplication of 
tasks 

Frontline child protection services are provided by many 
frontline SSWs who are known by several names. These 
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of required numbers of the CPWs, revision of the 
training materials (including the curriculum), and the 
recruitment and deployment of competent and skilled 
CPWs in Malawi. After the workload analysis, Malawi 
will be the first country with documented ratios of 
CPWs to children.  

Above all, Malawi needs to consider investment 
priorities in the social service system by recruiting 
adequate numbers of CPWs and providing necessary 
resources. A well-developed social service workforce 
promotes social justice, reduces discrimination, 
challenges and changes harmful behaviours and social 
norms, prevents and responds to violence, abuse, 
neglect and exploitation and family separation. The 
limited investment in frontline social workers and child 
protection, in general, undermines all other efforts 
aimed at strengthening the child protection system 
including the attainment of SDG targets in Malawi 
as no system can function effectively without the 
individuals who make that system.

04 Conclusion and Recommendations
The CPWs task analysis came at a strategic time 
for Malawi and is in line with the GoM’s priority 
of improving quality child protection services. The 
GoM should decide to improve the effectiveness of 
preventing and responding to child protection risks by 
addressing the challenges affecting the delivery of child 
protection services, including the inadequate numbers 
of skilled, qualified and competent CPWs. The report 
further provides knowledge on the minimum skills 
needed by the CPWs, service delivery points, the 
analysis of job descriptions, and capacity gaps among 
the CPWs. The report also provides the MoPPSW 
with a basis on which to develop clear standards 
and monitoring systems for the CPW to facilitate 
clear and efficient service delivery. The task analysis 
report provides comprehensive information on: the 
availability of CPWs; tasks performed by the CPWs; 
technical and managerial gaps; structural challenges 
affecting the provision of quality child protection 
services; and, concisely presenting documents within 
a state of the art of child protection system. This is the 
first step of a long journey that will lead to the analysis 

©
 U

N
IC

E
F/

20
20

/H
en

ry
 S

uk
al

i



22M A L AW I

areas, standards of performance required, working 
relationship, and the working conditions.   

Skills gap
The current child protection training does not address 
all the needed skills and competencies of the CPWs. 
The CPWs have skills gaps in: advocacy, poverty and 
need assessment; human rights (plus court witnessing 
procedures); gender, monitoring and evaluation; 
data management; data analysis; coordination and 
networking; supervision; coaching and mentorship 
of community structures; community mobilisation; 
project management; reporting; psychosocial 
counselling; management; disaster risk reduction; 
emergency; and, social work. The MoPPSW should 
revise the child protection training manual, and the 
revised training manual should incorporate topics that 
cover the existing gaps. 

To improve skills gaps among the trained CPWs, the 
MoPPSW should consider providing refresher training 
to the 275 CPWs who were already trained in child 
protection. The CPWs felt that the duration was too 
short to cover the course content thoroughly. The 
training could be done through block release or on 
weekends to ensure the uniformity of the course 
content and quality. Using on the job approach could 
result in course content variation between and within 
districts.  

Some CPWs have not been trained in child protection, 
and the MoPPSW should train the untrained CPWs. 
The trained CPWs indicated that the training was 
rushed and did not complete the child protection 
course content. The MoPPSW should consider 
providing refresher training aimed at achieving the 
course content. The CPWs are an essential resource 
for volunteers and some partners. As such, the CPWs 
should have adequate skills and competencies to 
deliver and support other frontline social workers 
effectively. The training could be done on the job or 
institutionally based using the block release method of 
learning. On the job training in child protection could 
be ideal, practical and cost-effective, but this depends 
on the availability of resources at DSWO levels. The 
MoPPSW should organise comprehensive training 
targeting the CPWs that have not been trained and 
refresher training on child protection for CPWs already 
trained.

Furthermore, the child protection training did not 
address all the issues CPWs face on the job; the 
MoPPSW should review and revise the training 
curriculum to reflect the problems faced in the child 
protection system. The child protection training 

Required numbers of CPWs in Malawi

The Government should not rely on the 290 CPWs 
who are not on the payroll as these people can 
withdraw their services at any given time. Using ratios 
to determine workload pressure is not the best way 
to plan for human resources because the workload 
depends on cases and other tasks performed by each 
CPW, and this varies within and between districts. 
The actual workload could be determined by analysing 
workload pressure faced by each CPWs and not using 
the ratios. The MoPPSW should lobby the MoLGRD to 
recruit the available CPWs who meet the employment 
criteria to ease the workload experienced by the 
CPWs. Furthermore, the MoPPSW should promote 
development partners to finance the analysis of 
levels of workload pressure faced by the CPWs. The 
results of the workload pressure analysis would help 
to determine required CPW staffing levels. This could 
lead to strategic planning, recruitment, development 
and deployment of the CPWs in Malawi.  

Available working time

The CPWs do not go on annual leave due to high 
workload pressure, yet all civil servants are entitled 
to annual leave days. Leave days enable employees 
to recover, rest, reduce staff burnout and improve the 
health of the employees and enhance productivity. 
The DSWOs should ensure the development and 
implementation of annual leave rosters for all staff 
members, including the CPWs.  

Retention of volunteer CPWs

The CPWs who are not on the payroll could withdraw 
their services at any time if they find alternative ways 
to earn a living. To retain the CPWs who are not on 
the payroll, the MoPPSW should consider providing a 
stipend to these CPWs as a way of motivating and 
keeping them as an interim measure. The MoPPSW 
is already providing a monthly stipend of MK15,000 
to adult literacy volunteers. These volunteers, just like 
the CPWs, have JCE and MSCE qualifications. There 
is value for money in investing in child protection 
systems. 

Job descriptions

The job descriptions for the CPWs do not reflect the 
actual tasks performed. The job descriptions are living 
documents and should be revised to reflect the actual 
tasks performed by the post holders. The MoPPSW in 
liaison with the Ministry of Local Government should 
review the CPWs job descriptions. Furthermore, the 
revised job description should include a description 
of where the job fits in the organogram within the 
DSWO level, the job purpose, key performance 
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changing organisational requirements to make the 
best use of the inherent interests, motives, values, 
skills and knowledge for the benefit of both the CPWs 
and the employer. The MoPPSW should lobby the 
MoLGRD to review the structure for the Social Welfare 
and Child Development Department and minimum 
position entry qualifications.  

Improving child protection service delivery

In order to improve the provision of child protection 
services, it is imperative to address the structural 
challenges that affect service delivery. The challenges 
include: an inadequate number of employed CPWs; 
poor transport systems (lack of motorbikes and 
pushbikes); limited supportive supervision due to 
insufficient funding from central Government; a poor 
communication system affecting the referral of clients; 
inadequate management and technical skills among 
the CPWs; and, lack of motivation among the CPWs 
who are not on the payroll. 

The inadequate number of the CPWs could be addressed 
by recruiting the already trained CPWs who meet 
the minimum requirements and then conduct CPWs 
workload analysis to determine staffing requirements 
for each district. To reduce transport challenges that 
affect supportive supervision, the MoPPSW should 
lobby with development partners and the Ministry 
of Finance for procurement and distribution of at 
least one motorcycle per TA to ease transport to long 
distances; and increase other operational transaction 
(ORT) allocations. The monthly district ORT allocation 
for the MoPPSW does not exceed MK300,000 to 
cover office and programme management costs. “If 
the ORT is increased to MK600,000 per month, we 
shall be able to implement most of the plans in the 
district”, observed one of the DSWOs.  

Since the roles of the CPWs have evolved to include 
project management and social welfare services at 
frontline level, there is need to equip the CPWs with 
necessary skills and competencies to deliver these 
frontline services through orientation and training 
effectively. This could be cost-effective in the long 
term. Furthermore, the CPWs are expected to provide 
supportive supervision in various service delivery 
points.  

Challenges facing the CPWs

The CPW don’t reach out to all parts of the catchment 
areas because the catchment areas are enormous, 
and in some instances, one CPW covers an entire TA. 
To ease mobility challenges, the MoPPSW and other 
stakeholders should consider providing at least one 

durations were too short. The training period should be 
three to six months to allow the CPWs to synthesise 
course content. Although the validation workshop 
recommended the entry qualification of an MSCE with 
credits in mathematics and English, plus a certificate 
in child protection going forward, the minimum 
professional entry should be a certificate in social 
work, with tailored child protection in-service training. 
This will ensure the existence of competent CPWs 
to effectively articulate, plan, manage and implement 
child protection issues in their catchment areas. 

Performance management and supportive 
supervision

The existing performance appraisal system is not 
functional at the district level. There is a need to 
create a functional performance appraisal system at 
the district level that could help facilitate technical 
and management gaps, thereby leading to the 
development of training or capacity development 
plans by the DSWOs. The DSWOs should build the 
capacity of the CPWs to develop individual work plans 
that should be linked to their job descriptions. This can 
be done using on the job training and mentorship. The 
MoPPSW should lobby with the Ministry of Finance for 
increased funding to the DSWOs to enable the district 
to conduct timely supportive supervisions CPWs. 
The performance appraisal should not be seen as a 
financial reward tool only but also as a management 
tool aimed at enhancing service delivery.  

To improve the accountability and performance 
management, the DSWO should be trained on 
setting performance objectives, measuring-appraise 
management, preparation and conducting performance 
review meetings and handling of programmes with 
staff. The DSWOs should consider partnerships 
and collaboration with stakeholders to enhance the 
provision of supportive supervision to all the CPWs.

The supportive supervisions are done without 
using standardised tools/checklist, and there are 
no associated action plans based on the findings of 
the supervision. The MoPPSW should facilitate the 
development and use of standardised supervision 
checklist by the DSWO during the supervision 
missions. All the DSWOs should uniformly use the 
supervision checklist/tool. Furthermore, the supportive 
supervision checklist/tool should have all components 
of the social services offered in the districts.    

Career paths and development

The DSWOs should mentor and shape the CPWs 
by assisting them in planning for their careers given 
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CPWs employment status 

Although 275 CPWs have been recruited and are 
on the Government payroll, they are yet to receive 
employment confirmation letters, with some of 
them already having worked for over ten years. This 
demotivates the CPWs because they assume that 
they are still working as a temporary employee for the 
GoM. The DSWOs should liaise with District Councils 
to ensure that the CPWs get employment confirmation 
letters as a matter of urgency.  

Reporting structure 

The reporting lines for the CPWs is unclear as to 
SWAs, SWOs and PSWOs. The multiple reporting 
lines create confusion among the CPWs. MoPPSW 
should consider providing clear reporting lines for the 
CPWs. The validation workshop recommended a new 
reporting structure, as shown in Table 1 (Page 12). The 
entry qualification for the position of CPW should be an 
MSCE with credit passes in English and Mathematics, 
plus a certificate in child protection. The MoPPSW 
should lobby the MoLGRD to review the structure for 
the Social Welfare Department and minimum entry 
qualifications for CPWs. 

Monthly CPWs and other staff returns

The MoLGRD should ensure that the DSWOs are 
preparing, submitting and updating CPWs data 
monthly, to timely management decisions.

motorcycle per TA. However, this could require funds 
to carter for the operational cost of the motorcycles.  

Inadequate funding of DSWOs affects their operations, 
including the provision of technical and material support 
to the CPWs. As a result, the CPWs receive erratic 
material and technical support from the DSWOs due 
to the inadequate resources available in the districts. 
The MoPPSW should lobby the Ministry of Finance 
for increased funding of the social welfare service, 
including child protection, to help improve the delivery 
of quality child protection services.   

Reports and reporting tools

Wherever there is more than one CPW at the TA 
level, each CPW submits a CPIMS report, GBV 
report, and CVSU, case management reports to the 
DSWOs monthly without consolidation at the TA level. 
The DSWO should treat each TA as a reporting unit 
within the district. The reports and all data should be 
consolidated and submitted as a single report to the 
DSWO. This would ensure the sharing of information 
among the CPWs at the TA level. 

There are no guidelines or templates for activity 
progress reports. The MoPPSW should facilitate the 
development of standardised reporting guidelines and 
templates to be used by the DSWOs and the CPWs 
for reporting. This could ensure uniformity in reports 
within and between the districts.  
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Annex 1 Study Matrix

Main objectives Research Questions
Means of data collection and questionnaire 
numbers addressing the objective

1 Conduct a comprehensive review and 
analysis of the specific jobs and duties 
performed by that the CPW disaggregated 
by jobs and duties assigned by the DSWO 
and those undertaken with NGOs/ CSOs.

• What tasks are performed by the CPW?

• Where are the tasks performed?

• What is the source of the task?

• Desk review (job description). 

• Interview the Child protection workers, 
DSWO, SWA and volunteers.

• Section B on the tool place where task is 
performed aims at identifying the service 
points.

2 Reduce duplication of tasks with other 
social service providers.

• Is there duplication of tasks between CPWs 
and volunteers/NGO employees?

• Are tasks performed by CPWs different 
from those performed by volunteers or other 
cadres?

• Administering the tool to volunteers 
employed by NGOs will show if there are 
duplications.

3 Determine the frequency of the tasks 
performed by the CPWs (whether hourly, 
daily, weekly, bi-weekly or monthly).

• How often are the tasks performed?

• How much time does each task take to be 
completed?

• Interview the child protection workers 
(Section B), DSWO and volunteers.

4 Identify the different points of care 
(i.e. household, institution, community 
structures) that CPW use to provide services 
including the partners (CSOs and NGOs) 
they work with.

• What are the service delivery points for the 
CPW?

• Which partners work with the CPW?

• Section B on place where task is performed 
aims at identifying the service points. 

• Section B on task sources aims at 
identifying the sources of the task 
performed.

5 Identify CPW job descriptions and any 
standards or monitoring systems in place to 
ensure quality services delivered by CPW.

• Do the CPW have job descriptions?

• What is the content of the job descriptions?

• Do the CPW have any standards or 
monitoring systems in place that ensure 
quality services delivered to clients?

• What standards are there to monitor quality 
of services provided by CPW?

• Question 19 covers availability of job 
descriptions.

• Monitoring systems are covered by 
questions numbers 24, 25, 26, 27 and 55 
(supportive supervision).

6 Identify working conditions (i.e. hours 
of work, rates of pay) and support (e.g. 
material and technical) provided to CPW by 
the DSWO and non-government agencies to 
carry out their work. 

• What are the working conditions for the 
CPW?

• Hours of work are covered by question 15. 

• Pay rate is covered by question numbers 20 
and 23.

• Type of support by source is covered in 
section D. 

7 Establish the number of reports they 
compile including the reporting frequency, 
for which agencies and reporting templates 
used.

• How many reports are compiled by the 
CPW? 

• How often do the CPW compile reports? 
Which agencies get reports from CPW?

• Do the CPW use different reporting 
templates for various agencies?

• Question 33 aims at identifying the number 
of reports prepared and the associated 
frequency.

8 Identify education, training and professional 
development opportunities (or lack thereof) 
CPW are provided, specifying types of 
training, materials, and tools, disaggregated 
by the Government and non-government 
agencies. 

• What training have the child protection 
workers participated in?

• What materials did they receive during/after 
the training? Who provided the training?

• Question 81 covers training participated in. 

9 Identify personal characteristics and 
capacities of CPW and typical career paths. 

• What are the personal characteristics for 
CPW?

• Do the CPW have the skills to effectively 
deliver services?

• Do the CPW have adequate capacity to 
handle available tasks?

• Personal characteristics are under in section 
A of the tool.

• Question 88 addresses the career path.

10 Provide recommendations to systematize 
the jobs and duties of CPW, improve the 
supportive framework around CPW and 
ensure education and training opportunities 
(including the 7-week training programme) 
are aligned with the realities of their work.

• Are the CPWs performing right tasks to 
expected standards? 

• How should the supervision to the CPWs be 
improved? 

• Are training durations adequate?

• Question 77 covers the issues and analysis 
of the issue. 
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Annex 2 Data Collection Tool for CPWs 

Date of inter-
view

Name of interviewer

Questionnaire 
#

Interview starts 
at

Interview ended 
at

Section A: Background information

1. Name of TA 2. Name of district 3. Name of respondent 4. Contact phone # 5.
Age of respondent 
(years)

6. Gender of respondent 7. Marital status 8. Education level 9. Employment status 10.
Years of experience 
for the current role

Male
Married JCE

CPW on 
Government payroll

Single MSCE

Female
Divorced Certificate in 

Community Based 
Work in Children 
and Youth

Volunteer CPW
Separated

11.
Total number of 
Group Village Heads?

12.
Total number of 
villages in the 
catchment area?

13.
Total number 
of people in the 
catchment area/TA?

14.
Total number of 
CBBCs?

15.
Total number of 
CVSUs?

16.
Total number of 
CPWS employed by 
Government?

17.
Total number of 
CPWS volunteers in 
Government?

18.
Total number of case 
managers/volunteers 
in NGOs?

19.
Total number of 
annual leave days?

20.
Total number of 
study leave days?

21.
Average working 
hours per day?

22.
Total number of 
working days per 
week?

23.
Do you have a job 
description?

24.

Total number of CBOs 
that you work with 
in child protection in 
your catchment area?

25.

Total number of 
NGOs that you 
work with in child 
protection in your 
catchment area?

Yes (If yes, get a copy of 
the current work plan)

No

26.
Total number of 
villages in the 
catchment area?

27.

Total number of 
CBBCs that you 
work with in child 
protection in your 
catchment area?

28.

Total number of One 
Stop Centres that you 
work with in your 
catchment area?

29.
Total number of CCs 
that you work in your 
catchment area?

30.

Total number of 
CVSUs that you 
work with in child 
protection in your 
catchment area? 

31.

Total number of 
CCIs centres in your 
catchment area 
where you perform 
tasks?

32.

Total number of 
reformatory centres 
in your catchment 
area where you 
perform tasks?

33.

Total number of One 
Stop Centres where 
you perform tasks in 
your catchment area?

34.

Total number of 
CBOs working in 
child protection in 
catchment area?

35.

Total number of 
NGOs working in 
child protection in 
catchment area? 
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36.

Average monthly 
allowance from 
partners? (Total from 
NGOs, training, etc.)

37.

Total monthly 
remuneration from 
NGOs/CBOs
Salary?

38.

Name other benefits 
received on monthly 
basis from NGOs/
CBOs? 

39.
Total monthly salary 
from the Government 
of Malawi? 

40.
Individual work plan 
available?

MK
Yes

No

41.
Work plan linked to 
the job description?

42.
Reports linked to 
work plan?

43.
Designation 
of immediate 
supervisor?

44.
Performance 
appraisal system in 
place? 

45.
When were you last 
appraised? 

Yes Yes Yes

No No No

46. Names of NGOs working in child protection in the catchment area 47. Areas of focus?
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Section B: Tasks performed by Child Protection Workers (CPWs) (read the task and ask the CPW to answer 
yes or no)

Task list (Tick applicable task)
Source of the 
task65

How often 
activity is 
performed 66

Amount of 
time spent on 
task

Individual / 
group task

Place(s) 
where task is 
performed 67

Trained on how 
to perform the 
task ?

Performance 
(Level of 
competencies 
by child 
protection 
worker)68

1.
Advocate for children’s 
rights and responsibilities

       

2.
Monitor and supervise 
CBOs, CBCCs and CCs

      

3.
Plan and conduct 
community meetings 

      

4.
Plan and conduct home 
visits

      

5.

Maintain community-
based data through the 
use of Community Village 
Registers and Household 
Listing books

      

6.
Supervises village 
volunteers at community 
level

      

7.
Maintain Village Registers 
and filling in the Community 
Monitoring Tool

8.
Filling in the Community 
Monitoring Tool

      

9.
Supervises village children’s 
committees at community 
level

10.
Aggregate and submit 
monthly and quarterly 
reporting forms to DSWO

11.
Prepare and submit reports 
to NGO/CBO

65 (1 Based on job description. 2 Delegated by DSWO. 3. NGO/CBO (please specify the NGO/CBO, 4).
66 (Never, hourly, daily, weekly, bi weekly, month, every quarter, every six months, yearly).
67 (Conditions under which the task is performed).
68  1 Proficient (can train others). 2 Competent: Task performed safely and effectively, but may require support when necessary.3 Not competent: cannot perform the task.
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Section C: Supportive supervision from the District Social Welfare Office (DSWO) 

12. Which DSWO do you report to?

13.
Does the DSWO or any representative of the DSWO conduct supportive supervision? 
(If no skip the next questions in this section and go to section D)

Yes No

14.
How often is there supportive 
supervision?

15. During the supervision, does the DSWO use standard tools? Yes No

16. Describe how the issues covered supportive supervision, including action points if any?

Section D: Support received from DSWO and Partners

D1: Support from DSWO

17.
Have you ever received any material support from the DSWO in order to for you to 
effectively execute your duties? 
(If no skip Questions below and go to Q 20 below)

Yes No

18.
How often do you receive material support 
from the DSWO?

19. Name three materials received from the DSWO?

1.

2.

3.

20.
Do you receive any technical support from the DSWO? 
(If no go to Q11)

Yes No

21. Name at least three areas of technical support that were provided by the DSWO?

1.

2.

3.

22.
How often do you receive technical support from the 
DSWO? 
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D2: Support from NGOs

23.
Do you receive any material support from the NGOs? 
(If no, go to question 13)

Yes No

24. Name three materials received from NGOs?

1.

2.

3.

25.
How often do you receive material support 
from the NGOs?

26.
Do you receive any technical support from the NGOs?
(If no go to section E below)

Yes No

27.
If yes, how often do you receive the technical support from 
the NGOs?

28. Name the technical support services received from the NGOs?

Section E: Education, training and professional development opportunities 

Name of training 
received 

Name of materials 
received 

Names of tools 
received

Training duration
Training provider 
(NGO or Government)

Was the training 
adequate? 

29.
Did the above mentioned training address all the issues that you face on the job?
(If yes skip question 49 and go to question 50)

Yes No

30. If no, which areas of the training could be improved or modified in order to address the issues that you face on the job?

31. If there were opportunities for more training, what would be the best mode of delivering the training to you? (Tick all applicable)

Online Self-learning
On job coaching and 

mentorship 
Use of all the methods
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32. Why should the training be provided using these methods? 

Section F: Capacities of CPWs and typical career paths

33.
After being trained, you have the capacity to handle all tasks that you perform on 
your duties?

Yes No

34. If no, how could the capacities be improved? 

35. What is the typical career path for your job? 

36. Do you think you perform your tasks to expected standards? Yes No

37. If no, which areas need improvement? 

38. Do you receive adequate support from the DSWO? Yes No

39. How should the supervision to the CPWs be improved? 

40. Are training durations adequate? 
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Section F: Reporting and reports

41. Do you prepare reports? (If yes fill in the table below) Yes No

Name of reports Frequency of report 
submission

Trained on how to 
report

Reports submitted to Reporting guidelines/
templates used?

Amount of time taken 
to prepare the report

Existence of child protection support system

42. Is there child protection committee at TA level? (If no go to question 45) Yes No

43. What is the composition of the child protection committee?

44. What are the roles of the child protection committee?

45. We are about to close the interview. Do you have any questions or comments regarding the interview?
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Annex 3 Data Collection Tool for District 
Social Welfare Office (DSWO)

Date of inter-
view

Name of interviewer

Questionnaire 
#

Interview starts 
at

Interview ended 
at

Name of dis-
trict

Section A

1. Name of respondent? 2. Contact phone # 3.
Age of respondent 
(years)

4.
Gender of 
respondent?

5. Work experience

Male

Female

6. Marital status 7. Number of children 8.
Highest education 
level

9.
Total number of TAs 
in the district 

10.
Total number of 
Group Village Heads

Married

Single

Divorced

Separated

11.
Total number of CBOs 
working in child 
protection in district?

12.

Total number of 
NGOs working in 
child protection in the 
district?

13.
Total number of 
villages in the 
district?

14.
Total number of 
CBBCs in the district?

15.
Total number of CCs 
in the district?

16.
Total number of OSCs 
in the district?

17.
Total number of 
CVSUs in the district?

18.
Total number of CCIs 
in the district?

19.
Total number of 
reformatory centres 
in the district?

20.
Total number of 
CPWS employed by 
Government?

21.

Total number of 
CPWS volunteers 
working in 
Government?

22.
How many annual 
leave days’ does a 
CPW have?

23.
Total number of 
study leave days in a 
year for CPWs?

24.
Number of sick leave 
days ?

25.
Average working 
hours per day?  

26.
Total number of 
working days per 
week?

27.
Do you have a job 
description? 
(Get a copy)

28.
Do the CPWs have 
individual work plan?

29.
Work plan linked to 
the job description? 

30.
Reports linked to 
work plan?  

Yes Yes Yes Yes

No No No No

31.
Performance 
appraisal system in 
place?

32.
When was the CPW 
last appraised? 

33. List of NGOs in the district?

Yes Yes

No No
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Section B: Tasks, competencies and performance

What are the core tasks 
performed by the CPW?

Place where the 
task is performed

How often is the 
task performed?

Performance 
(Level of competencies by 
child protection workers)69

 

 

 

 

Section C: Supportive supervision, career path and capacity development

1. Do you conduct supportive supervision to the CPWs and volunteers? Yes No

2. How often is the supportive supervision? 

3. Are there a copies of filled supportive supervision checklist? Yes No

4.
Review the supervision checklist for identified gaps and actions taken to address the gaps 
(If the tool is available) or review action plans developed as a result of the supportive supervision) and comment on the contents

5.
Do you develop action plans to address issues that come out 
during the supportive supervision?

Yes No Not applicable

69  1) Proficient (can train others). 2) Competent: Task performed safely and effectively, but may require support when necessary. 3) Not competent: cannot perform the task.
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Section D: Support provided to community child workers

Support from DSWO

6. Does the DSWO provide any material support to the CPWs? Yes No

7. If yes, list the name of materials that your office provides to the CPWs? 

8. If yes, how often does the DSWO provide the material support to the CPW?

9. Have your office ever provided any technical support to the CPWs? (If no, go to Q10) Yes No

10. If yes, how often do you provide technical support to the CPWs?

11. If no, why?

12. Name the type of technical support services that your office provides to CPWs? 

13. Any suggestions on how to improve support (material, social and technical support) rendered to the CPWs and volunteers? 
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Support from NGOs

14. Do NGOs provide material support to the CPWs? Yes No

15. Name the materials provided by your NGO to CPWs? 

16.
How often does your NGO/CBO provide the material 
support to the CPWs?

17. Does your NGO provide technical support to the CPWs? Yes No

18.
If yes, how often does your office provide the technical 
support?

19. If yes, name the technical support services provided by your NGO?

Section E: Trainings

Completed after the MoPPSW trained the CPWs in child protection and basic social work principles and practice.

20. Did the training address all the issues faced by the CPWs on the job? Yes No

21. If no, which areas of the training could be improved? 

22. Overall, how could the training of the CPWs be improved?

23.

After being recruited, how many CPWs participated in 
professional development training aimed at building 
skills to effectively perform tasks? 
(If yes to the question above, please fill in the table below)
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24. Training since recruitment

Name of 
training

Training mode 
(On the job, etc.)

Materials 
received 

Tools 
received

Training 
duration

Training provider 
(who organized the 

training)

25.
Are there areas or topics that are important but were not included in the training of 
the community child protection officers?

Yes No

26. If yes to question above, which areas or topics would you like to be included in the training of the CPWs? 

27.
If there were opportunities for further training, what would be the best mode of delivery the training?  
(Online, self-learning, on job coaching and mentorship) 

28. Why should the training be provided using these methods? 

29. Any additional comments regarding improvements needed in CPWs training?

Career paths for CPWs 

30. What is the typical career path for the CPW?

31.
We are about to close the interview. Do you have any 
questions or comment regarding the interview?

Thank you for sparing you time and responding to the issues discussed during the interview.  
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Annex 4  Data Collection Tool District 
Partner for Task Analysis

Date of inter-
view

Name of interviewer

Questionnaire 
#

Interview starts 
at

Interview ended 
at

Name of dis-
trict
Name of 
organisation

Section A

1. Name of respondent 2. Contact phone # 3.
Age of respondent 
(years)

4. Gender of respondent 5.
Highest education 
level

Male
JCE

MSCE

Diploma

Female
Bachelor’s degree

Master’s degree

6.
Total number of 
TA covered in the 
district?

7.

Total number of 
Group Village Heads 
covered by the NGO 
in the districts?

8. Areas of focus? 9.

Total number of 
villages covered 
by the NGO in the 
district?

10.
Total number of 
CBBCs supported by 
NGO in the district?

11.
Total number of CCs 
supported in the 
district?

12.
Total number of OSCs 
supported in the 
district?

13.
Total number of 
CVSUs supported in 
the district?

14.
Total number of 
CVSUs supported in 
the district?

15.
Total number of CCIs 
supported in the 
district?

16.

Total number of 
reformatory centres 
supported in the 
district?

17.

Total number of 
employees working 
in child protection in 
the NGO?

18.
Total number of 
volunteers working 
for NGO?

19.
What support is given to the volunteers in order to 
motivate them? 

Tasks performed by the Government CPWs within the NGO activities

20. Briefly explain the working modality with DSWOs.
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21.
Does your office have staff to perform tasks in child protection? (If yes, get a copy of 
the job description of the staff members who perform tasks in child protection)

Yes No

22. If yes, explain the staff titles?

23.
Does your office use the Government CPWs to perform various tasks in the 
communities on behalf of your organisation?  (If no, skip question 24 below)

Yes No

24. How does your office use the Government CPWs?

Support provided by the NGO

25. Does your NGO provide material support to the CPWs? Yes No

26. Name the materials provided by the NGO to CPWs?

27. How often does your NGOs/CBOs provide the material support to the CPWs?

28. Do NGOs provide technical support to the CPWs? Yes No

29.
If yes, how often does your NGO provide technical 
support?

30. If yes, name the technical support services provided?

31.
What materials does your office provide to the CPWs 
when you engage them? 
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32.
On which activities or tasks does your office use the CPWs? 
(What tasks are performed by Government employees on behalf of your organisation? Fill in the table below)

What are the core tasks 
performed by the CPW?

Frequency of performing the 
activity for your organisation?

How much time is spent on the 
activity by the CPW?

Resources provided to the CPWs 
during/after the training

 

  

  

  

33.
Does your NGO build capacity of the Government staff (CPWs) through training? 
(If yes, provide the details of the details provided to the paid CPWs and volunteer CPWs by 
filling in the table below)

Yes No

Training provided

Name of 
training

Training mode 
(on the job etc)

Materials received 
Tools 

received
Training 
duration

When was the 
training conducted?
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Annex 5  Data Collection Tool for Volunteers
Date of inter-
view

Name of interviewer

Questionnaire 
#

Interview starts 
at

Interview ended 
at

1. Name of TA? 2. Name of district 3. Name of respondent 4. Contact phone # 5.
Age of respondent 
(years)

6.
Gender of 
respondent?

7. Marital status 8. Education level 9. Employment status 10.
Years of experience 
for the current role?

Male
Married JCE

Volunteer CPW
Single MSCE

Female
Divorced Certificate in 

Community Based 
Work in Children 
and Youth

NGO volunteer 
(specify) 

Separated

11.
Total number of 
Group Village Heads?

12.
Total number of 
villages in the 
catchment area?

13.
Total number 
of people in the 
catchment area/TA?

14.
Total number of 
CBBCs that you work 
in?

15.
Total number of 
CVSUs?

16.
Total number of 
CPWS employed by 
Government?

17.
Total number of 
CPWS volunteers in 
Government?

18.
Total number of case 
managers/volunteers 
in NGOs?

19.
Total number of 
annual leave days?

20.
Total number of 
study leave days?

21.
Average working 
hours per day?

22.
Total number of 
working days per 
week?

23.
Do you have a job 
description?

24.

Total number of CBOs 
that you work with 
in child protection in 
your catchment area?

25.

Total number of 
NGOs that you 
work with in child 
protection in your 
catchment area?

Yes (If yes, get a copy of 
the current work plan)

No

26.
Total number of 
villages in the 
catchment area?

27.

Total number of 
CBBCs that you 
work with in child 
protection in your 
catchment area?

28.

Total number of 
OSCs that you 
work with in your 
catchment area?

29.
Total number of CCs 
that you work in your 
catchment area?

30.

Total number of 
CVSUs that you 
work with in child 
protection in your 
catchment area ?

31.

Total number of 
CCIs centres in your 
catchment area 
where you perform 
tasks?

32.

Total number of 
reformatory centres 
in your catchment 
area where you 
perform tasks?

33.

Total number of One 
Stop Centres where 
you perform tasks in 
your catchment area?

34.

Total number of 
CBOs working in 
child protection in 
catchment area?

35.

Total number of 
NGOs working in 
child protection in 
catchment area?
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36.

Average monthly 
allowance from 
partners? (Total from 
NGOs, training, etc.)

37.

Total monthly 
remuneration from 
NGOs/CBOs
Salary?

38.

Name other benefits 
received on monthly 
basis from NGOs/
CBOs?

39.
Total monthly salary 
from the GoM?

40.
Individual work plan 
available?

MK
Yes

No

41.
Work plan linked to 
the job description?

42.
Reports linked to 
work plan?

43.
Designation 
of immediate 
supervisor?

44.
Performance 
appraisal system in 
place?

45.
When were you last 
appraised? 

Yes Yes Yes

No No No

46. Names of NGOs working in child protection in your catchment area 47. Areas of focus
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Section B: Tasks, competencies and performance

Task list
Source of  
the task70

How often 
activity is 

performed 71

Amount of 
time spent  

on task

Individual / 
group task

Place where 
task is 

performed 72

Criticality of 
the task73

Trained on how 
to perform the 

task74 

1.
Advocate for children’s 
rights and responsibilities        

2.
Monitor and supervise 
CBOs, CBCCs and CCs       

3.
Plan and conduct 
community meetings       

4.
Plan and conduct home 
visits       

5.

Maintain community-based 
data through the use of 
community village registers 
and household listing books

      

6.
Supervises village 
volunteers at community 
level

      

7.
Maintain village registers 
and filling in the community 
monitoring tool

8.
Filling in the community 
monitoring tool       

9.
Supervises village children’s 
committees at community 
level

10.
Aggregate and submit 
monthly and quarterly 
reporting forms to DSWO

11.
Prepare and submit reports 
to NGO/CBO

12. Any comments/questions regarding the interview?

Thank you for sparing you time and responding to the issues discussed during the interview.  

70 1) Based on job description. 2) Delegated by DSWO. 3) NGO/CBO (please specify the NGO/CBO. 4) All of the above.
71 Never, hourly, daily, weekly, bi weekly, month, every quarter, every six months, yearly.
72 Conditions under which the task is performed.
73 1) Highly importance. Failure to do it affects social service delivery. 2) Moderate importance: Moderate impact on social services. 3) Low importance.
74 1) Proficient (can train others). 2) Competent: Task performed safely and effectively, but may require support when necessary. 3) Not competent: cannot perform the task.
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Annex 6  CPW Biodata Data Collection 
Tool
Name of district

Name Of Child  
Protection Worker

Gender
Academic 

Qualification
Other 

Qualifications
Trained in 

Child Protection
On  

Payroll
Work Station  

(TA)
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Annex 7  Sampled Districts

District Region

Nkhata Bay North

Mzimba North North

Rumphi North

Lilongwe Centre

Dedza Centre

Kasungu Centre

Salima Centre

Chikwawa South

Zomba South

Mangochi South

Blantyre South

Mwanza South

Mulanje South

Annex 8  Revised Work Plan 
Date Activity Venue

29/08/2019 Feedback from Ministry of Gender and UNICEF Lilongwe

31/08/2019 Train data collection team Lilongwe

02/09/2019 Pretest the data collection tool in Lilongwe Lilongwe

03/09/2019 Revise data collection tools and print tools Lilongwe

04/09/2019 Data collection Salima  
(Team A and Team B)

05/09/2019 Data collection Dedza  
(Team A and Team B)

06/09/2019 Data collection Mangochi  
(Team A and Team B)

07/09/2019 Print data collection tools Lilongwe

09/09/2019 Data collection Kasungu and Mwanza  
(Team A and Team B)

10/09/2019 Data collection Nkhata Bay and Chikwawa 
(Team A and Team B)

11/09/2019 Data collection Rumphi and Mulanje  
(Team A and Team B)

12/09/2019 Data collection Mzimba North and Zomba 
(Team A and Team B)

13/09/2019 Data collection Blantyre  
(Team A)

14/09/2019 Return to Lilongwe (Team A and Team B)

15/09/2019 to 28/09/2019 Data entry and analysis Lilongwe

29/09/2019 Report writing Lilongwe

14/10/2019 Submission of draft report Lilongwe

28/10/2019 Feedback on draft report Lilongwe

11/11/2019 Submission of final report Lilongwe
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Annex 9  Risks and Risk Management

Risk/Issue
Probability in 

July and August 
2019

Risk 
Monitoring/ 

Time

Risk 
Management/ 

Prevention

Status/ 
Relevance 

during previous 
period

Current Status/ 
Relevance in 

September 2019
Comment

1
Delayed feedback on 
reports High

Continuous 
interaction with 

MoPPSW

Meeting at 
UNICEF Low Low

The procedural delays affected timely 
execution of data collection. Timely 
feedback is paramount to project 
management. 

2
Delayed release 
of funds for data 
collection 

High 
Continuous 

interaction with 
MoPPSW

Meeting at 
UNICEF Low Low

The procedural delays affected timely 
execution of data collection. Timely 
feedback is paramount to project 
management.

3

Delayed data 
collection and 
completion of the 
assignment

High
Revise the 

data collection 
schedule

Meeting at 
UNICEF High Low Increase data collection team members to 

collect data.

3
Political situation 
in Malawi does not 
allow data collection

High

Continuous 
monitoring of 
the political 
landscape 

Increased team 
membership to 
collect data in 

the field  

Medium Medium 
Malawi continues to face political 
challenges. 

4

Low commitment to 
provide data due to 
“research fatigue”  
and allowance 
syndrome

Low – Medium

Provide 
information 

prior to 
commencement 

of interviews 
with the 

respondents

Communication on provision of allowances 
is important. 

6
Commitment and 
availability of staff at 
district levels

Medium

Collaboration 
with District 

Social Welfare 
Office to ensure 

availability of 
staff and other 

stakeholders for 
interviews

Contact the 
District Social 
Welfare Office 
prior to data 

collection

Medium Low
The Team Leader continues to engage the 
DSWO to organise  the CPWs, partners 
and volunteers.

7
Language barrier to 
data collection Medium

Team members 
who are 

multilingual 
(Tumbuka and 

Tonga languages)

Medium Low Hire team members who speak Tumbuka 
and Tonga and deploy them accordingly.

8

Non-availability of 
data in registers and 
reports for workload 
analysis

Medium 

Use data from 
interviews to 

develop activity 
standards and 

tasks performed 
by the CPWs

Medium Medium
Activity standards and the tasks performed 
by the CPWs will be developed based on 
the interview results.
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Annex 10  Job Description for the CPWs

Qualifications: Candidates should possess a Malawi JCE and those with an MSCE, will 
have added advantage.

Duties

• Identification and registration of OVC.
• Maintain community OVC register.
• Assess the situation of OVC for a referral to appropriate service providers.
• Assist in the identification of foster parents in their areas.
• Facilitate and supervise children placed on foster care.
• Register children with special needs to relevant agencies/institutions (MACOHA).
• Monitor cases of child abuse and exploitation in the community.
• Ensure the right of the child to the property is protected in cases of property 

dispossession.
• Compile and submit reports to the DSWO as may be required from time to time.
• Closely work with organisations providing services for the care, protection and support 

of OVC.
• Any other duties assigned from time to time.
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