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CHAPTER ONE

FOR WHOM THIS MANUAL IS WRITTEN

This manual is written for use by Trainers (Change Agents) on the FUE
Child labour programme for eliminating Child in the Coffee Agricultural
Sector in Uganda. The manual is based on the training the trainers have
undergone, but new information can be inserted as the training

progresses.

WHO ARE CHANGE AGENTS?

Change agents are people who accelerate change, remove barriers,
develop aggressive plans and push an organization forward. In the
context of fight against Child Labour, teachers, parents, government
representatives and any person who contributes positively to the fight

against child labour is a Change Agent.

HOW TO USE THE MANUAL

The manual can be used as a resource as well as a tool guide. The
trainer should read the manual to educate himself/herself and revise
his/her knowledge about child labour and about the training role. It is
suggested that the manual be read from start to finish in the order in which
it is presented. In this way, the trainer will capture the essence and

purpose of the manual.

The manual can also be read when preparing for a specific training
session. The trainer may select a particular topic, which is appropriate to
his/her audience’s needs.  Every time the trainer organizes the training,
however, he/she will need to go through chapter two, “How to Organize a
Training session until the six steps become automatic in his/her planning,

in order to ensure that the training is, well organized.
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The manual can be used as a guide in helping the trainer prepare his or
her training. Chapter Three on Methodologies gives examples of training
methods, which a trainer can use while carrying out the training. Chapters
four, five, six and seven have formats that can be followed by the trainer
step by step when she/he is making a lesson plan, in order to ensure that

the training is well organized.

A SUMMARY OF THE MANUAL

The manual is arranged into seven chapters

Chapter one summarizes the contents of the manual and deals with its
use.

Chapter two addresses the question of how to organize a training activity.
It contains a framework for developing a work plan. For any training, even
if it is for thirty minutes, the trainer will have to go through this framework
when he/she is preparing a training activity. He/she will have to state
his/her objectives clearly, identify the audience, think of the content he/she

wants to deliver and determine how to deliver it.

Chapter three contains the training Methodologies that a trainer can use

during the training exercise.

Chapter four, five, six and seven contain the content area. It is from these

chapters that the trainer selects his/her subject matter.
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CHAPTER TWO

2.0 HOW TO ORGANISE A TRAINING ACTIVITY

Training is a systematic and organized process that must be
carefully planned to achieve its desired end. This section provides
step-by-step guidelines regarding what the trainer should think
about when organizing a training programme or activity on Child
Labour. In designing a training activity, the trainer should consider
the following tasks:

Set goals and objectives

Know the audience

Choose course content

Select appropriate training methods

Arrange logistics and obtain materials

Evaluate the training

Provide follow-up

SETTING GOALS AND OBJECTIVES

A training activity should be based on a needs assessment, following
which objectives should be established to meet the needs. The objectives
of the training should then guide the choice of strategies and techniques

for the training.

What is a Goal?
A goal is a general statement of the purpose of the programme. It is a
broad, long-term statement of intent, for example to eliminate child labour

in the Coffee Agricultural Sector in Uganda.



What are objectives, specifically behavioral object ives?
Objectives are short-term statements of intent. They define intended
accomplishments within an established period of time. Training objectives

should be phrased in observable and measurable terms.

The objectives have several characteristics. They are specific;

measurable achievable, realistic, and time-bound, in short, SMART:

S- Specific

M- Measurable
A- Achievable
R- Realistic

S- Time bound

Objectives tell the reader three things:

The performer (who)

The action (will do what)

The deadline (when)
When clearly stated, objectives are the basis for choosing training content,
training methods, and instructional materials. They also provide a base for
evaluating the training. Well-planned and well-stated objectives provide trainees
with the means to organize personal efforts toward accomplishing their objective

because the desired path and end-point are clear.

Each trainer should have written objectives and should discuss them with the
colleagues and trainees who will be participating in the training activity. Adults
learn better if they know where they are going. During, and at the end of the
training, the trainer should review the objectives and determine with the
participants whether, in their opinion, the objectives are being met.

It is important as noted above, that training objectives be stated in specific and

observable behavioral terms.



Objectives for training of trainers might also include the following. By the end of
the training, participants will be able to:
Recount the steps in organizing a training activity.
Demonstrate the correct application of certain training methodologies
lllustrate effective communication and facilitation skills.
Conduct mini-training with a defined audience at a field site.
In all of these examples, the verbs-communicate, identify, express, demonstrate,
illustrate, conduct and recount-were carefully chosen to reflect an action that is

observable and therefore, measurable.

2.2 KNOWING THE AUDIENCE

It is important for the trainer to know the audience before, during, and after
the training session. While organizing a training programme, the trainer
should become acquainted with the participants:

Level of education and experience in life.

Social and cultural living environment

Age, occupation, and socio-economic status

Preferred language

What they already know, feel and think about the subject of training.

Knowing the level of education will assist the trainer choose appropriate
language for instruction and will help determine which training methods to use. It
is most unlikely that all of the trainees in a group will ever have the same
experience or academic qualifications. Where possible, groups of trainees
should be selected according to their level of education. This approach will help
to ensure that each group speaks a common language. In some cases, it may be

necessary to carry out training activities in local languages.

2.3  How can the Trainer assess an audience?
A trainer may use several methods to learn about the audience, before,

during and after the training.
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The trainer may use selection reports that contain data about each
participant, as provided by department heads. Selection reports should
include the name of the participant, age, sex, level of education,
occupation, other training sessions undertaken, and other relevant
information.

At the beginning of any training activity, a trainer may administer a pre-test
guestionnaire to assess the knowledge, attitudes, and beliefs of the
participants.

Both formal and informal interaction will help to identify participants who
have positive feelings toward training and who are most likely to succeed
as educators.

A post test will also demonstrate increases in knowledge and changes in
attitudes, feelings and beliefs among trainees.

Asking trainees to introduce themselves, if properly managed, will also
reveal much data about the participants. During introductions, trainees
should be encouraged to mention such things as special interests,
occupation, marital status, and religious affiliation.

The seating arrangement can enhance a trainer’s ability to know the
audience. During training, for example, the seating arrangement should
help the trainer to maintain eye contact with each member of the
audience. Experience has shown that sitting in a semicircle, with nothing

between trainees and trainer, promotes greater attention and participation.

COURSE CONTENT

Content is the subject matter to be discussed during a training
programme. Content is chosen based on the training objectives to be
accomplished and audience characteristics, which will have been
determined through audience assessment. The relationship between
training objectives and content must be remembered throughout the

training.



Training content should be arranged logically and the topics must be
ordered so the end of one session leads into the beginning of the next.

The trainer should read widely and be resourceful.

Topics must be approached so that the end of one session prepares
ground for introducing the next. No prescribed ways of introducing a topic
exist. Each situation, plus the quality of a trainer and the audience type,

will influence how to introduce a topic.

A trainer should ensure, however, that each topic serves the intended
objectives. The detail with which any topic is discussed is usually
determined by the amount of time available. Although lesson plans given
suggest guidelines for how much time should be spent on each topic,
trainers should not consider themselves limited by these suggestions.
Trainers must always identify the key points in each topic and ensure that
they are adequately discussed. Each topic contains essential points that
must be covered, issues the audience should know, and that are important
to know. The trainer should identify these points and cover them in the
order provided, but should also be guided by the time that is available.

Choosing the material to be covered in each session should also be
guided by how much the audience knows data that are provided by the
pretest exercise. The course content described in this Manual provides a
fair body of knowledge for a trainer. Trainers are, however, encouraged to
increase their knowledge through research, further reading and enquiries,
the references provided at the end of this Manual and other available

relevant sources would be of help.

During training sessions, the trainer should endeavor to distinguish
between facts and opinions and help the audience separate the two and

react to them appropriately. Most of the content of this Manual may be
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generated into a body of knowledge from the audience through methods

that cause the audience to participate in discussions.

MATERIALS AND LOGISTICS

Materials enable a trainer to effectively carry out a training activity.
Logistics refers to the venue of the training, transportation, availability of
trained specialists and facilitators, finances and all support items required
for the training. If a training activity is to succeed, a trainer must be well
organized. The intended audience must be clearly identified; and suitable
training methodologies must be selected. Finally, it is necessary to
arrange for logistic and materials support. Remember that an effective
trainer is realistic. If a trainer fails to obtain all the training materials and
logistical support required, it will be necessary to improve or to work with
what is available. Material and logistical support may include any or all of

the following items:

Handouts : A trainer should have a typed summary of the difficult topics
covered for distribution to participants for future reference.

Black/White board or flipcharts : All of the participants should be able to
see clearly and understand a trainer’s explanations. Use a blackboard
and chalk or a flipchart and markers, cello-tape and tripod stand.
Flipcharts allow the trainer to store and reuse information. A trainer may
also stick these charts on the walls of training rooms, to encourage
participants to refer to them throughout the sessions.

Evaluation tools : A trainer must have a set of evaluation forms to
measure the effectiveness of the training and to measure changes in
knowledge and attitudes among participants. Such forms might include
pretest and post-tests and a course evaluation form.

Film and video : These media can complement a training activity when

used appropriately, this is, when the:



- Audience is familiar with film as an educational tool and not simply
as entertainment.
- Film complements and builds upon, other training methods.
- Audience can relate to, or identify with, characters in the film
- Filmis culturally relevant. Films come in two types:
- 16mm films come on reels and are shown on a screen or white wall
by a film projector
- Video comes on videotapes and is shown on a television monitor.
It is important that the videotape be in the same format (for
example, PAL, NTSC, and SECAM) as that of the equipment being
used.
Information materials : These materials also complement a training
activity and provide reference points for trainees to draw upon after the
session has ended. Information materials might include leaflets, posters,

charts, stickers, badges and certificates.

Power point presentation

Projecting script on screen for participants to follow as presenter conducts
session.

Overhead projector : An overhead projector is an alternative to using a
blackboard. Using overhead projectors requires, however that the trainer
prepare overhead transparencies before the training session begins.

Slide projector : A slide projector is similar to a film because it also
shows a series of pictures. A trainer will need to prepare a set of
sequence slides and develop or adopt an appropriate commentary to
establish a consistent flow throughout the presentation.

Stationery: A trainer needs stationery to be able to write and circulate
information to the audience. In addition to paper, the trainer will need a

supply of chalk, markers, pens, charts, masking tapes and file jackets.



Examples of logistics might include:

Transport: A trainer will need a vehicle (or transport allowance) to make
arrangements for a training workshop, for example, establishing a venue,
arranging meals, and contracting resource persons. Trainees may also
need transport or an allowance to carry them to and from the training.

Venue or accommodation : A trainer should make every effort to identify
a comfortable, quiet and spacious place for the workshop. This approach
will help to avoid inconveniences and interruptions. The venue should be
inspected, paid for (if necessary), and prepared before the training begins.

A trainer must bear in mind certain points when inspecting the venue.

- Does the room where the training will be held have electricity, and
are wall sockets accessible? Will the trainer need a long electric
cable, an adaptor or a power generator?

- Ifitis a residential workshop, are there enough rooms, and are they
ready?

- Have arrangements been made for meals, and have assurances
been given that the meals will be on time?

- Is there running water? If not, what convenient alternative can be
arranged?

- Is the venue quiet and the area free from interruptions? If not can
an alternative be found?

Meals or refreshments : Depending upon the length of the training
session, a trainer may need to arrange for appropriate breaks
accompanied by either meals or refreshments. It is important to
remember that it is as difficult to keep the attention of hungry participants,
as it is to keep overfed ones awake.

Publicity : It might be necessary for a trainer to publicize his or her
training through the mass media, especially in areas with poor

communication or infrastructure.
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Personnel : An effective trainer is highly skilled in the area in which he or
she is working. To broaden the training, however, it might also be useful

to attract, from other organizations, specialists in certain topic areas.

EVALUATION

Evaluating a training activity is defined as obtaining data about the
effectiveness of a training programme and assessing the value of the
training in view of that information. Evaluation is a critical component of

planning.

It allows the trainer to determine whether the training strategies and the
training activity in general were appropriate and effective. Evaluation
should be performed both during training and also at the end of the
training programme. Evaluation completed during the training helps the
trainer adjust the programme to meet the needs of the trainees.
Techniques used for evaluation will depend on the training objectives, the
programme design, training methodologies and the relationship between

the trainer and the trainees.



CHAPTER 3

SELECTING APPROPRIATE TRAINING METHODS

3.1 Introduction
Training methods are techniques used by trainers to effect a high degree of
retention among trainees. While planning a programme, the trainer(s) will
identify the method(s) to be used to effectively deliver the course content.
Effective training methods seek to:

Arouse interest.

Appeal to a variety of senses

Enhance active participation

Provide a degree of autonomy and avoid trainer dominance, which may

destroy the willingness to learn.

Incorporate appropriate training aids.

Provide feedback to the trainer and trainees.
Every training strategy has a specific purpose and is more effective in some
sittings than in others. Selecting an effective training strategy is always governed
by the objective the trainer is trying to achieve.

3.2  Communication skills
The effectiveness of training depends upon the ability of the trainer to involve the
trainees and encourage them to contribute to the success of the activity. The
communication skills the trainer uses are important for involving trainees.
Particular skills are considered important for effective training as follows:
Describe a basis format that can be adopted for most training.
Allocate an appropriate amount of time to the total presentation as well as
for each section.
Describe several different ways in which the body of the discussion might
be organized.

List important factors that can make trainers effective communicators.



Effective communication presentation : To effectively present ideas and
information to other people trainers must use convincing communication skills.
Communication is much more than writing letters, giving instructions, and making
speeches. It involves not only the passing of information from one person to
another but also the transfer of understanding. Thus, communication is sharing
of meaning. To make verbal communications more effective, trainers must

develop the skill of organizing what to say and how to say it.

3.3  Communication breakdown
Many factors can cause a communication breakdown. The following are

some of the factors:

3.3.1 Factors attributable to the trainer
These are:
- Poor selection of venue
- Poor selection of participants

- Insufficient knowledge about participants.

An effective trainer should do the following:
Speak clearly
Speak slowly
Maintain eye contact
Avoid highly technical language.
Avoid colloquial expressions.

Avoid too many destructing gestures.

Know the participants
To minimize communication breakdown, the trainer should know as much as
possible about the members of the audience.

Who they are

Their interests
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3.3.4

Prejudices and biases

Posture and Sitting arrangement

Factors emanating from the environment

The effectiveness of a training intervention can be adversely affected by
factors that are beyond the control of the trainer or the audience. These
include such considerations as noise and defective equipment. The
trainer will need to adjust for these situations (for example speaking more
loudly, stopping the presentation until noise disappears, or shortening the

discussion if the room is so hot that the trainees lose concentration).

Non verbal communication

The effectiveness of a discussion depends upon more than words alone.
It is not enough to consider what is being said; the trainer must also
consider how it is being said and how meaning is conveyed through
nonverbal cues. Communication is often nonverbal; it involves body
language. Trainers can improve the quality of training by attending to their
body language, for example by;

Avoiding irritating gestures.

Changing the tone of voice.

Avoiding making sounds which are not actual (for example, “h”, “eh”, and
“um”)

Using gestures that reinforce what one is saying.

Maintaining appropriate eye contact

Suitable posture.

Controlling facial expressions

Seeking feedback from trainees.



A TRAINER'S CHECKLIST FOR EFFECTIVE COMMUNICATION

The following checklist might assist the trainer in improving the quality of
communication. Trainees will assess the trainer on such things as:

Preparation Was the trainer prepared?
Objectives Was the purpose of the discussion clear?

Organisation Did the discussion have a proper structure-a
beginning, middle and an end?

Language Were the actual words used appropriate? Was the
language too simple? Too technical?

Manner Was the trainer’s posture and manner appropriate?
Were the body movements effective and natural? Did
facial expressions assist in conveying meaning?

General Was the trainer relaxed and natural? Did the trainer
involve the participants?

3.4  Suggested Training Methods/Techniques
The following are some of the suggested training methods/techniques that
can be used:
Lecture
Brainstorming
Discussion
Exercise
Case study
Games

Role play

These methods are briefly described below. Make a careful not of the

points you need to watch out for when using each of these methods.



3.4.1 LECTURE

(a) What it is
The lecture method is ideally used to explain or to teach concepts and
principles with the participants. The suggested participation is in the
form of questions you ask the participants and their answers, their
guestions to you and your answers, and brief periods of open

discussion in between the points you make.

(b) When to use it
The lecture method is ideally used to explain or to teach concepts and
principles with which the participants are not familiar and to provide
related information.

(c) What it will achieve

It will help the participants gain knowledge.

(d) Advantages
The lecture session can be well structured before hand. The timing for

the session can therefore be worked out accurately.

(e) Disadvantages
Participation can be limited and therefore keeping participant’s interest
difficult. The assimilation of knowledge by the participants could

therefore be restricted.

(H Points to consider in using it
A lecture or talk must be made adequately participative by asking leading

guestions and inviting the participants to think and respond.



The participants have the opportunity to participate but if they
don't, the communication will be only one way and the

session may not achieve the objective.

When you ask questions, only a few of the participants may be
inclined to provide answers and others may take the role of
passive listeners. In this case, the participation will be low and
passive listeners may not learn much. Avoid such a situation

and always encourage every one to participate fully.

Similarly, only a few participants may be the ones asking you
guestions. Others may have questions but may be embarrassed
to ask them. Always encourage every participant to ask questions.

Answer every question even though it may be a repetition.

3.4.2 BRAINSTORMING
(a) What it is

Brainstorming is a method used to generate ideas. Its objective is to
stimulate participants into finding different ways to address a given
problem. You pause a problem or a question which can be tackled in a
number of different ways and ask the participants to think in different
ways.

For example, in teaching “eliminating Child Labour” you can ask the
participants to brainstorm on ways to eliminate Child Labour. The
objective of brainstorming is to produce a list of alternative
solutions/answers and then subsequently discuss the merits and

demerits of each solution.

(b) When to use it
Brainstorming is ideally used to find a practical solution to a problem.

In training, it is also used to help participants learn by building on their



experiences. As a training method, brainstorming is used when the
participants have ideas about how the particular problem can be

solved.

(c) What it will achieve
The participants learn by building on their own experiences. Further
more, they learn to choose from alternative solutions.
Brainstorming produces a high degree of participation. It also makes

the session lively and it stimulates creative thinking.

(d) Points to watch
During brainstorming, the focus should be on generating ideas

and not discussion of ideas.

Focus your attention on getting as many ideas as possible.

Make sure every one participates by asking those who are quiet

for ideas.

No critical remarks should be allowed. Evaluation of ideas

comes later.

3.4.3 Discussion

(a) What it is
Knowledge, ideas, and opinions on a particular subject are freely
exchanged among the participants and the trainer. In open discussion,
the trainer facilitates and controls the discussion while every one
participates. In a group-discussion, the participants are divided into
small groups. Each group freely discusses the subject. The trainer

circulates among the groups, the groups are then brought together and



the conclusion of each group is presented and discussed in an open

forum.

(b) When to use it

Discussion is ideally used to analyze a given situation and to reinforce the
concepts and understanding of the participants through exchange of views
with others. It is used when participants have background knowledge of

the issue.

(c) What it will achieve
Discussion brings about changes in the attitudes of participants as they

share experiences.

(d) Advantages
Discussion provides feedback to the trainer about the way in which the

participants may apply knowledge learned.

(e) Disadvantages

It consumes a lot of time if not well controlled.

(H Points to watch
The participants may become stubborn and determined to stick
to their attitudes and or opinions rather than be prepared to

change them.

You need to control the structure, direction and process of
discussion to avoid these npitfalls and to keep within the

allocated time.
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3.4.5

EXERCISE

(a) What it is

Participants are asked to undertake a particular task, which requires
results. An exercise is usually a practice or a test of knowledge learned
prior to undertaking the exercise and may be done in small groups or
individually. Since the level of absorption of knowledge varies from person
to person, a group exercise helps to reinforce the knowledge through peer
instructions. An individual exercise helps through practice of the

knowledge learned.

(b) When to use it
An exercise is used after the participants have learned a specific piece of

knowledge about a topic that had been covered.

(c) What it will achieve

An exercise is an active form of learning as the participants practice the
technigues taught to them and try to apply the knowledge learned to get
solutions. Exercises also help a trainer to find out how much the

participants have absorbed.

(d) Points to watch
Some participants may be seen to struggle. You need to provide hints and

guidance to them and not the solution.

CASE STUDY

(a) What itis
A case study is a description history of some event or a set of
circumstances with appropriate details, which the trainees need to

examine and understand. The trainees are required to analyze and
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diagnose the causes of a particular problem (s) set out in the case study.

They may further be required to solve the problem (s).

(b) When to use it

A case study is ideally used to demonstrate the application of various
techniques in real life situations, which participants are likely to face.

(c) What it will achieve

A case study simulates situations, which the trainees may face in their
day-to-day activities. It therefore helps trainees to face similar or related

situations in real life.

(d) Advantages

The case study method helps the participants to look at a problem or set
of circumstances free from the pressures of the actual problem/event. It
provides opportunities for exchange of ideas and generation of alternative

solutions to problems which they face in their businesses.

(e) Disadvantages
In real life, the situation/events defer from those set out in case studies.

The trainees may get the wrong impression of real life situations.

(H Points to watch
You need to emphasize that the decisions taken in the training situation
may defer from those, which have to be made on-the-spot in real life

situations.

GAMES

Games are designed tools in training that assist the trainer achieve certain
objectives through experimental learning. The principle underlying the use

of the games in training is that participants learn better through doing than
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reading or observing. This is achieved through a dramatization of what
might happen in real life situations. Games are fun and carrying out the
activity is itself motivating. Participants are asked to enact specific roles in
a given situation. The source of learning is what the participants do rather
than what they are told. The objective is to practice dealing with face-to-
face situations in real life. All participants engage or participate in an open

forum to bring out key learning points then discuss the dramatized event.

ROLE PLAY

The role-play is another powerful technique for changing attitudes
and teaching skills. It retains methods, which fall in the category

of simulation, that is, it is a depiction, or dramatization, of a real-life
situation. As with other techniques described in this section, role-
play is useful only when the scenario is carefully chosen to meet

those objectives. The use of role-play should never be random.

When used appropriately, role-play is designed to;

Give participants a chance to dramatize certain
situations, which will enable them to address

problematic situations.

Involve the entire group, especially through the
critiqgue that follows.

Give patrticipants an opportunity to understand how
others feel, think, and act under certain
circumstances.

Be an antidote to cultural barriers, which discourage

expression of emotions, because it depersonalizes



them and legitimizes their discussion.

Focus on a discrete, specific change in attitudes and

skill as well as in knowledge.

Note: for the Trainer: Some trainees may not take this exercise
seriously. Therefore, a Trainer should choose scenarios that suit
that particular group. Success will also depend upon the Trainer’s

introduction of the exercise and its purpose.



CHAPTER 4

UNDERSTANDING CHILD LABOUR

4.1

Introduction
This is an introductory session. Here, key concepts in Child Labour are

introduced, explained and illustrated.

In guiding the participants, care has to be taken by the Trainer to
emphasize these key concepts. The participants should also be helped to
visualize or experience situations of child labour. To this end, if possible,
colour slides could be shown. Videos and audio recording of children in
child labour situations could also be used. A lesson plan for conducting
the session is given below. A trainer is advised to read extensively on the

training methods suggested in Chapter 3.

A film is included as part of the session . There are several short films
that have been made as part of the ILO’s programme on child labour.
While most of these are based on the Asian, Kenyan and Brazilian
experiences, have been developed in Uganda. An example is a short film
of 22 minutes called ‘The Child Labour Problem in Uganda’ that has been
developed by Rural Development Media Communications. (RUDMEC)



SESSION PLAN

TOPIC : Understanding Child Labour
Duration : 1% hours
Objective : By the end of the session, participants will be able to
understand Child Labour and tell the difference between Child
Labour and Child Work.
Materials : OHP, Flip Chart/Chalk Board, Markers, The manual, Child
Child Labour Posters.

Time in | Main Points Contents Methodology Visual
mins. Aid
10 Introduction and | Participants’ background on | Lecture/Question and
objective setting, CL given. Program nature | Answer, Flip chart.

introduced. Objectives of
program given.

10 Difference  between | Meaning of Child Work and | Discussion, Flip Chart,
child Labour and Child | Child Labour with examples | Photocopies from manual.
Work. in the Coffee Agricultural
Sector.
10 Types of work | Characterization and | Brainstorming, Trainers,
children should never | examples of worst forms of | Manual, Flip Chart.
do. child Labour.
Causes of Child Presentation, Discussion,
20 Labour in Uganda. | Various causes of Child | Flip Chart.

Different forms of | Labour.
Child labour in the
Coffee Agricultural

sector. Group work, Flip Chart.
30 Nature of hazardous | Characterization of
work. hazardous work.

Lecture and discussion.

10 Summary

Question and Answer.

10 Post Evaluation




4.2  The Difference between “Child Work” and “Child Labour”
All over the world, children start work at a very early age. At the age of 3
or 4 they may begin helping around the house, sharing chores, running

errands in the neighborhood and helping in the garden.

These activities are often encouraged by adults in the family because they

are beneficial to a child’s growth and development and skills acquisition.

Children learn a sense of responsibility and take pride in carrying out
tasks, which help a family to survive.

By observing and working with others, children learn skills and obtain

knowledge that will help them in their lives.

Work in this sense becomes a door to the world of adult work and earning,
and this is part of the progression from childhood to adulthood. This is
what is called “CHILD WORK”

At the other extreme, millions of children all over the world do work which is far
from having a positive effect on their lives, but impedes their growth and

development.

Children who live in poor communities are forced into work from a very early age
in conditions that are hazardous and exploitative to their well being. This may be
with household chores, agricultural activities, and commercial undertakings. Such
children are denied the opportunity to go to school. This is what is called “CHILD
LABOUR.”

In some developing countries children are known to be involved in wars. This is
also “CHILD LABOUR.”



All work which is harmful to a child’s health and development, paid or unpaid, is
child labour.

Musoke is eight years old, he works the whole day in the coffee plantation
and does not go to school.

Nabuduwa is eight years old and helps her mother to look after her young
brothers and sisters and also goes to school.

The work done by Nabuduwa is not harmful. It does not put her health in danger.
She has time to attend school and play with her friends. Nabuduwa’s work is
considered to be child work.

Musoke on the other hand does not get the opportunity to play or to get basic
education because he works all day. The environment within which he works
can seriously harm his health and development. Musoke’s work is a form of child

labour.

4.3  Work children should never do
Work that violates children’s fundamental rights as human beings e.g (1)
production of pornography (2) commercial sex.
Work that is dangerous or threatening, that exhausts their strength,
damages their bodies and takes advantage of their young age.
Work that harms their growing up or robs them of THE PRECIOUS
PERIOD OF TIME THAT IS CHILDHOOD.
Work that prevents them from going to school and gaining basic skills and
knowledge for their growth and future working/learning life.

Child labour that must be eliminated  : certain forms of child labour, which put

children in extreme danger, must be eliminated as a matter of urgency. Some of

the intolerable practices that must be immediately eliminated in Uganda are:
Children in prostitution.

Use of children in drug trafficking and production of pornography.




Work with dangerous chemicals as well as work involving heavy loads
and complex tasks.

Activities that are performed under environment involving the risk of
physical violence and sexual harassment/abuse.

Work in isolation or at night, excessive working hours and work under
extreme temperatures.

Work involved in smuggling goods across borders.

Additionally, there must be total prohibition of work by very young children and

special protection for the girl child.

4.4

The Causes of Child Labour in the Coffee sector
Children are forced to work for many reasons. In a survey carried out by
the Federation of Uganda Employers in 2004 in the coffee agricultural
sub-sector, the following factors were identified as the main causes of
child labour in Uganda.

Poverty

Desire to earn money to spend freely

Most of the children are orphans patrticularly of HIV/AIDS and

no one to cater for them.

Helping poor families to contribute to the family income.

Helping coffee estate workers to boost their task quarters to

contribute to the family income.

Broken marriages and homes.

Ignorance of parents.

Most of the children do not go to school or they are school dropouts

and are therefore redundant.



Lack of family planning causes child labour

Culture and Practices of Child Rearing
The general practice in the coffee sector is for children to share in the
responsibilities of the family by earning income from outside the family and

helping with the running of the home.

Overall, the reasons compelling children to engage in exploitative employment in
the Coffee Agricultural Sector are reflected in the categorization of children
involved in child labour; poor families, orphans, school drop-outs, redundant
youths out of school youths, children of broken families, juvenile delinquents and

run away children

4.5  The different Forms of Child Labour in the Coff ~ ee Sector
According to the FUE 2004 survey, the forms or tasks children perform in
the coffee sector include:
Digging,
Weeding,
Picking coffee beans,

Carrying coffee beans from shambas.
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4.6.1

4.6.2

4.6.3

Packing/unpacking for drying,
Loading and or unloading coffee Trucks/lorries,

Sorting

The Nature of Hazardous and Exploitative Work
The dangers that children face vary with the kind of work they do. Some
dangers are immediate, others have long-term consequences. Here are

some examples of the threats that child labourers face.

Working at a very early age
In some places children start work at the age of 4-5 years. These children

are too young and they lack physical, mental and psychological maturity.

Working Long Hours

In extreme cases, children are expected to work 12 to 16 hours daily,
some times without rest. Domestic child workers often fall in this category.
Instances in the Coffee Enterprises have been recorded where children
work form 10.00 a.m to midnight non-stop. Such work makes the children
to suffer from mental and physical exhaustion, which impairs their normal
development and growth.

Strenuous Work

Children are sometimes forced to carry heavy loads. This adversely
affects their physical growth. In coffee plantations children carry heavy
loads of coffee and beans.

4.6.4 Work, which subjects children to sexual explo itation.

Many working children are faced with the risk of sexual exploitation.
Some children are forced into prostitution. Such children are faced with

many dangers including the risk of contracting sexually transmitted
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diseases (STDs) including AIDS and suffering psychological trauma

because such work is degrading, exploitative and abusive.

Work which subjects children to Violence and Abuse
Working children are sometimes beaten, punished and taken advantage of

because of their docility and physical vulnerability.

Work that involves too many responsibilities

Some children are forced to take on too much responsibility such as taking
care of homes and younger siblings. Such extreme responsibility is too
demanding and negatively affects the development of the child by
depriving the child of opportunity to participate in other educational and
recreational activities.



CHAPTER 5
IMPLICATIONS AND CONSEQUENCES OF CHILD LABOUR

A session plan to guide the trainer in facilitating this session is given below. The
trainer is encouraged to be innovative and an active learner so that the
subsequent sessions are enriched by the lessons of previous sessions.
SESSION PLAN

TOPIC: Implications and consequences of Child Labour

Date:

Duration: 1%hr

Objectives: By the end of the session, participants will be able to identify

the implications and consequences of Child Labour to the
Children, Business, Society and the Economy.

Time Main Points Content Meth_odology and
visual Aid
20 Introduction and Objectives of the | OHP/Flip
objectives setting session chart/Chalk board.
30 Implications to Impact on childhood | Brainstorming

children as a future | development results | Discussion and

human resource. in impaired growth | group work and flip

and development. chart.
30 Implications for A challenge to| Group work, flip
employers. employers’  myths | includes visual

on child Ilabour | Aids to use chart.
intellectual output.

30 Vicious circle Vicious circle of | Lecture and
underdevelopment | question and
and poverty. answer, flip chart
include visual Aid
20 Summary
20 Post-training Post Training and | Questions and

evaluation evaluation visual flip chart.
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To the Children
Working children suffer significant growth defects compared to children in
school. They grow up shorter and lighter and their body size continues to

be smaller even in adulthood.

Large numbers of working children work under conditions which expose
them to substances with long latency periods, for example pesticides, dust
etc.. which increase the risk of contracting chronic occupational diseases

such as lung cancer in adulthood.

Children in certain types of occupations are especially vulnerable to
particular types of abuse. For example, studies by FUE and Ministry of
Gender, Labour and Social Development in Uganda confirm that child
domestic workers are victims of verbal and sexual abuse, beatings or

punishment by starvation.

Chemical, physical, biological and psychological hazards are often found
in combination in many workplaces. Therefore, it is not easy to isolate

one single cause of an occupational hazard.

Children are susceptible to all the dangers faced by adults when placed in
the same situation. However, work hazards that affect adults affect

children even more strongly.

Children differ biologically from adults in their anatomical, physiological
and psychological characteristics. The differences make them more

susceptible to occupational hazards.

The health effects can be more devastating for children, causing

irreversible damage to their physical and psychological development
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resulting in permanent disabilities with serious consequences for their

adult lives.

For example, carrying heavy loads or being forced to adopt unnatural

positions at work can permanently distort or disable body growth.

Child Labour: A Challenge to Employers

Although child labour was one of the first and most important issues
addressed by the ILO through the Convention on Minimum Age in 1919,
and ILO Convention No. 182 , the world has not yet eliminated child labour

up to now.

Recent popular interest in the problem of child labour has however, been

influenced by myths, which must be dispelled.

Myths on Child Labour
The problem of child labour only concerns the developing world.
Child labour is an inevitable consequence of poverty and that the
long-term efforts to combat it are futile
Most child labourers are working on selected goods (i.e coffee for
export) and that by adopting trade sanctions or boycotts, the

problem will end.

While the overwhelming majority of working children are found in
developing countries, children routinely work in all countries. In both the
developed and developing countries, the nature of the work children do
determines whether or not they are harmed by it.



Although child labour in manufacture of goods exported to developed
countries has captured most media attention, only about 5% of all child

workers are estimated to work in the export-sector industries.

It is undisputed that children have been working for generations for a
variety of reasons; acute poverty, lack of basic education facilities and lack
of legitimate alternatives to work.

In this context, it is easy to understand why many families in Uganda see
no option other than sending their children to work.

Paradoxically, some employers feel that they are actually doing the
children a favour by providing them an opportunity to earn income.
While child labour is widely agreed to be a consequence of poverty, it also

perpetuates poverty. The two situations are demonstrated below.

CL as a cause of poverty

Poor intellectual and social development

No gainful employment

Child labour

B

"

No educatic

A working child foregoes education and grows into a n adult trapped into

unskilled and poorly paid jobs



As a result, employers should increasingly respond positively to the problems

posed by child labour and leading in the national efforts to combat it.

In addition, the media, consumers, investors, governments and trade unions

should be vocal and questioning Child labour practices of businesses in Uganda.

The mere accusation that an enterprise is using child labour in its operations, can
directly or indirectly lead to an immediate blow to its reputation and the threat of
boycotting its products or services. It also affects productivity.

In light of the mounting international attention on child labour, employers have a
big role to play in the broad grass root social mobilization required to arrive at

sustainable strategies.

In particular, the Federation of Uganda Employers has a great potential for:
Influencing the development of national policies on child labour.
Assisting in the developing of guidelines for sectoral industrial
associations and small to medium sized enterprises.
Working with Government, workers organizations and NGO'’s in the design

of relevant vocational training programmes.

Influencing public perception on the rights of children and the relationships

between skills upgrading and national social economic development.

5.2 Implications and Consequences to Society
Child labour has a lot of consequences in society. Child labour

contributes to stunted growth, poverty, illiteracy and malnutrition.



Children are made to sort coffee and do not attend school classes

For example in a study carried out by Prof. Mwaka and Tumushabe in
1996 the following examples are illustrative; In Tororo and Busia Districts,
parents smuggle or coerce their sons and daughters to go to Kenya to
work as causal labourers and domestic servants and repatriate money in
Kenya currency back home to their parents. Girls also work as bar maids
where they are exposed to prostitution and HIV/AIDS. These children are
removed from schools in the pretext that the parents do not have the

money for school fees.

In Arua District, girls and boys aged 10 — 14 are encouraged by their
parents to seek employment among tobacco farmers alongside domestic

work.

In most districts in Eastern and Northern Uganda, children, especially girls
are required to assist their mothers in brewing and selling local brews,

cooking and garden work at an early age.
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In the Western region generally, children work as domestic servants,
market boys, in sand mines, stone quarries, matoke collecting, cattle

grazing etc.

In summary, therefore, there is a general lack of sensitivity and

ambivalence in Uganda society to problems of child labour.

The needs of the working children and inherent abuses of child labour are
not properly addressed by all decision and policy makers at family,

community district or even national levels.

The few community, district and even national leaders, who understand
some aspects of child labour and child abuse, lack a coherent strategy
within which to address the problem.

Implication of child labour to the Economy

Child labour can be considered as one of the phenomena caused by
underdevelopment and poverty.

In this sense child labour is not a problem — it is a symptom of the problem

of poverty and inequality.

As described in the figure 5.4, it takes the form of a succession of
situations and events, which are inter-related through a type of vicious
circle. Represented in this way child labour may be perceived as a

destiny from which it is impossible to escape.

The question arises as to what can be done to break this vicious circle,

particularly in view of the way in which child labour is self-perpetuating.



In practice, it contributes to maintaining the low level of general and
vocational education, income, nutrition and health care, and by so doing it

perpetuates economic underdevelopment and poverty.

Despite its simplistic nature, the primary lesson to be drawn from this

presentation is that child labour cannot be abolished by legislation alone.



5.4  The Vicious Circle of Under-development, Povert y and child Labour

Economic Underdevelopment and Poverty

v

Low school rate Low production and productivity
Low level of general and vocational Low living standards, general poverty of
education. the population.
Low wages. Low incomes.
Many things lacking: food, housing, Many things lacking food, education,
health training, housing, hygiene, sanitation,
and
Health care.
Low capacity to work and consume. Reduced capacity to work.

Fatigue, premature ageing, accidents,
diseases, absence from work,

dismissal.

Reduced income, indebtedness,

increased poverty.

I

CHILD LABOUR
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Clearly, therefore the design of a national policy aimed at the effective,
progressive and eventual elimination of child labour must focus on a
priority basis and on the most vulnerable children as well as on the most
intolerable forms of child labour.

What are other Reasons for Child Labour?

Poverty which itself is the product of underdevelopment is the major factor.
But poverty is not the only cause: culturally deprived attitudes and values
help to sustain child labour. Child labour then is a denial of the right to
education and the opportunity to reach full physical and psychological
development of every child involved in it.



CHAPTER 6
LEGAL ASPECTS OF CHILD LABOUR

6.1 Instructions to the Trainer

This chapter is meant to familiarize participants with the laws relating to child
labour in Uganda as well as some of the international instruments promulgated

for that purpose.

While lecture is the most viable method for this session, given the shortcomings
of the lecture method, it is recommended that the Trainer enrich the presentation

with OHP, slides pictures and any other forms of illustration.



The session plan given is a skeleton that should be enriched with

innovation.
SESSION PLAN
TOPIC: Legal aspects of Child Labour Date
Duration: 3 hours
Objectives:  Participants will be able to “detail”, the key child labour statutes.
il | ! . ip cf hall j | i
Methodology and
Tim Main Point ntent Visual Al
20 Review of main Key points: Questions and answers,
Points of previous Understanding Child Flipchart.
sessions Labour.
20 Introduction and Objectives of the Presentation with
objective setting. session. overhead Projector or
Flipchart.
30 The Children’s The main tenets of each | Presentation with
Statute. of the associated Overhead projector/Flip
statute/instruments. Chart.
This will be a continuous
method through the
session. A relevant film
may be shown at the
end of the session.
30 The Employment
Act
25 The Employment
Regulation .
20 ILO Conventions
20 The UN Charter on
Children
10 Summary
10 Check Learning Question and answer
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The 1995 Constitution of the Republic of Uganda on child
labour.

Article 34(1) (5) defines children as persons under the age of
sixteen (16) years. Provisions of the same article under the
Constitution prohibit the social and economic exploitation of
children as well as employment of children in work that is likely or to
be harmful to their health or physical, mental, spiritual, moral, or

social development.

The children Statute No. 6 of 1996
The statute defines the child in Section 3 as “a person below the

age of fifteen years”.

Section 9 of the statute prohibits the employment or engagement of
“a child in any activity that may be harmful to his or her health,

education and mental, physic al or moral development”.

The Employment Act
Section 50 prohibits the employment of “children of the apparent age
of twelve (12) years except on such light work as the Minister may

from time to time prescribe” by statutory Order.

Section 51 prohibits the employment of “children under the apparent
age of sixteen years under ground” except under apprenticeship

training.

Section 52 prohibits the employment of “children under the apparent
age of sixteen years for night work” except incases of apprenticeship

or vocational training or emergency.
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Section 54 (i) prohibits the employment of young persons in any
employment, which is injurious to health, dangerous or unsuitable.

Section 55 requires an employer employing young persons "in any
industrial undertakings or on any vessel propelled by mechanical

power” to keep a special register of the young persons employed.

The register should contain particulars of the age; the date of
commencement and termination of employment, the conditions and
nature of employment and such other particulars as may be

prescribed.

The Employment Regulations of 1977
Section 41 requires an employer employing young persons of less
than the apparent age of eighteen years underground in mines to

make available for inspection a register for young persons.

Section 42 requires an employer employing persons under twenty-
one years of age underground in mines to have them thoroughly
medically examined and periodically re-examined at intervals of not

more than one year for fitness in such employment.

FUE’S Additional Points to be noted
Employers are in addition to the above legal requirements, advised
to note and be guided by the following points as circumstances may

permit: -

1. In recognition of the fact that child labour is a complex issue
that requires initiatives from the social partners, there should
be regular consultation amongst the social partners

(Government, Employers, and Workers) through the Labour



Advisory Board as a forum for discussion and dissemination

of issues relating to employment of children.

The social partners should collaborate to avoid

confrontational approaches in handling child labour issues

Employers should insist that children, who may be supplied
to them by independent contractors, enjoy the minimum
terms and conditions of employment prevailing in that

particular sector.

Due to the adverse negative effects of child labour, the
following modes of intervention by employers are
recommended:-

(@) Establishment for working norms for various activities
for working children that are commensurate with their

ages.

(b)  Working children should be provided with long and

more frequent rest periods.

(c) Regular medical check-ups should be carried out on

working children.

(d)  Working children should be provided with the following:
0] Protective clothing and devices.
(i) Field shelters where necessary and mid-day
subsidized meals
(iii) Safe and conformable means of transport

with seats to and from work.
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(iv) Provisions forbidding Child labour should be
made part of all Collective Bargaining

Agreements.

(e) Employers should adopt more aggressive methods of

recruiting adult workers in labour surplus communities

through:-
0] Greater use of Government employment
service exchanges.
(i) Extensive use of print and electronic media.

(iii) Greater use of the services of the FUE
secretariat.

These guidelines may be up-dated from time to time.

The Role of the International Labour Organizat ion (ILO) in

Child Labour
At the International scene, Uganda has ratified United Nations
Convention No. 32 on the Rights of Children, ILO convention No. 5
on Minimum Age and Convention No. 123 for the Medical
Examination of Young Persons employed underground, and ILO
Convention No 182 on the Elimination of the Worst Forms of Child

Labour.

Conventions define acceptable standards of international behaviour,
and when ratified by member states, have the force of an
international treaty.

Since the early 1980s the ILO has been supplementing its standard
— setting work on child labour with research, dissemination of

information and direct technical assistance.
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6.8.1

6.8.2

6.8.3

All this work demonstrates that a more comprehensive and
coherent effort is needed in matters concerning child labour at the

national and community level.

The International Programme on the Elimination of Child Labour by
the ILO Bureau for Employers Activities is a response to the

challenge.

UN Convention—No. 32 on the rights of the Ch ild, 1989

Children, like adults are entitled to basic human rights. But because
of their special needs and vulnerability, children’s rights need to be
addressed with particular care and attention. The United Nations
Convention on the Rights of the Child was drawn up in order to

enforce and safeguard children rights. These include:

Survival rights
All children have the right to life and to meeting their most basic

needs, Including food, shelter and access to health care.

Development rights

All children have the right to develop properly, without hindrance.
They have the right to education, play, freedom of thought, religion
and conscience and all other rights that will allow them to develop

to their fullest potential.

Protection rights
All children have the right to be protected from all forms of abuse,

neglect, and exploitation.
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Participation rights
All children have the right to take an active role in their community
and nation, including freedom of expression, the freedom to

associate with others, to be members of a group, etc.

The convention also focuses on specific areas that are relevant to

the child labour problem:

Child Labour
Children should be protected from exploitation and any work that
endangers them in any way or stops them from getting an

education.

Education
All children have the right to receive primary school education.

Secondary school education should be promoted and encouraged.

The other roles of ILO
The emphasis placed by international Labour Standards on the
abolition of child labour confirms the conviction of the ILO’s

constituents that:-

Childhood is a period of life, which should be dedicated not to

work but to education and development.

Child labour, by its nature or because of the conditions in which
it is undertaken, often jeopardizes children’s possibilities of
becoming productive adults, able to take their place in the

community;



Child labour is not inevitable and progress towards its reduction
and even its elimination is possible when the political will to fight

it is there.

The conviction is especially reflected in Convention No. 138, which

requires member states.

To pursue a national policy designed to ensure the effective
abolition of child labour;

To set a minimum age for admission to employ to work;

To raise this progressively to a level consistent with the fullest

physical and mental development of young people.

The minimum age must not be less than the age of completion of

compulsory schooling and in any case not less than 15 years.

It should be noted that Convention No. 138 applies to work done by
children for another person (wage employment) and on their own
behalf (self-employment).

To ensure that a real start is made towards abolition of child labour.

Another priority is the reduction of the incidence of child labour
amongst the youngest and therefore most vulnerable children those

less than 12 years old.
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CHAPTER 7

ACTION AGAINST CHILD LABOUR

Instruction to the Trainer
This section is designed to help the participants begin to think about concrete
action towards the eventual elimination of child labour.

It is important for all the participants to acknowledge that they have a part to play
and that they have got the power to do something about child labour.

In this chapter, therefore, suggestions about actions that can be taken are given.

SESSION PLAN

actions they can undertake
and draft a work plan for
executing those actions.
The work plan needs to
have time limits and a
mechanism for evaluating

it.

TOPIC: Actions against Child Labour Date
Duration: Hours
Objectives: By the end of the session, participants will have come up
with practical recommendations for stopping child labour.
Material: Flip Chart, Markers, Manilla Paper.
-
Time Main Points Content ethodology and
Visual Aid
15 1) Introduction Setting the objectives of the Discussion/Flip chart.
and objective session and explaining what
setting. the session is about.
45 2) Analysis of What is the state of child Brainstorm.
child labour in our | labour in our community? Group exercise.
community.
30 3) What needs to | Suggestions of possible Brainstorm
be done? actions relevant for the Group exercise.
actions suggested above.
30 4) What Suggestions of resources
resources do we | needed for the actions
need? suggested above.
30 5) Whatdo we Evaluations of what
need? resources exist in the context
of the group. Resources
include the people and the
skills and powers they have
30 6) Work plan Participants choose a few | Group work. Model

work plan forms
appended in the
manual.
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Introduction

7.2.1

There is no doubt that the elimination of child labour is an urgent
issue that needs serious action. The eventual elimination of child
labour, however, will only occur if a number of people take action

either as individuals or as groups.

In this chapter, individuals and groups that can take action

against child labour are outlined including possible action they can
take possible actions that they can take are also suggested.
Examples of actions taken elsewhere in the world are also given.
Detailed exercises that can be undertaken by each group are also

included.

Who should take action against Child Labour

The elimination of child labour is the responsibility of every member
of society. Concerted effort is needed with each member playing a
part. Some can lobby; others may publicize the issues, while
others may use their powers as consumers to put pressure on

employers to stop abusing children.

Some people however can have direct impact on child labour. The
following people and groups of people are key in the elimination of

child labour.

7.2.2 Employers

Employers should not use child labour. Employers can also go
further to create programmes where children who have been used
as child labourers can be reintegrated in the school system.
Employers can refrain from using contractors and suppliers who

employ children.



7.2.3 Parents
Parents are the most important players in child labour. Parents can
make a decision not to subject their children to child labour. With
the advent of Universal Primary Education (UPE) parents need to
send their children to school. Parents can also influence their
peers in community and persuade them not to send their children
into child labour.

7.2.4 Teachers

Teachers can do a lot to prevent child labour, such as the following:

Make classes more interesting so as to reduce the rate of

drop out of children from school.

Raise awareness on the importance of education and training
as alternative to child labour among the pupils.

Implement tailor-made educational programmes designed to
prevent child labour.



Teachers should make classes interesting to reduce school drop-out

7.2.5

Community Leaders

These include Trade Unionists, NGOs LC Officials, religious
Leaders, chiefs and any other people of influence in the
community. These people are also very important in stopping

child labour. Community leaders can:

Mobilize communities against hazardous and

exploitative work practice.

Create greater awareness about the problems of child

labour.

Mobilize communities against hazardous and

exploitative work practices.



7.2.6

7.2.7

Can persuade other members of the community
especially parents not to send their children into child

labour.

They can initiate programmes for the elimination of
child labour and the reintegration of children into the
school system.

They can pass by laws that prevent child labour.

They can work with employers in their proximity to stop

using child labour.

NGO’S CBO’S SSO

Government Aid Policy Makers
Government policy makers can do a lot to stop the practice

of child labour. They can:-

Influence national education programmes and policies

and budgets.

Pass laws that make the use of child labour an
offence and put in place an enforcement mechanism

to ensure that the law is observed.

They can put in place policies and programmes that
reduce the incidence of rural poverty or which make
for the wide availability of basic social services. This
will obviate the need to send children to work in order

to supplement the family income.



7.2.8

Influence national education programmes and policies

and budgets.

They can put in place mechanisms that ensure the
optimal use of public resources so as to achieve
better national development particularly in relation to
the social indicators.

Actions that can be undertaken to reduce and eventually
eliminate Child Labour

Actions for the reduction of child labour can be taken at
various fronts. Some of the actions that can be undertaken
include:

Reduction in school dropout rates throughout primary
school education.

Getting labouring children back to school through

sensitizing parent.

Sensitizing community leaders, educators and employers
on the ills of child labour.

Undertaking programmes that improve the enrolment of
girls in primary schools.

Elaboration and implementation of policies that address the
problem of house hold poverty.

Undertaking projects and programmes that assist orphans.



Programmes designed to promote reproductive health.

Education against cultural beliefs that encourage early

marriages.

Ensuring that communities have basic facilities such as
safe drinking water and services such as schools in close

proximity.

Programmes for children’s welfare and recreation.

Programmes designed to increase the incomes of
agricultural households so as to prevent the early drop out
of children and rural to urban migration.

Revival of extended family system linkages and
encouragement of fostering within the traditional family

systems.



APPENDIX A
DISCUSSION TOPICS

With parents and the community

Do you know the laws regarding child labour in your country?

At what age do you think children should complete their schooling? Do
you think it will be useful to him/her in the future?

What do you think could b e done to improve the quality/accessibility of

education for your community?

Who in your community and beyond could play a part in action to defend
children’s rights, eliminate child labour and advocate the improvement of
the education system? (Education authorities, teachers,” workers’ and
employers’ organizations, non-governmental organizations, local
community leaders, parents, children etc.)



APPENDIX B

COURSE EVALUATION SHEET

Date

TICK AGAINST THE ITEM WHICH SATISFIES YOUR REACTION

A. In general, how was the course conducted?

Very satisfactory/Satisfactory/Un satisfactory

What could be improved?

B. Course content:

® Too much practical

(i) Too much lecture

(i)  Not enough films, charts, posters, etc

(iv)  Just the right combination

C. Appropriateness of Course:

Did it meet your needs? (Yes) (No)

How?




What could be improved?

What did you enjoy most about the training?

What did you like least about the training?

What questions about Child Labour do you think will most difficult to

answer?

What problems do you anticipate in educating people in your

organization/community about Child Labour?

Did the course provide enough information for to become an

effective educator? (Yes) (No). If No, explain why

What audio/visual aids and materials would like to see used in

future?



D. FOLLOW UP

Tick against each statement you AGREE with

1. In future, | would like to attend:

)] A seminar of the same nature

(i) A seminar on a specific topic

Name the topic

(i) A non-residential seminar
(iv) A residential seminar
2. | would prefer the course to be conducted for:
() two days
(i) three days

(i)  other

Please specify




