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EXECUTIVE SUMMARY

The research conducted for this report has been commissioned by Fundação Fé 
e Cooperação (Faith and Cooperation Foundation, FEC), a non-governmental or-
ganization (NGO), recognized by the Portuguese Ministry of Foreign Affairs and the 
Mozambican Ministry of Foreign Affairs and Cooperation. FEC has partnered in Mo-
zambique with Khandlelo—Associação Para o Desenvolvimento Juvenil (Association 
for Youth Development), a non-profit association focused on human rights—which 
is dedicated to national development aid projects for youth in difficult situations.  
A recent project between these entities and their partners—”Balcão Jovem: Door 
of employability and responsible self-employment in Nlhamankulu district”—aims 
to contribute to the socio-economic development in Nlhamankulu district through 
the integration of young people in technical and professional training, employa-
bility and business. Balcão Jovem was developed based on learning from previous 
projects (Xipamanine Empreendedor, 2014-2017 and Ser Jovem em Xipamanine, 
2017-2020), with the goals of enhancing good practices that were already in pro-
gress and responding to identified needs and challenges of young people within a 
disadvantaged social context. Section 1 offers more about the background.

Section 2 presents an overview of research objectives and methodology: the pur-
pose of the research consultancy was to conduct formative research on employ-
ability, bottlenecks and opportunities for youth seeking employment in Maputo 
City, and a mapping exercise to determine other key stakeholders/programming in 
technical training.  It is not an evaluation of the Balcão Jovem project, but it brings 
in certain aspects of the project to be considered for continued and/or future pro-
gramming, particularly as they fit into the SWOT analysis (Strengths, Weaknesses, 
Opportunities, Threats) conducted here.  

The research questions are:  

– RQ1: What are the bottlenecks and opportunities for the youth who underwent 
training regarding employment in Maputo city right now?

- Sub-questions: To what extent, if at all, has the training helped Balcão youth 
become employable in Maputo city?  How could it be better so as to most 
adequately fit into Maputo’s labour market?   

– RQ2: What other entities are involved in entrepreneurship/employability/voca-
tional technical training projects, and who is funding them?

This consultancy occurred from 15 December 2022 to 31 March 2023.  After con-
ducting a literature review of secondary data, fieldwork occurred via 23 Key In-
formant Interviews (KIIs) six Focus Group Discussions (FGDs), and a short survey 
with eight respondents who are business owners/senior staff.  There were three 
limitations: challenges acquiring nuanced lists of trainees who have been hired as 
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interns and/or company staff, challenges in interviewing companies for the survey, 
and a lack of voices of people with disabilities (PWD).

Section 3 indicates findings regarding bottlenecks and opportunities to employ-
ment. These themes are classified as two types: 

1) Characteristics of the Labour Market: measures, training, corruption and 
self-employment: Mozambique’s labour market is largely informal with the bulk 
of workers conducting short-term or part-time income generating activities. 
Poor education and literacy, a primarily subsistence based economy, and regular 
climate crises compound the precariousness for most residents. Youth in Mapu-
to city struggle to find work, with hundreds of thousands entering the workforce 
each year.

 Bottlenecks to employment include a lack of jobs, training that does not fully fit 
with current/future-oriented labour market needs (e.g. to go beyond simple sur-
vival and pull individuals into the formal market), corruption in the procurement 
of positions and little incentive to formalize companies. Enablers or opportuni-
ties include the fact that training is occurring, self-employment skills that have 
been included in education, and potential access to the Khandlelo computer 
center.

2) Needs within the Labour Market: internships, stipends, long-term thinking and 
human formation 

 Bottlenecks here include the need for increased human formation training; lit-
tle practical experience of youth; weak ties between training, internships and 
employment companies; deterrents for internship stipends; and the prevalent 
short-term thinking that overshadows full assimilation into long-term goal driv-
en behavior.  Opportunities include the strength of Khandlelo’s human forma-
tion courses, the emphasis on procuring internships, and positive perceptions of 
Khandlelo and training.

Section 4 presents conclusions and 11 recommendations (opportunities) as a SWOT 
analysis to address the current strengths and potentially mitigate some of the weak-
nesses and threats.  

To address the characteristics of the labour market, these recommendation are 
largely categorized as additional needs assessments for a more robust picture of the 
Maputo labour market; better tracking of girls’ training, start-up companies, and 
the continuum between training courses and jobs acquired; and feasibility studies 
for better employment and self-employment opportunities.

To address the needs of the labour market, recommendations are categorized as 
continued monitoring of the human formation component, better tracking of in-
ternships (including follow up with trainees), better emphasis on a critical thinking 
component, and ensuring adequacy of course timing.

Appendix A presents the questionnaire guides and survey, and the list of KII and 
FGD questions with the generalized responses. Appendix B highlights the data from 
the second research question on mapping as matrices and an additional list, based 
on responses from the primary data collection. 
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1. INTRODUCTION 

The research in this report has been commissioned by Fundação Fé e Cooperação 
(Faith and Cooperation Foundation, FEC), a non-governmental organization (NGO), 
recognized by the Portuguese Ministry of Foreign Affairs and the Mozambican Min-
istry of Foreign Affairs and Cooperation. It has received funding from the Portu-
guese Cooperation, Calouste Gulbenkian Foundation, Misereor and Kindermission-
swerk and international organizations such as the European Union, among others 
in Mozambique.  FEC was established in 1990 by the Catholic Church in Portugal 
and its mission is to “promote integral human development through cooperation 
and solidarity between people, communities and the Church.” This is carried out by 
operating as a broad network of dialogue, mobilization, cooperation and awareness 
among people, communities and churches, in particular in Lusophone countries. 

FEC has partnered in Mozambique with Khandlelo—Associação Para o Desenvolvi-
mento Juvenil (Association for Youth Development), a non-profit association fo-
cused on human rights—which is dedicated to national development aid projects 
for youth in difficult situations. Khandlelo’s vision is “to promote the construction 
and development of identity and a consistency of belonging to a group, always con-
sidering the value of the person.” Its mission is based on two pillars: the integral 
promotion of the human person and education for life. The integral promotion of 
the human person is done through the development of programs in the social, cul-
tural, educational, and formative fields, particularly regarding support to children, 
adolescents, and young people at risk so they can take charge of their own lives in 
the future. 

A recent project between these entities and their partners—”Balcão Jovem: Door 
of employability and responsible self-employment in Nlhamankulu district”—aims 
to contribute to the socio-economic development in Nlhamankulu through the 
integration of young people in technical and professional training, employability 
and business. Balcão Jovem was developed based on learning from previous pro-
jects (Xipamanine Empreendedor 2014-2017, and Ser Jovem em Xipamanine 2017-
2020), with the goals of enhancing good practices that were already in progress and 
responding to identified needs and challenges of young people within a disadvan-
taged social context.

The overall goal of Balcão Jovem is to increase the employability and retention of 
young people from Nlhamankulu in Maputo’s labour market, significantly strength-
ening and consolidating the investment already made and betting on new ap-
proaches to the promotion of technical/professional skills that allow greater access 
to employment through strategic partnerships between: i) Khandlelo Association, 
which is a specialist in working with youth; ii) São José Vocational Training Cen-
tre (also known as Don Bosco or the Salesians), which is recognized for vocational 
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training; and iii) FEC, which has recognized skills in the design and management of 
cooperation projects for development.

In short, the Balcão Jovem project addresses the need to link youth with oppor-
tunities. It has targeted approximately 300 youth and 500 women heads of family 
in charge of young people and 25 employees of the Khandlelo Youth Association, 
as well as students at UniMaputo College, secondary schools, and staff at training 
centers. The project runs for three years (2021-2024). Nlhamankulu was chosen be-
cause of its youth population and that the district has one of the highest population 
densities in Maputo City (FEC N.D.).1  

1  The district has approximately 130,000 residents, with more than half of them youth.
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2. RESEARCH OBJECTIVES AND METHODOLOGY

This purpose of the research consultancy discussed in this report was to conduct 
formative research on employability, bottlenecks and opportunities for youth seek-
ing employment in Maputo City, and a mapping exercise to determine other key 
stakeholders/programming in technical training. This study therefore complements 
a previous study (Ser Jovem em Xipamanine) with information on employability and 
the labour market, and it aims to specifically identify certain aspects in the broader 
system regarding linking the skills/training of the Balcão participants with the offers 
available at the moment in the current market.  It is not an evaluation of the Balcão 
Jovem project, but it brings in certain aspects of the project to be considered for 
continued and/or future programming, particularly as they fit into the later SWOT 
analysis (Strengths, Weaknesses, Opportunities, Threats) in Section 4.  

FEC is also interested in potential cooperation with other entities, which could as-
sist with strengthening employability in the future. Therefore, a mapping exercise 
was included to list other organizations (NGOs, government programmes, private 
sector) that are involved in entrepreneurship/employability/vocational technical 
training projects, and their funders, where possible.    

The research questions are:  

– RQ1: What are the bottlenecks and opportunities for the youth who underwent 
training regarding employment in Maputo city right now?

- Sub-questions: To what extent, if at all, has the training helped Balcão youth 
become employable in Maputo city?  How could it be better so as to most 
adequately fit into Maputo’s labour market?   

– RQ2: What other entities are involved in entrepreneurship/employability/voca-
tional technical training projects, and who is funding them?

The research questionnaire guide (Guide A) used to answer these questions is in 
Appendix A. A list of all questions with the generalized responses for this study (Ma-
trix) is also included in Appendix A. Sections 3 and 4 focus on the findings regarding 
the first research question, and Appendix B highlights the data from the second 
research question via matrices and an additional list, based on responses from the 
primary data collection.
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Methodology

This consultancy occurred from 15 December 2022 to 31 March 2023, with field-
work conducted 18-28 January (with some additional KIIs and surveys via email in 
February). The Inception Phase included a review of appropriate literature, multi-
ple discussions with FEC and Khandlelo to determine target respondents and ques-
tions, and the preparation of the Inception Report. Questionnaire guides were then 
developed for the 23 Key Informant Interviews (KIIs) and six Focus Group Discus-
sions (FGDs; see Table 1 next page), and short survey with eight respondents who 
are business owners or senior staff.  See Photos 1-4 indicating some discussions and 
partners.

Photo 1. Discussion with Khandlelo Staff Members

The research team consisted of two local researchers who served as Moderator 
and Translator, and one senior researcher as Observer/Notetaker. From the over-
all general questionnaire, five qualitative guides were developed for the multiple 
types of respondents (government, training participants, FEC and partners, training 
institutes, and People with Disabilities [PWDs]); once approved by FEC, these were 
translated into Portuguese. Team training occurred prior to fieldwork to understand 
research objectives, questionnaires, and target respondents.  

Photo 2. Research Team Conducting KII with Khandlelo Partner
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TABLE 1. KIIs and FGDs 2 3 4

23 KIIs 6 FGDs

– FEC staff (2)2

– Khandlelo staff (5)
– Training Institutes (4 total: Salesians Don 

Bosco [1], Light Vision Graphic Design [2], 
VJM [1]) 

– Graphic design trainees (2)
– Male youth, grade 10 education, no job
– Female youth, grade 11 education, no job
– Government Staff (4 total: 2 Municipal [2], 

Bairro [1], IPEME [1])
– Former intern, now has job (2)3

– Former trainee, now has job4

– Former trainee, now has job

– Khandlelo staff doing capacity building 
training 

– Male youth trainees who have not found 
work

– Female youth trainees who have not found 
work

– Mixed gender youth, no work
– Mixed gender youth who have work 
– Women trained in households

Photo 3: Secretaria do 
 Bairro (government office)

Photo 4: VJM, a Khandlelo Partner Training Mechanics

The team targeted 4-6 participants for each FGD but not all invitees arrived, so two 
FGDs had three respondents. Khandlelo recruited the respondents based on criteria 
for the FGDs and KIIs at the Khandlelo center in Xipamanine. KII and FGD respond-
ents were both purposively sampled based on their likely level of information;5 

2 One was conducted via email with a short set of questions.
3 Conducted by phone.
4 Conducted by phone.
5 The team determined that having respondents with good knowledge would be more important than randomly 

choosing respondents. 
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 criteria to choose FGD respondents also included age, level of education, status of 
work, and gender.  

The team also conducted data collection with eight company owners/senior staff; 
the survey focused on practices regarding hiring interns, perceived needs of the 
labour market, and key challenges in hiring staff (see Appendix A, Guide B).

Data processing occurred first with a desk review of secondary data: project re-
ports, literature on employment in Mozambique, statistics on employment within 
the country and in Maputo, etc. Data analysis of the primary data from fieldwork 
occurred during three debriefings within the fieldwork weeks and continued clas-
sification and coding under SWOT characteristics, as well as subsequent triangula-
tion, itemization and analysis to categorize the key themes. 

This study is not an evaluation of FEC and Khandlelo programming and instead fo-
cuses on the broader strengths/opportunities, weaknesses/threats regarding em-
ployability and the labour market in Maputo City. This is also a snapshot of trainees 
from one center in one neighborhood in the capital city, and therefore is not rep-
resentative of the experiences of students within the entire city. Since the surveys 
are anecdotal rather than representative of the businesses, the data do not include 
definitive figures (as this would be misleading), and rather are generalized to indi-
cate some noticeable trends. This final report was submitted to FEC for comments 
and revised accordingly based on feedback.

Limitations

There were three limitations:

1) The research team initially requested to talk with trainees that have acquired 
work post-Khandlelo training. The Khandlelo team only knew of a few individ-
uals in this demographic,6 and the timing was difficult to coordinate for a FGD 
because the trainees have employment.  Others who arrived for a group discus-
sion did not acquire employment based on the Khandlelo training. There are 
incomplete lists of 1) trainees who have acquired internships and/or employ-
ment post-training and where they have acquired it, and 2) who has started a 
company and what type.  This meant that although the team interviewed some 
trainees who have received internships or work, the research largely focused 
on youth without either. Because of this, it was not possible to determine how 
successful the training is at helping trainees acquire internships and/or employ-
ment (which is similar to one of the challenges encountered in the Ser Jovem 
evaluation).  However, the team gathered enough data to give a snapshot of 
some of the bottlenecks and opportunities.

2) The initial goal was to distribute a short survey to companies that hire train-
ees and/or have internship programming.  Khandlelo has very few ties to such 
companies, so the research team requested contacts from the three training 
institutes (Light Vision, Instituto Médio Politécnico e Industrial [VJM], and Sale-
sians Don Bosco).  The training centers also had limited, immediate contacts; 
Khandlelo indicated that the approval process to acquire formal authorization 

6 This was partially due to the fact that the Ser Jovem (previous project) coordinator was on leave for most of the 
fieldwork and Khandlelo staff tend to work somewhat in silos, hence there are some gaps in knowledge sharing 
between projects.  For example, the research team was unable to acquire a list of previous project participants 
until the coordinator returned. 
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to conduct interviews with company staff in Maputo would take approximately 
three weeks, which was beyond the scope of the project’s timing parameters.  
This was mitigated to some extent by conducting surveys via snowball sampling 
of other contacts, but the low number of surveys (eight), and the fact that the 
survey only included one or two large employers in the city and all the respond-
ents were men, are limitations.  At the same time, however, the challenges in-
dicated in responses by the company owners and senior staff members parallel 
other responses and literature encountered in the desk review, and therefore can 
be generalized enough to present an overall snapshot of the current situation.

3) The team requested to speak with PWDs to ensure their views were captured 
but was informed there is only one PWD, a participant unable to hear and speak 
well, in the training. He was travelling outside of Maputo, and therefore unavail-
able for a discussion, which meant the research team could not administer the 
questionnaire guide that had been prepared for him to respond to in writing.  It 
also indicates that PWD do not constitute a target group for the programming.
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3.  KEY FINDINGS: BOTTLENECKS AND  
OPPORTUNITIES TO EMPLOYMENT 

It is not the goal of this report to monitor or evaluate the FEC and Khandlelo pro-
gramming, but rather to highlight and discuss the bottlenecks and opportunities 
regarding employment and the labour market, which include weaknesses, threats, 
strengths and opportunities aligned by thematic area.  Data collection determined 
these areas to be as follows:   

– Characteristics of the Labour Market: measures, training, corruption and 
self-employment

– Needs within the Labour Market: internships, stipends, long-term thinking and 
human formation 

The findings presented here serve as the foundation for conclusions and recom-
mendations in Section 4 and can be generally categorized under bottlenecks, op-
portunities, or a mix of both (Table 2, next page).  The rest of this section elaborates 
on the brief themes of Table 2.

TABLE 2. Bottlenecks and Opportunities for Employment

Bottleneck Opportunity

Characteristics of the Labour Market

– Poor literacy throughout
– Lack of jobs/high unemployment
– Training is not future-oriented
– Training along gendered lines
– Jobs for sale
– Little incentive to formalize com-

panies

Employ-
ment and 
training

– Training meets some current needs
– Government promotes it
– Training includes some self-employ-

ment skills
– Many decide to start companies
– Scaling up IT/computer skills with 

computer center

Needs within the Labour Market

– Human formation is sporadic; too 
few have it and companies say they 
need it

– Little practical experience of youth
– Weak ties between training, inter-

nships, and employment
– Issue with stipends for interns
– Short-term thinking overshadows lon-

g-term thinking that market requires
– Generational mentalities
– Negative perceptions of Khandlelo

Human 
formation

Perceptions 
of youth

– Khandlelo working on human forma-
tion

– Internships to fill in for lack of youth 
experience

– Positive perceptions of Khandlelo
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3.1 Characteristics of the Labour Market: Measures, Training, 
Corruption, and Self-Employment

Measuring actual unemployment in developing countries such as Mozambique is 
difficult due to the prevalence of informal economic activities, particularly “piece 
work,” or one-off jobs that exhibit little to no sustainability but offer immediate, 
usually small payments.  Therefore, official measures should be taken with a grain 
of salt because they generally run lower than reality. Having highlighted this, how-
ever, several are indicated here regarding the general situation in Mozambique and 
the specific situation in Maputo city, because the primary data collected during this 
fieldwork offer tangible examples that parallel certain aspects in the secondary lit-
erature.  This section starts with a broader overview and then narrows its focus to 
the current situation in Maputo city.    

Mozambique

ILO (2015) estimates Mozambique’s labour force participation rate at over 
three-quarters (79%),7 with the bulk of these workers in agriculture (82%), service 
(20%), and industry (8%),8 but the majority here are underemployed or conducting 
income generating activities in the informal economy, which dominates the land-
scape in Mozambique. One estimate indicates that 80% of the workforce engages in 
subsistence agriculture and informal activities, which increases vulnerabilities and 
precarious working conditions (MTSS N.D., see Floriano 2018). Unemployment in 
the country9 is characterized by multiple challenges: poor literacy rate (47%; 60% 
for males, 28% for females, USAID 2021B)10, poor education,11 a predominantly sub-
sistence agriculture-based system with low productivity rates, regular climate crises 
that force communities to slide back in their growth, and poor infrastructure (Flo-
riano 2018).12 

7 INE 2021 estimates this at 74% for those 15 and older.
8 INE 2021 indicates that 61% of household heads are farmers, followed by non-agricultural workers and small 

traders. This differs based on area: 77% are farmers in rural areas versus 28% in urban areas. 
9 This was estimated at 18% but is likely much higher because the variable measured those who have had paid 

work for “at least one hour in the seven days prior” to being asked in the INE’s 2019/2020 Household Budget 
Survey.

10 These vary based on source: INE 2021 indicates that the illiteracy rates are 40% for the country, 28% for those 
15-19, and 32% for those 20-29.  These increase as age increases. Most of the rates are slightly less than in 
2014/2015, indicating that literacy is increasing.   

11 Highest level of education completed: Mozambique (all provinces): none (52%); Maputo city: none (19%; INE 
2021).

12 Statistics indicate that occupation is related to the level of education; approximately nine-in-ten (89%) of the 
population without some education in Mozambique work on agriculture, forestry and fishing; as the employed 
population acquires a higher education level, they are absorbed into other branches of economic activity (INE 
2021). The overall illiteracy rate in Maputo city is 7%, the lowest in the country. For comparison, Cabo Delgado 
province in the north has an illiteracy rate of 61% (INE 2021). 
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Maputo

In Maputo city, approximately one-third of the total (official) population is aged 
between 15 and 29.13  Most of this population (97%) can read and write (INE Da-
tabase 2017B).  Three quarters (77%) of household heads are economically active 
(INE 2021). But the employment rate for those aged 15 and older is 50%, the lowest 
in the country (INE 2021).  Key work for this demographic is within business and fi-
nance (25%),14 the manufacturing industry (6%) and construction (6%) (INE 2017C). 
Approximately 17% of the activity is considered small business (INE 2017C).15  The 
main types of companies for those aged 15 and over are: self-employed business 
(37%), private companies (34%), public administration (12%), and working in a pri-
vate house (11%) (INE 2021).  

Estimates approximate that 300,000 youth join the labour market each year, with 
very few jobs in the formal market, so three-quarters of these engage in the infor-
mal sector (USAID 2021). For those aged 15 and over, Maputo city’s official unem-
ployment rate was 37% in 2019/2020, the highest in the country, though the reality 
is that this is much higher (INE 2021; Club of Mozambique 2021.)16  Many youth 
migrate from rural areas to the cities in search of better opportunities.  

Training

Given the nature of the FEC and Khandlelo programming, the theme of training runs 
throughout this research. During the fieldwork for this research, multiple types of 
stakeholders acknowledged the lack of jobs as a critical bottleneck for employ-
ment opportunities, and that training programs offer important opportunities. 
The Khandlelo training program, and training programs more generally, are assisting 
trainees in finding employment, and the training is seen as a positive contribution. 
For example, survey respondents who were aware of the Khandlelo/partner training 
indicated it is useful and impactful, and that government staff promote the training 
within communities, signifying aligned goals with government.  But multiple types 
of respondents also indicated that there are some negative characteristics of the 
labour market that can serve as critical bottlenecks, despite training possibilities.     

First, there are situations in which the training does not necessarily fit in with the 
labour market in general when defined as “skills fully needed.” Several examples 
arose regarding this: the first is that the main training programs at Khandlelo focus 
on beauty salons, mechanics, electricity, refrigeration, tailoring work, and more re-
cently graphic design. While the labour market needs these potential types of skills, 
mainly because there is a daily demand for them, most of these are essentially 
blue-collar jobs that would allow trainees to “survive,” rather than actually get 
ahead with skills seen to be crucial for the future (this is discussed further below).  
One female Municipality employee likened this as “going from analog to digital.”  
The exception here is the new graphic design course in this round of training, which 
is perceived as a welcome addition and seems to have arisen due to requests by 

13 Maputo city’s population is 1,088,449, with 359,663 aged between 15 and 29 (INE Database, 2017A).
14 INE 2021 estimates this at 33%.
15 INE 2021 indicates that in Maputo city, 21% of household heads are small traders.
16 This is likely higher because the variable measured those who have had paid work for “at least one hour in the 

seven days prior” to being asked in the INE’s 2019/2020 Household Budget Survey.  This is also acknowledged 
in the Survey Report.
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trainees. Text Box 1 indicates popular types of companies, as defined by staff stake-
holders and trainees, showing how these tend to remain within the realm of what 
respondents encounter on a daily basis.

Another example is that those training to be tailors 
indicated they learn on manual sewing machines, but 
that the large employment companies use industri-
al machines. Along with additional training like this, 
they also need to develop computer skills for design-
ing clothes.  Mechanics face a similar challenge: they 
were trained on how to fix vehicles, but not on how to 
use computers to run diagnostic tests, which many of 
the bigger repair centers use, e.g. Empresa Municipal 
de Transporte Público de Moçambique (EMTPM).   

Khandlelo has the technical training that it does in 
part because staff looked for companies that would 
accept trainees as interns and matched the training 
with the type of companies.  While this may have 
been notable several years ago, it currently means 
there are gaps in a full picture of the broader future 
ecosystem, as noted by one staff member:

“We need to think about what companies will need in the next 25 years, becau-
se we’re training youth in the market in courses that the market won’t need. 
We need to know what companies need. So we need to connect the training 
centers with the companies.” 
(Male, Khandlelo staff member)

Additionally, an evaluation of the previous Ser Jovem project noted the ambiguity 
within the direct relationship between training and employability: of 87 people who 
found employment, only 51 had completed a professional internship and of these, 
only 25 had completed one of the professional courses.  

When asked what youth should focus on for the current job market, survey re-
sponses indicated  broader thinking: respondents said they need skills for the oil 
and gas industry (given Mozambique’s positioning with it), human formation, and 
bookkeeping/IT/computer skills.17  These examples indicate that the conceptualiza-
tion of training courses could include broader thinking to determine appropriate-
ness, and ensure that the curriculum is keeping up with the times.

The current training also largely falls along gendered lines (women focusing on 
beauty or cooking, men on technical electrical skills) although this is not always the 
case.  A few respondents indicated that Electricidade de Moçambique (EDM) looks for 
women with electrical skills, and larger companies working with graphic design also 
look for female staff, so it is easier for women to find employment in these realms.  

17 Khandlelo has 14 computers at its center, and although it teaches some basic IT skills, these are quite limited and 
could be scaled up.  The role of internet is also an important one here: survey responses indicated that several 
of the companies take on interns and advertise the positions on social networks such as Facebook, WhatsApp 
and LinkedIn. These are also where employment opportunities are generally advertised, as well as in daily news-
papers such as Noticias.  Given that only 22% of adolescents and adults in Nlhamankulu District have used a 
computer/laptop/tablet in the past three months (INE 2017A), and only about one-third (32%) had accessed the 
internet (INE 2017B), it signifies a gap regarding how to  efficiently job seek (discussed further in the next section).  

TEXT BOX 1. Popular 
Companies to Start Up

– Electric repair
– Beauty salons
– Graphic design
– Plumbing
– Cooking
– Construction
– Refrigeration
– Tailor
– Welding
There were also some more 
innovative ideas (but only one 
respondent indicated each): recy-
cling company accepting  goods to 
process, tourism/guide, electronic 
security.
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Corruption: Jobs for Sale

A second characteristic of the labour market that serves as a bottleneck for many 
youth is the reality that many employment positions are up for sale to those who 
can pay to acquire them, which has been documented elsewhere (Gan Integrity 
2020) and has arisen in research throughout the country. This also came up re-
peatedly from stakeholder and trainee respondents in this fieldwork. The broker, or 
middle person, is known as a padrinho (“godparent” or “best man”) who assists the 
jobseeker after requesting and receiving a bribe to get him/her a position.  This also 
occurs with internships. One female household trainee indicated that some padrin-
hos request an initial bribe, or a certain percentage (e.g. 50%) of the first month(s) 
salary.  Another indicated that the system means there is corruption on multiple 
levels, even amongst those transacting: 

“There is a lot of cheating, the person looking for a job gives money to so-
meone who promises a job then never gets it. Or they agree, one gets the job 
and then never gives him the money. In Matelane, in police training, there’s a 
guy who paid 180,000 meticais [approximately $2,850] and he never got the 
training.” 
(Female household trainee, 52)

Overall, this is prevalent enough that even Khandlelo staff highlighted that “oppor-
tunities go to those who have more money or influence.” (Male, Khandlelo staff 
member)18

Self-Employment as an Alternative to Job Searching

The country’s labour market is generally categorized by three types of employ-
ment: 1) paid employment, as discussed above; 2) informal self-employment in ag-
riculture, which is seen throughout the country but less so in Maputo city; and 3) 
informal self-employment in non-agricultural activities, which is the focus of this 
section. Self-employed activities have increased in importance since 2008 and gen-
erally take place in retail trade, for example via market or street stalls (Lachler and 
Walker 2018).19 

Because of the high demand for jobs, with few opening up in the city, and the 
corruption involved, and because small and medium sized enterprises are (the-
oretically) important drivers of job creation, Khandlelo began to offer trainees 
information on how to start their own companies.20   This has been a positive 
opportunity within the training, but several of the trainees highlighted the reality 
that there is little incentive to actually register a company, unless it is absolutely 
necessary. Part of this stems from the complicated bureaucracy of registering an 

18 This is not limited to financial brokerage; many positions tend to go to those in friendship or kindship networks, 
rendering who ones knows more important than what one knows.

19 In Maputo, and elsewhere in the country, small shops made out of tree branches, a zinc roof and a basic wood 
plank and which often sell clothing, vegetables, or other small items, are generally informal businesses, and the 
authorities may or may not hassle the owners because they informally classify them as low-income. Cement 
shops with doors in a market are more likely to be registered because they will be on the authorities’ radar.

20 This seems to be somewhat informal, however; IPEME gives additional information on tax structures as re-
quested.  There are multiple types they can begin, particularly if they are small: a Simplified Tax company does 
not require taxes on up to 250,000 meticais (around US$4,000), while an Imposto Simplificado para Pequenos 
Contribuentes (ISPC) company has a low tax rate of 3% for up to 2.5 million meticais (around US$40,000).
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enterprise, difficulties in scaling up, and knowing what type of company it will be.21  
For example, if an owner plans to sell clothing in the market in an informal stall, 
or work elsewhere but predominantly with individuals rather than big companies, 
to stay unofficial (unregistered, without paying taxes) is adequate for conducting 
business. On the other hand, to work with other (official) larger companies requires 
formality via the ability to provide invoices and receipts, which Khandlelo staff try 
to highlight for trainees: 

“Those who do cooking courses, we tell them that others make food as well, 
and unless you have a registered company, the others that are [official] will 
work with the big companies and make more money. For those who are legali-
zed, they serve both, those that need the receipt and those that don’t…People 
are afraid of taxes, they think they are paying for the taxes, but it’s the client 
who pays.” 
(Male, Khandlelo staff member)

Although challenges exist, respondents indicated that many still decide to start 
their own company rather than look for employment from others.  But the com-
panies often have fewer than five staff, and therefore face growth challenges, thus 
compounding the idea of official, formal, full-time job creation.22  Growth was also 
highlighted by one respondent as a potential lightning rod for theft: crime is a 
problem because “you start a business, and you grow and then people come and 
take everything from you!” (Female household trainee, 52). Like training pursuits, 
businesses also tend to largely remain along gendered lines: women starting beau-
ty shops, men starting technical (e.g. electricity, mechanics, refrigeration) repair. 
When asked who is most likely to start a company, responses focused on “motivat-
ed” individuals who prefer not to wait for someone to offer them something:

“This project brings the security to create their own jobs and not depend on 
selling or government.” 
(Male, Khandlelo staff member)

“It’s the difference between a circle and a square: a circle rolls along and a 
square always needs someone to push it.” 
(Male, Khandlelo staff member)

21 Mendes and Rial (2015) note that there exists a lack of innovation regarding entrepreneurship in the face of 
competition, meaning that small scale entrepreneurship is still one of survival as opposed to actually creating 
the ability to get ahead (similar to the earlier discussion about the types of training).  Inability to scale up oc-
curs due to a lack of funding or credit, knowledge about business techniques to grow a company, and a reliance 
on kinship networks to conduct business. 

22 Because many of these small enterprises are family based, there are few to no employees outside this circle; 
the enterprises often do not have bank accounts or formal training, so they are unable to grow into official 
microenterprises within the formal system (Lachler and Walker 2018).



LABOUR MARKET STUDY IN MAPUTO CITY 21

Various types of stakeholders also cited the lack of experience as a deterrent for 
youth, even with some training, which also propels them into self-employment: 

“To get a job in Mozambique, it doesn’t matter if you were trained or went to 
school, you need experience.  The only way out is self-employment.” 
(Female, 26, unemployed trainee, grade 12 graduate)

“They get trained and then they don’t get jobs for so long. So the only way out 
is to start their own business.” 
(Male, Khandlelo staff member)

Overall, it is not necessarily surprising that many businesses are informal and unof-
ficial; the trainees tend to have up to a basic grade 12 education only, so they are 
not really equipped with the skills required to start a formal company in a competi-
tive and challenging environment such as Mozambique’s.  Additionally, their limited 
exposure to the world makes it rational for them to largely think about possibilities 
based on what they see every day.  This ties into the possibility for business viability 
studies.  While there was some data indicating light business proposals that occur 
sporadically, there is a need to deepen this and conduct mapping and feasibility ex-
ercises about what types of companies could be most useful in certain geographical 
areas. These are discussed further as opportunities in Section 4.

3.2 Needs Within the Labour Market: Internships, Stipends, Long-
Term Thinking, and Human Formation

Having discussed some of the characteristics of the labour market that serve as 
barriers and opportunities, we now turn to some of the exhibited needs within the 
market, as highlighted by key stakeholders and business owners.

Training and Internships as a Bridge to Employment

The Government of Mozambique is aware of the unemployment challenges de-
scribed throughout this discussion, and its National Development Strategy (2015-
2035) highlights the need to increase the competitiveness of the economy by diver-
sifying it and investing in human capital, infrastructure, and research and innovation.  
This includes the development of human capital and employability with training 
and education programming; development of a production-based infrastructure via 
parks, plants, roads, etc; research innovation and technological development; and 
institutional coordination (Government of Mozambique 2014). Other documents 
lend themselves to this regarding development and strengthening the economic 
sector and decreasing unemployment to improve living conditions.23 

Additionally, literature indicates that many stakeholders recognize the need to em-
phasize and scale-up both vocational and technical education programming, which 
has a 42% rate of trainee employability, indicating a significant effect on finding jobs 
(Pana 2018).  However, vocational training is still only sporadically offered, and 

23 See Government of Moçambique 2015; Banco de Moçambique 2017; Government of Moçambique 2020.  The-
re are also employment policies expressed in advisory documents which provide legal frameworks for interes-
ted stakeholders to use to ensure that activities are consistent and sustainable for youth employability (FEC 
N.D.). The document refers to Mozambique’s Five-Year Plan 2015-2019; Economic Plan 2017; Employment 
Policy 2016 proposal; and Mozambique Employment and Vocational Training Strategy 2015-2016.
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some companies have indicated that the ability to transfer training skills into a job 
is not enough to find and retain good workers, particularly if the applicants do not 
have critical thinking skills and high levels of “human formation.”24  Similar to the 
discussion in the previous section, a lack of follow up by training centers on who is 
where and doing what muddles the question about the effectiveness of training on 
increasing employability (AVSI 2013). This is discussed further in Section 4.   

Staff and trainee respondents highlighted several of these aspects throughout the 
fieldwork, particularly vis-à-vis the role of internships.  The idea behind creating 
internships post-training is to have these opportunities fill in the gaps in the labour 
market regarding the lack of experience that youth have: trainees and staff indi-
cated that companies in Maputo often require a minimum of at least five years of 
experience, which recent graduates lack. This creates a discrepancy between youth 
under age 25 to 30 or so, and older applicants with experience and greater “know 
how.”

Stakeholders also highlighted several reasons that companies are often skeptical 
about hiring youth as either interns or for employment. First, many trainees have 
theoretical experience but not applied practical experience, which is a deterrent 
for companies, as they don’t necessarily want to consume time by training new staff. 
While this has led some companies and training centers to develop relationships 
with each other, it seems to more often be the case that these relationships either 
do not exist or are weak and the centers do not adequately understand what the 
companies need and want.  In the survey responses, company heads/senior staff 
indicated that even if candidates have other qualifications, practical experience is 
a key challenge, as are “soft skills” (e.g. human formation: good attitude/behavior, 
responsibility, etc) and that these gaps must be rectified within the labour market 
because they deter youth employability.  

Second, Khandlelo staff indicated that government advises companies to offer a 
stipend or subsidy for transportation or food during internships, but companies 
are reluctant to do so as they view it as an unnecessary financial burden. This re-
sults in tensions and unrealistic expectations of the interns versus the reality of the 
company.  There is also no guarantee that a company will hire an intern after their 
internship, and when a job is not offered, it leads to negative feelings and anger 
(and at times, accusations of fraud toward the company, as noted by one respond-
ent who voiced complaints about “free labour”). 

Third, multiple respondents--from students to staff conducting training or within 
government-- repeatedly highlighted challenges that occur from youth who prior-
itize immediate gratification, or short-term vision over long-term planning, which 
does not fit well with the formal labour market’s need for serious, committed em-
ployees   To be certain, this mentality occurs throughout the world, but in Mozam-
bique, in manifests itself within some youth who look for “boladas,” or quick deals 
that make money, rather than long-term opportunities that require patience and 
planning.  One example of a bolada is when an individual acts as a broker between 
someone selling electronics, a vehicle, or another item, and potential buyers. The 
broker puts a commission on top of the sale price and searches for buyers. Others 
look for “biscatos” or short-term, quick jobs such as cleaning a house for immediate 
payment.  

24  Generally, human formation includes components such as a sense of responsibility, motivation, 
respect, personal hygiene, punctuality, and the like.
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Many respondents indicated that the mentality of instant gratification blocks any 
potential for the longer-term thinking that is required to propel youth toward actu-
ally getting ahead in life and working within the formal labour economy. For these 
youth, investing in the future via training is too time-consuming with no guaran-
tee of payoff, so they opt for the quick fix from the aforementioned piece jobs, 
boladas and biscatos. As one respondent indicated “when it doesn’t involve money, 
our society is not interested” (Female household trainee, 52). Respondents indicat-
ed that many youth do not learn long-term thinking either at home or at school, so 
this becomes a crucial societal bottleneck and means that the informal economy 
continues to overshadow the formal.  

“It really comes from the home, and the education there. Lack of instructions 
from parents to say wake up now, do this, brush your teeth, take a bath. When 
that doesn’t happen, it will impact the future. Growing up without rules, wi-
thout limits.” 
(Female, Khandlelo staff member)

Generational mentalities also play a role here; some families think youth should 
not or cannot achieve a higher social/educational status than what their parents 
have acquired, so if a father works as a chapa (public bus) driver, then there may 
be less of an emphasis within the household on school, whereas if “the parents 
have reached higher education, the children will want to follow” (Female household 
trainee, 52).  Although this realistically works both ways, as some parents encour-
age their children to surpass their own achievements, unless the family has money 
to devote to higher education, additional training, buying a position or knowing 
someone, to assist with employment, it remains a challenge. 

Respondents also indicated that short-term thinking carries over into negative per-
ceptions of Khandlelo training, the utility of timing, and the impatience and desire 
for immediate effects after only a few months of training, particularly if there are 
months in between the courses and a lack of understanding about the process (Text 
Box 2, next page).
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TEXT BOX 2. Perceptions of Khandlelo and the Process

Many individuals hear about Khandlelo from government sources such as the Municipality of-
fice. Perceptions of the NGO were positive amongst the trainees, mainly due to the Khandlelo 
trainings they receive, but respondents perceived mixed opinions amongst the community 
members who are not involved in training.  Some of the negative perceptions stem from mis-
conceptions about what the training includes and what it does not; for example, some think 
it is only about human formation because that constitutes the first course, and subsequent 
courses are not offered immediately after but rather require a waiting period.

Other perceptions refer to costs and the overall result.

“Normally when it’s free training, 
they look down on it.” 
(Female, 26, unemployed trainee, gra-
de 12 graduate)

“They don’t have patience, 
instead of going through 
all the steps properly, they 
expect things immediately. 
Girls come and want to do 
cutting/sewing, because 
they think they will imme-
diately start a job, without 
going though the process.” 
(Female, Khandlelo staff 
member)

“My friends know about Khandlelo but they don’t 
care about it. Khandlelo gives trainings but doesn’t 
find you a job.” 
(Female, 24, unemployed trainee, 10th grade education)

“Some think it’s a waste of time, be-
cause in the end it doesn’t give you 
a job, it doesn’t bring results. Some 
reached here, they were told to wait 
and gave up.” 
(Man, 19, trainee, grade 10 graduate)

“To be here is a long process and so there are 
people who give up. Youth nowadays are used to 
very fast or quick opportunities.” 
(Female, 23, unemployed trainee, grade 12 graduate)

And finally, respondents indicated that companies can be skeptical about hiring 
youth because they don’t meet their needs for employees with skills specifically 
regarding human formation, which stems from the above type of mentality. Human 
formation is a well-placed course that Khandlelo is now providing for its trainees, 
and it separates this training apart from other types of training programs that focus 
solely on technical skills.  This component includes multiple aspects of skills-build-
ing about professionalism and responsibility; one female Khandlelo staff member 
put the need for this education as a parallel to technical skills: “we are contracted 
by our competencies but we can also be fired by our behavior.” Human formation 
specifically includes the following types of education, all of which are aspects that 
companies need and look for:25

25 Floriano 2018 indicates specific statistical percentages of some of these traits as highlighted by trainees and 
companies, based on surveys conducted for the previous project (Ser Jovem em Xipamanine).
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– Respect 

– Punctuality

– Creating a positive, trusting, supportive relationship with work colleagues and 
being available to the employer

– Identifying work as not simply a place to collect a paycheck, but also a place that 
should be enjoyable and satisfying

– Knowing “who am I?” to best know how to behave

– Self-confidence and motivation

– Having trainees know their value as a person and what their values are: “If a 
young person wants to shine, he needs to feel like he’s a diamond.” (Male, Khan-
dlelo staff member)

– Knowing how to deal with different cultures and individuals

– Appropriate dress codes

– Openness to learning

– Differences between a vocation versus a job

Regarding the last on this list, Khandlelo staff are trying to include discussions about 
vocational callings, where the student can identify what (s)he wants, rather than 
simply taking a course “because a friend is doing it.” Helping trainees find their 
passion is a part of the process, though it remains to be seen if this has overtaken 
the mentality of simply finding employment: as indicated earlier, students seem to 
still largely be choosing training and possibilities based on what they see on a daily 
basis, which is not necessarily what the market actually needs (e.g. starting another 
beauty shop versus something that provides a unique service). 

“Some students would say they had worked with their father, who was an elec-
tronic engineer, so they want to do the same, but we help them find their real 
passion.”  
(Male, Khandlelo staff member)

In the survey, company heads/senior staff also strongly indicated they are looking 
for youth with human formation skills (specifically citing honesty, punctuality, digni-
ty and professionalism) and enough experience and practice to foster their ability to 
be innovative and proactive.  When asked what youth are lacking, responses largely 
fell along the same lines of professionalism, seriousness, dynamism, honesty and 
punctuality.  Respondents also indicated that human formation issues are “some-
what” or “very much” a challenge for both interns and youth applicants due to a 
perceived lack of motivation and formation training in their backgrounds.

There is a final consideration within the parameters of human formation that seems 
to be lacking a full inclusion within the training: trainees are not spending time 
learning critical thinking.  It is often the case that youth, particularly those who 
are not specialized or well-educated, are unable to objectively analyze an issue to 
form their own judgment about it.  When they are taught and encouraged to think 
critically, it leads to innovation and creative adaptability, two traits that companies 
appreciate (as discussed above). Whether their lack of critical thinking is a direct 
product of poor education or too few opportunities to practice it, it is detrimental 
to their ability to get ahead in the formal market.
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4. SWOT CONCLUSIONS AND RECOMMENDATIONS

Given Mozambique and Maputo’s growing youth bulge, challenges with unemploy-
ment will continue to affect the country. As the above illustrates, it will be crucial to 
continue the dialogue about activities that systematically and efficiently link youth 
training with established companies to embed a common vision for enhancing 
youth capacities so they can be readily absorbed into the city’s formal labour mar-
ket and the broader employment ecosystem within the country.   

This report has focused on the bottlenecks and opportunities for youth undergoing 
training  for employment in Maputo city, and the previous section has illustrated 
some of the findings.  While the training seems to be assisting youth in heightening 
their skills, it is difficult to determine whether it is actually making them more em-
ployable, in part because the documentation is relatively weak on who has received 
what types of internships and/or employment, where and with what skills, and fol-
low up with the students does not systematically occur.  

This final section therefore is in the spirit of scaling up possibilities now while pro-
gramming is ongoing, with an eye toward strengthening potential future training 
and programming to make it better vis-à-vis the current Maputo labour market.  
These conclusions and recommendations stem from the aforementioned themes 
within this report, and are guided by certain questions under a SWOT analysis: 

– What are the strengths of the programming? (Strengths-internal to the programming)

– What needs improvement? (Weaknesses-internal)

– What is hurting programming? (Threats-external to the programming)

– What opportunities exist? (Opportunities-external)

11 recommendations are presented to FEC and its partners in the way of opportu-
nities to address the current strengths and potentially mitigate some of the weak-
nesses and threats.  

4.1  Characteristics: Measures, Training, Corruption and Self-
Employment

As evidenced by the findings, strengths here include the fact that the training meets 
some of the market’s current needs and offers opportunities in the way of skills that 
can theoretically help youth find certain types of jobs.  It is also now assisting with 
information about starting up small companies and self-employment so as not to 
rely on a poor and corrupt job market.  This seems to be working, as some trainees 
decide to begin companies. Government staff also promote the training, which is 
positive for aligning goals amongst stakeholders. 



LABOUR MARKET STUDY IN MAPUTO CITY28

Weaknesses, however, include the fact that the training does not seem to be based 
on what the future market will look like (e.g. computer- and IT- driven), which 
means that youth may be able to survive, but they are unlikely to get ahead and 
really change the game.  It is also still largely gender-specific based on type of skills, 
although there are signs of exceptions to this.

Threats include the low literacy and poor education, the high unemployment and 
lack of jobs, embedded corruption in padrinhos’ “selling” jobs to the highest bid-
ders, and little incentive to formalize small companies, which threatens the poten-
tial for snowballing job creation and keeps the companies that do start up in the 
informal sector.  

Opportunities

Recommendation 1: FEC and Khandlelo might consider conducting a larger study 
with enough time to fully document and analyse 1) the biggest employers in Mapu-
to city; 2) how their internships work and what skills are most marketable; 3) if they 
are taking on Khandlelo/partner staff and if the human formation course is making 
a difference; 4) what is still lacking (e.g. technical training, but also the prevalence 
of current gaps regarding computer skills for each type of labour); and 5) how to 
best reduce negative stereotypes of youth amongst businesses. 

Recommendation 2: Track what female youth are focused on during their training 
to try and break gender stereotypes and offer tangible, alternative possibilities that 
are most likely to garner jobs.

Recommendation 3: Track formal and informal start-up companies to determine 
how to best address official vs. unofficial incentives and fill in the gaps. Khandlelo 
and FEC might also consider an internal dialogue so as to determine which type is 
most preferable as a goal.  The women household trainees could also be consulted 
about their desire to learn about the logistics of starting their own businesses, as 
they expressed interest in this and are not currently receiving information about it.  

Recommendation 4: It would also be beneficial to track whether trainees have re-
ceived internships or jobs relevant to their chosen training courses to determine 
how beneficial the training has actually been.   

Recommendation 5: It would be beneficial to more fully utilize Khandlelo’s comput-
er center and discuss the feasibility of scaling up the IT skills building.  Because com-
panies advertise on social networks and many youth do not have access to internet 
in Nlhamankulu, this center has the potential to be a game changer for many, once 
they have better skills.

Recommendation 6: FEC and Khandlelo could consider creating templates for train-
ees to conduct a mapping or feasibility study of their proposed course of employ-
ment (main employers for chosen skills, gaps in the market) or self-employment 
(business proposal based on community assessment, determination of what com-
panies are already providing similar services and where geographically, types of 
clients, etc). This would likely help ground expectations in reality and assist with 
conceptualization regarding vocational paths.
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4.2  Needs: Internships, Stipends, Long-Term Thinking, and 
Human Formation

Strengths here include the vision of bringing trainees to internships to fill in for the 
lack of youth practical experience, and the positive perceptions that trainees have 
of Khandlelo.  The biggest strength is the recognition of the need for and the subse-
quent inclusion of human formation training, which is crucially required within the 
labour market and is one of the aspects most likely to assist the trainees in acquiring 
work.  It also signifies a strong parallel between what the companies want in em-
ployees, and what Khandlelo views as important.

Weaknesses, however, are that there currently exist weak ties between training 
programs, internships, and employment, and that Khandlelo is not fully tracking 
who, where and how trainees acquire both. The lack of adequate critical thinking 
training is also a missing component. The timing of the training courses seems to 
be a factor in creating negative perceptions of Khandlelo training. It is also unclear 
how much the vocational angle is taking hold so far in enticing trainees to follow a 
passion rather than simply a paycheck.

Threats include that few training programmes are including human formation com-
ponents, which means companies will likely continue to remain somewhat skeptical 
of hiring youth, and the tensions inherent in stipends for internships.  Threats also 
include the all-too-prevalent short-term thinking that overshadows the long-term 
thinking that the labour market requires in order to pull youth into an official econ-
omy, particularly as the ability to find piece work and boladas cater to youth desires 
for immediate gratification. Family history of dominant roles and lack of education 
in the household also stimulate this mentality.  

Opportunities

Recommendation 7: Ensure that the human formation course remains strong and 
consistently revisit it to determine its appropriateness and applicability so that it re-
mains cutting edge.  Because there are disconnects and tensions between trainee, 
intern and company expectations, these should be discussed during this course, po-
tentially with role playing so that trainees are equipped with realistic expectations 
and conversational skills.  

Recommendation 8: The tracking systems between training centers and intern-
ships/ employment are weak, and in the case of Khandlelo, do not include enough 
nuance to be useful.  Discussions could occur now while there is still time left in this 
programming to ensure that 1) training centers and companies are talking to each 
other much more; 2) centers are tracking who has acquired internships, employ-
ment, where, and with what skills.  

Recommendation 9: Since this project builds off of and is longer than the previous 
projects, there is time to conduct follow up with participants to track them.  This 
could be included as a component now and could be considered as a deliverable for 
any future programming.   

Recommendation 10: There could be an internal discussion about how to best in-
corporate critical thinking into training so that students begin to understand the im-
portance of innovation, creativity, and adaptability, which are traits that companies 
admire and seek out.
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Recommendation 11: The timing between the initial course (human formation) and 
subsequent technical courses might be revisited given its length and that it may 
be serving as a deterrent.  On the other hand, if this is part of the goal (regarding 
weeding out trainees who are not fully invested) then this could be explained to 
participants and other stakeholders in a way that all participants better understand 
the goals of the programming.
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6. APPENDICES

APPENDIX A. Guides and Matrix

GUIDE A. KII and FGD Respondent Questions

A. We will begin by talking about some of the challenges and opportunities for youth regarding 
employment in Maputo City. These will include questions about the labour market, certain types 
of practices, and different types of training.

1 To begin with, what is your perception of the labour market here in Maputo City?

2a Which young adults are most likely to find jobs in the Maputo labour market and why?  

2b Who is less likely to find a job, and what skills are missing to do so?

3 What does the labour market need right now?

4 How has the job market changed in recent years? [Note: if they discuss COVID, also probe 
about things other than COVID.]

5 In your opinion, what will the job market be like in several years?

B. Now let’s talk about specific challenges regarding the labour market in Maputo City.

6 Thinking about the labour market in Maputo City, where do you see the biggest bottlene-
cks, gaps or challenges? (Probe: If training participants say they don’t have many oppor-
tunities, what they mean by this or by the “chance to have employment.”)

7 What are the biggest obstacles in matching youth here with good employment 
opportunities? 

8 Do companies in Maputo struggle to find qualified young adults to hire? Why?

9 What do you think should happen to improve the employability of young people from the 
training into the Maputo labour market?

10 Do you and/or your friends struggle to find employment?  Why or why not? (Probe: after 
training and in general)

11 Do friends of yours who were not involved in training know about the training services 
Khandlelo offers here? Do they make contacts to access these services?

12 How do companies find suitable potential employees?

13 Previous research indicates that personal attitude of youths has been an obstacle in kee-
ping employment (e.g. sense of responsibility, motivation, respect, hygiene, punctuality). 
In your opinion, do these still constitute challenges?

14 Is anyone teaching critical thinking during training? (Probe: Critical thinking as meaning 
the objective analysis and evaluation of an issue in order to form a judgement.)
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C. Now let’s talk about opportunities regarding the labour market in Maputo City.

15 Thinking about the labour market in Maputo city, where and do you see the biggest 
opportunities for youth to engage in it? How would they best engage?

16 What kinds of jobs can participants get once they are done with the training?  Which of 
these are seen as the best ones? (Probe: List of possibilities ranked from best to those 
that are not so good.)

17 Who are the largest employers in Maputo city?

18 What skills do you think are most valued by companies?

19 What skills do you most value as a company when you are looking for candidates to hire?

20 How do most training participants find work?

21 Which companies are doing internships?  What do these internships look like? 

22 How many trainees have participated in internships? How many then go on to jobs after 
this? (Probe: what does this look like?)

D. Now let’s talk specifically about the training that participants have received.

23 Do FEC and Khandlelo struggle to find qualified young adults for training? 

24 Where do you find most of the trainees?

25 Is it difficult to find internships for the trainees? Is it difficult to find them jobs? Why?

26 Is the training relevant and impactful? What needs of young adults are being met through 
the training regarding the labour market? 

27 What needs within the labour market do you feel are not being met through the training? 

28 Have you found it easier to get employment in Maputo after this training? Have your 
friends who have also done this training found it easier?

29 Do support staff follow up with you after the training with Khandlelo and the institutes?  
If yes, how often and how so? 

E. We are also conducting a mapping exercise to understand other players regarding the labour 
market. Now we would like to discuss what other types of programming exist for entrepreneur-
ship, employability, or vocational technical training. For this we will make some lists.

30  In Maputo city, what other NGOs are working on entrepreneurship, employability, or 
vocational technical training? (Probe as applicable: Who are their funders?)

31 Are any other private companies working on these? (Probe: what and where?)

32 Does the govt have any programming or loans for youth entrepreneurship activities? 
 (ASK IPEME) There used to be 1) a Fund for Support for Youth Initiatives (FAIJ); 2) PRO_JO-

VEM; 3) the Urban Poverty Fund (PERPU) and 4) the District Development Fund.  Which 
of these, if any, still exists?  Are there others?  

33 Are these other types of programmes successful? Why or why not?

F. Now we have just a few more questions about new small businesses.

34 What and where are the areas for opportunity for entrepreneurship and new business in 
Maputo city?

35 Would you prefer a job or to start your own kind of business? (Probe: why?  If not already 
covered above: What would you like to be doing? What is preventing you if you are not 
already doing it?)

36 Which young adults are most likely to become entrepreneurs, rather than looking for em-
ployment from another company?  What is the difference between these types of youths 
and others?  

37 Given the labour market in Maputo right now, what types of small businesses do you 
think would be most beneficial to start?
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Matrix of General Responses

RQ1: What are the bottlenecks and opportunities for youth regarding employment in Maputo city?

As training participants, what is your perception of the 
labour market?

Responses were pretty similar here: lack of jobs, youth 
who are not well motivated, corruption, difficulties in 
acquiring internships, etc

Which young adults are most likely to find jobs and 
why?  Who is less likely to find a job, and what skills are 
missing to do so?

Most likely: Those who can pay for a job or know 
someone, those with skills (“know how”), those with 
practical experience, those with human formation.

 What does the labour market need right now? Professionalism, human formation. Popular employ-
ment is in the first Text Box and generally revolves 
around blue collar employment.

How has the job market changed in recent years? It’s become more competitive, there are many youth 
now and people moving into the big cities in search of 
better opportunities.

In your opinion, what will the job market be like in 
several years?

Focused on computer-based skills.

Bottlenecks

Thinking about the labour market in Maputo, where do 
you see the biggest bottlenecks and challenges? 

See report, this is extensive.

What are the biggest obstacles to match youth with 
adequate employment?

Lack of knowledge, low internet access, poor human 
formation.

Do companies struggle to find qualified young adults? 
Why?

Yes and no—they exist, but the lack of experience and 
human formation are obstacles.

What do you think needs to happen to improve the 
employability of young people from the training into 
the Maputo labour market?

More internships and human formation. Better self-em-
ployment.

How do companies find suitable potential employees? Generally online, word of mouth, or local newspapers.

Previous research indicates that personal attitude has 
been an obstacle (e.g. sense of responsibility, motiva-
tion, respect, hygiene, punctuality): how big of an issue 
is this still?

Still very much a crucial issue.  Khandlelo human forma-
tion training is very important.

Is anyone teaching critical thinking during training? Not really, but there’s a bit of discussion around this.

Do you and/or your friends struggle to find employ-
ment?  Why or why not? (Probe: after training and in 
general)

Yes.

Do friends of yours who were not involved in training 
know about the services Khandlelo offers here? Do they 
make contacts to access these services?

Yes, many know.  Non-trainees have some negative 
perceptions of Khandlelo based on factors such as cost, 
long wait times, etc.

Probe: If training participants say they don’t have many 
opportunities, what do they mean by this/by “chance to 
have employment”

Discussed throughout regarding barriers.

Opportunities

Thinking about the labour market in Maputo city, where 
do you see the biggest opportunities for youth?

See report, this is extensive.

What are the most valued professions for training 
participants?

See Text Box 1.

Who are the largest employers in Maputo city? Most indicated companies such as Vodacom, 2M, trans-
portation companies, hotels, other telecommunications 
companies.

How do most training participants find work? Online or word of mouth through friends.

What skills do you think are most valued by companies? Human formation and technical skills.  (Companies also 
say innovation.)
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What kinds of jobs can training participants get once 
they are done?  Which of these are seen as best? 

Best are technicians, electricity, refrigeration. There’s a 
disconnect though regarding if their training is actually 
leading to jobs/employability due to the weak follow up 
of trainees and the lists.

Which companies are doing internships?  If so, what do 
they look like and how many have participated?  How 
many companies then pick up interns for jobs? (Probe: 
what does this look like?)

This was not documented systematically due to the 
gaps in training center-company relationships.  But 
some of the companies in the surveys do internships 
and some also pick up interns for paid employment.

What skills do you most value as a company when you 
are looking for candidates to hire? 

Human formation and some knowledge of practical 
skills.  Human formation is extremely important, and is 
often lacking with youth.

Specific Questions about Training: Sub-questions to RQ1. To what extent, if at all, has the training helped Balcão 
youth become employable in Maputo city?  How could the training be better so as to fit into Maputo’s labour 
market?

Is the training relevant and impactful? What needs 
of young adults are being met regarding the labour 
market? What needs are not being met regarding the 
labour market? 

Those who know of the training say that it is.  Needs 
that are not really being met consistently involve those 
skills that will pull youth into current/future official 
employment, such as IT and computers.

Have you found it easier to get employment in Maputo 
after this training? Have friends who have done this 
training found it easier?

This wasn’t really measured because very few have 
found work, and some who were able to did not find it 
because of this training or have work outside of what 
this training offered.  Weak listing and follow ups made 
this too difficult to measure.

Do support staff follow up with you after the training?  
If yes, how often and how so?

Very little.

R2: What other NGOs are involved in entrepreneurship/employability/vocational technical training projects, and 
who is funding them? (looking for potential partnerships)

In Maputo city, what other NGOs are working on 
entrepreneurship/employability/vocational technical 
training? (As applicable: Who are their funders?) Any 
other private companies? Govt? (Probe: what and 
where)

Included in mapping in Appendix B.

Are these other programmes successful? Why or why 
not? 

Unknown, and many are not continuing.

Do FEC and Khandlelo struggle to find qualified young 
adults for training? To place in internships?  To place in 
jobs? Why?

There doesn’t seem to be a struggle to find trainees, 
but it’s not documented well what happens to them 
after the training.

Does the govt have any programming/loans for youth 
entrepreneurship activities? (ASK IPEME) There used to 
be 1) a Fund for Support for Youth Initiatives (FAIJ); 2) 
PRO_JOVEM; 3) the Urban Poverty Fund (PERPU) and 4) 
the District Development Fund.  Which of these, if any, 
still exists?  Are there others?  

Included in mapping in Appendix B.

Additional questions about entrepreneurship (time permitting)

What and where are the areas for opportunity for en-
trepreneurship and new business in Maputo city?

See Text Box 1.

Would you prefer a job or to start your own kind of 
business? (Probe: why?  If not already covered above: 
What would you like to be doing? What is preventing 
you if you are not already doing it?) 

This was mixed, many indicated both.  Some also indi-
cated they would probably remain small if they started 
a company.

Which young adults are most likely to become entre-
preneurs (rather than looking for employment from 
another company)?  What is the difference between 
these types of youths and others?  

Those who are very motivated and don’t wait for others 
to do something for them.

What types of small businesses do you think would be 
most beneficial, given the labour market in Maputo 
right now?

See Text Box 1.  These are still on a small scale.
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GUIDE B: Survey for Companies

Name: Date:

Contact number: 

Company: 

Title of your position:

Gender (do not read):  

1A Are you familiar with the training that Khandlelo and its partners (Salesianos, Light 
Vision, VJM) are doing?

Yes

No

1B If yes: Do you feel the training is relevant and impactful?

Yes

No

1C Why do you feel this way? (Write in):

1D If yes: What do you feel, if anything, is missing from the training or could be done 
to more adequately prepare youth for employment? (Write in)

2A Have you hired interns from Salesianos/VJM/Light Vision?  

Yes

No

DK

2B If yes, for what type of work? (Write in)

3A Have you hired interns from another training institute?

Yes 

No

DK

3B If yes, what is the name of the institute? (Write in):

3C If yes, for what type of work? (Write in)
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4A Have you hired interns from the general public or a pool of applicants that were 
not found in a training institute.

Yes

No

DK

4B If yes, from where? (Write in)

4C If yes, for what type of work? (Write in)

5 If respondent has hired any type of interns: about how many interns per year wou-
ld you say you have brought in? (Write in)

6A Have you given employment with pay to former interns?

Yes

No

6B If yes, about how many interns per year would you say you have subsequently 
hired for employment?

Now we would like to talk about the labour market in Maputo City.

7A Do companies struggle to find qualified young adults to hire?

Yes

No

Why? (Write in)

8 What does the labour market most need right now from youth you are applying for 
jobs? (Write in)

9  Still thinking about the labour market in Maputo City, what are the three biggest 
bottlenecks and challenges to hiring young people?

1.

2.

3.

10 Where do you see the biggest opportunities for youth to enter the job market?  In 
other words, what does the labour market need that youth could focus on to enter 
into it? (Write in)
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11 And for those who might be interested in starting their own businesses, what types 
of small businesses do you think would be most beneficial for youth to begin, given 
the labour market in Maputo right now? (Write in)

Now let’s talk about how youth can prepare themselves to apply for positions in a com-
pany like yours.

12 What are the three main skills that you look for in hiring youth in entry level posi-
tions in your company?

1.

2.

3. 

13 In your opinion, what three skills are most lacking from youth these days for jobs at 
your company?

1.

2.

3.

14 (If not already answered above): What two things do you think youth should focus 
on to improve their ability to get hired into your company? 

1.

2.

15A Does your company advertise internship opportunities?

Yes 

No

15B If yes, where? (Write in)

16And where does your company advertise positions of employment? (Write in)

Previous research indicates that “human formation” has been an obstacle for youth to 
acquire and/or remain in employment positions.  Here we refer to such aspects as: sense 
of responsibility, motivation, respect, hygiene, punctuality, expectations.  

17A (If respondent has hired trainees): How much of a challenge do you think this is for 
interns that you have brought in?

1 Very much a challenge

2 Somewhat a challenge

3 Not much of a challenge

4 Not at all a challenge
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17B If you responded with 1 or 2, which of these aspects constitute the two biggest 
challenges? (Write in)

18A How much of a challenge do you think it is for regular (non-trainee) youth 
applicants?

1 Very much a challenge

2 Somewhat a challenge

3 Not much of a challenge

4 Not at all a challenge

18B If you responded with 1 or 2, which of these aspects constitute the two biggest 
challenges? (Write in)

19A In Maputo city, do you know of other institutes (NGOs, private institutes, or 
government entities) that are working on helping youth with entrepreneurship, 
employability, or vocational technical training?

Yes

No 

19B If yes, which companies, institutes or government entities, and what types of pro-
grammes are they doing? (Write in)

Thank you!
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APPENDIX B. Other Entities Involved in Training Programmes

RQ2: What other entities are involved in entrepreneurship/employability/vocational 
technical training projects, and who is funding them? (mapping)

Note: Some of these have more information than others, as indicated below. With the 
additional entities after the matrices, these were others that respondents mentioned.

NGOs

Name of 
Entity

Type of 
Programme Topics of Focus Type of 

Recipients Funders
When it 
Started  
(if known)

When it 
ended/  
will end

AVSI
Formação 
Técnico-
Profissional

Rigenera
Jovens 
(Homens e 
Mulheres)

Cooperação 
Italiana 
(Governo 
Italiano)

2020 2023

CESAL
Formação 
Técnico-
Profissional

Janela para o 
Trabalho

Jovens 
(Homens e 
Mulheres) 

Governo 
de Navarra 
(Governo 
Espanhol)

2018 2022

AVSI
Formação 
Técnico-
Profissional

Mundo de 
trabalho

Jovens 
(Homens e 
Mulheres)

União 
Europeia 2012 2015

CAFOD
Formação 
Técnico-
Profissional

Construindo um 
Empreendedor 
para a vida

Jovens 
(Homens e 
Mulheres)

CAFOD 2021 2022

FEC
Formação 
Técnico-
Profissional

Xipamanine 
Empreendedor

Jovens 
(Homens e 
Mulheres)

Instituto 
Camões e 
Cooperação 
Portuguesa

2014 2017

FEC
Formação 
Técnico-
Profissional

Ser Jovem Em 
Xipamanine

Jovens 
(Homens e 
Mulheres)

Instituto 
Camões e 
Cooperação 
Portuguesa

2017 2020

FEC  e 
KHANDLELO

Formação 
Técnico-
Profissional

Porta de 
Empregabilidade 
e Autoemprego

Jovens 
(Homens e 
Mulheres)

MISERIOR e 
KINDA 2022 2024

KHANDLELO, 
AVSI, CESAL

Uma parte 
foi Formação 
Técnico-
Profissional

Regeneração 
Nhlamankulu

Jovens 
(Homens e 
Mulheres)

União 
Europeia 2019 2021
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Private (Dates are unknown)

Name of Entity Type of Programme Topics of Focus Type of Recipients Funders

VJM Matihlo – 
Centro de Formação 
Profissional (parceiro 
da Khandlelo)

Formação Técnico-
Profissional

Mecânica, 
Electricidade, 
Serralharia, 
Canalização 

Público heterogéneo 
singular, empresas

IFPELAC Formação Técnico-
Profissional

Mecânica, 
Electricidade, 
Serralharia, 
Canalização

Público heterogéneo 
singular, empresas

Secretaria do Estado 
da Juventude e 
Emprego (SEJE)

IFPELAC – Sector 
terciário

Formação Técnico-
Profissional

Culinária, Corte e 
Costura, Beleza e 
Estética, Hotelaria e 
Turismo

Público heterogéneo 
singular, empresas

Secretaria do Estado 
da Juventude e 
Emprego (SEJE)

SALESIANOS 
(parceiro da 
Khandlelo)

Formação Técnico-
Profissional

Electricidade, 
Serralharia, 
Canalização, 
Electricidade, 
Serralharia, 
Canalização

Público heterogéneo 
singular, empresas 
e ONGs

Doadores singulares 
e colectivos. 
Instituição católica

LIGHT VISION 
(parceiro da 
Khandlelo)

Formação Técnico-
Profissional

Design Gráfio e 
Comunicação Visual

Público heterogéneo 
singular, empresas 
e ONGs

Centro de Formação 
em Metalomecânica

Formação Técnico-
Profissional

Mecânica, 
Electricidade, 
Serralharia, 
Canalização

Público heterogéneo 
singular, empresas 
e ONGs

Mucandzel

Formação Técnico-
Profissional e 
prestação de 
serviços variados

Corte e Costura, 
Design Gráfico e 
Fotografia

Público heterogéneo 
singular, empresas 
e ONGs

Government or Public Institute

Name of 
Entity

Type of 
Programme

Topics of 
Focus

Type of 
Recipients Funders

When it 
Started  
(if known)

When it 
ended/  
will end

Secretaria 
de Estado da 
Juventude e 
Emprego

FAIJ – Fundo 
de Apoio a 
Iniciativas 
Juvenis

Promoção de 
Auto Emprego 
e Trabalho 
(iniciativas 
locais como 
agricultura, 
culinária, 
soldagem, 
costura)

Jovens 
(Homens e 
Mulheres)

Banco 
Mundial 
e Banco 
Africano

2018 2022

Secretaria 
de Estado da 
Juventude e 
Emprego

Projecto 
EMPREGA

Promoção de 
Auto Emprego 
e trabalho 
para jovens

Jovens 
(Jovens e 
Mulheres) 

Banco 
Nacional de 
Investimentos

2021 2023

Banco 
Nacional de 
Investimentos 
– BNI

Financiamento 
à programas de 
sustentabilidade 
e emprego

Apoiando 
as Micro 
Empresas 
e os Jovens 
a vencer o 
desemprego

Micro 
empresas e 
grupos de 
jovens

Banco 
Nacional de 
Investimentos 
– BNI

2020 2023
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Entities that were mentioned but which lack substantive data:

Additional Government:

– FERPO (funding from the Maputo Municipality)

– INEFP (National Institute of Work and Professional Training)

– Instituto Comercial

– Instituto Primeiro de Maio

Universities:

– Eduardo Mondlane University

– Catholic University

– UPE Pedagogical University

Other:

– Wake Up (Center of Professional Formation)  
https://m.facebook.com/profile.php?id=1692892417644990

– Força Jovem Universal  
https://www.facebook.com/fjumocambique/

– ACODESH (Academy of Community Development)

– Center of Professional Training for Water and Sanitation

– Culinary School of Assma    
https://www.facebook.com/eassma2001/ and https://escoladeculinariaassma.negocio.site/

– Academia de Talentos  
https://clubofmozambique.com/business-directory/academia-de-talentos/

– Above 
https://clubofmozambique.com/business-directory/above/ - Organization website broken 
(March 2023)

– Ascendi (motorway company, unclear training) 

– ADPP  
https://www.adpp-mozambique.org/

– Tecnicol  
https://tecnicol.co.mz/

– ITC (Institute of Transport and Communication)  
https://www.itc.ac.mz/

– Dulce Doces e Salgados 
https://www.facebook.com/profile.php?id=100063928211972 and https://www.face-
book.com/doces.salgadoss/

– BJM Matlelo

– Andalucia School

– APEC (possibly Matola focused)

– ISAC

– ESM

– Matiso

– Technical Institute of Mozambique

– Focus

https://m.facebook.com/profile.php?id=1692892417644990
https://www.facebook.com/fjumocambique/
https://www.facebook.com/eassma2001/
https://escoladeculinariaassma.negocio.site/
https://clubofmozambique.com/business-directory/above/
https://www.adpp-mozambique.org/
https://tecnicol.co.mz/
https://www.itc.ac.mz/
https://www.facebook.com/profile.php?id=100063928211972
https://www.facebook.com/doces.salgadoss/
https://www.facebook.com/doces.salgadoss/
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