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ABSTRACT

Orientation - This study was conducted to investigate whether WIL can enhance HRM

graduate employability. There are contending conclusions on the rate of unemployment in
South Africa especially among young graduates. Research has shown different results;
some findings conclude that levels of graduate employability have gone down and some
say it has gone up, particularly the SAGDA findings. There are professions that are in
oversupply and there is less demand for them in the labour market, among them the
Human Resource Management Profession. Higher education takes the heat from all sides
for not producing a high calibre of employable graduates who can contribute to the
economy as their primary role is to generate knowledge. Employers are steadfast in their
need for work experience and generic skills before employing graduates, so the question is
do work integrated learning programmes contribute to finding a solution to this problem?
Can they assist graduates on building their employability assets?
Research Purpose - The study aimed at finding out which graduate attributes are most

desirable to employers especially for HRM graduates and can they acquire those skills
through WIL.
Motivation of the study - HR is a broad field and the practitioners have a lot to deliver

seeing that they are the custodians of human capital in the workplace. The type of skills
they should have and how they are to achieve them must be explored.
Research Methodology - The study used a qualitative method and data was collected

using semi structured interviews with open ended questions. A list of questions was drawn
up for different respondents and the sample was made up of academics, employers and
graduates and thematic analysis was used.
Main f"mdings - The study found out that generic skills (for example -interpersonal skills,

critical and analytical thinking, problem solving, leadership) are the most sought after in
the workplace as they enhance application of the technical skills and that higher education
must improve on their contribution towards producing employable graduates.
Keywords: Graduate, Employability, Human resource Management, Work Integrated

Learning, Learnerships and Internships.
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Figure 1-1: Chapter 1 in Context

1.1

INTRODUCTION

Higher Education Institutions (HEI' s) produce many qualified graduates in different
disciplines of study annually. However almost half of them become frustrated or desolate
because they cannot secure jobs in the labour market. South Africa is no exception. The
country' s slow and unsteady economic growth, together with high and increasing levels of
unemployment result in many graduates finding it almost impossible to obtain a suitable
place in the labour market. The CEO of the South African Graduates Development
Association (SAGDA), Thamsanqa Maqubela said graduate unemployment - defined as
that among people with a minimum three-year academic or vocational qualification - had
escalated since the global economic recession.

There is no correlation between the skills needed in the labour market to contribute to the
development of the country' s economy and those that are being produced by the HEI's.
CHAPTER 1: INTRODUCTION TO THE STUDY
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There is a shortage of skills in South Africa in certain areas like the engineering field, but
human resource management is not among them. However some workplaces are not
performing well or not utilising their human resources to their maximum potential,
because of improper execution of human resource management practices. This study
determined the extent to which Human Resource Management (HRM) graduate
employability can be enhanced through work integrated learning programmes.

This Chapter outlines the introduction and background to this study in terms of an
overview of the research problem, the problem statement and research objectives, the
benefits and importance of the study as well as research methods used in this study. The
general introduction and overview of the research problem will follows next.

1.1

BACKGROUND TO THE STUDY

Many graduates in South Africa remain unemployed because of a lack of experience
required by the employers (Ntsiswane, Swanepoel and Barkhuizen, 2013). A study by the
South African Qualifications Authority (SAQA) and Higher Education SA found that
there was a huge gap between what employers expected and what they got after hiring a
graduate straight from tertiary studies. Organisations are not able to use new graduates to
fill their skill requirements because of a lack of practical skills and relevant work
experience (Barkhuizen & Schutte, 2014).

High unemployment levels in South Africa are related to high population growth, low
economic growth and a declining number of production processes that require labour.
Erasmus, Loedolff, Mda and Nel (2013) refers to the Quarterly Labour Force Survey
(Quarter 3) of November 2011 which found that there was an about 32, 4 million people
aged between 15 and 64 years (working age population) in South Africa. Of these 13, 1
million (40%) were employed and 4,5 million (3 , 8%) were unemployed. This report
further pointed out that 41 ,0% of the unemployed were students and 15,0% were
discouraged work seekers.
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Most of the discouraged work seekers are university graduates who cannot find work
because of their lack of skills and experience needed by the employer (Erasmus et al.,
2013). These are qualified graduates who have completed their undergraduate degrees;
some are pursuing post- graduate degrees while still searching for employment. They are
continually gaining qualifications but no relevant workplace skills and experience. This
creates a problem for HEI's and employers, as HEI's cannot produce workplace ready
graduates, and employers cannot find competent people to successfully execute tasks to
achieve their organisations strategic objectives (Pop & Barkhuizen, 2010).

Employers are often looking for employees who can be productive quickly and adapt
smoothly to organisational culture within a short space of time; some employers do not
want to be burdened with the duty of training a new employee for longer periods, because
he/she is perceived to already know what to do and how to do it. The truth is that
graduates come equipped only with the theory from textbooks

and are lacking the

experience to apply that theory in the workplace. Employers want people who will
contribute to the financial success of their corporations.

1.1.1

Employability Skills

Yorke and Knight (2004) identified many studies that agree that there are certain skills
that need to be developed in business undergraduate students to enhance and build their
employability profiles and skills. These employability skills are mostly commonly referred
to as professional, core, generic, key or non-technical skills and they are critical in
improving graduate employability. In most developed countries employability skills that
are considered most desirable to employers are team working, communication, selfmanagement, and analysis and critical thinking (Business, Industry and Higher Education
Collaboration Council (BIHECC), 2007; Jackson, 2013; Lowden, Hall, Elliot, & Lewin,
2011). Skills are those aspects of behaviour that need to be performed to an acceptable
level to ensure effective job performance.
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1.1.1.1

Soft skills and Hard Skills

Technical skills are commonly known as hard skills and they are the technical expertise
and knowledge needed for a job that one can acquire through a three year study at a higher
education institution (Raftopulos, Coetzee & Visser, 2009). Generic skills also known as
soft skills are interpersonal qualities,

people skills and personal attributes that one

possesses, they determine how one interacts with others personally and professionaly .
Most research has shown evidence on the value of soft skills over the past three decades.
Soft skills have become an essential quality for managers to effectively manage their
teams and jobs in the corporate world irrespective of the sector. Along with professional
qualification and domain knowledge, today's professionals need to possess a high soft
skills quotient in order to succeed in this competitive era (Jessy, 2009). The findings of a
study by Watts and Watts (2008) indicated that hard skills contribute to only 15% of one' s
success, while the remaining 85% is contributed by soft skills. Research shows that
individuals with good interpersonal and self-management abilities have better career
success and contribute far more to their organizations rather than people with only
excellent technical skills (Bush, 2012; Samta, & Syed, 2013 , p. 32)

There is a need to balance the soft and hard skills to achieve a certain amount of success
and job satisfaction in the workplace. They are both important aspects for successful
completion of a job ans are essential in building of one's career. Human Resource
Management graduates and practitioners need to find this balance as well, because they
are constantly in direct contact with the human resources (employees) of organisations and
corporations. Dealing with people will certainly require a certain amount of interpersonal
skill as we know that human relations are never easy.

1.1.2

Training and Development Legislation

A fairly large amount of the South African population remains unskilled resulting in
unemployment that also leads to other social ailments like crime and unwanted youth
pregnancies, and this forced the government to put measures into place to help deal with
this problem. The government introduced various legislation in an attempt to redress the
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situation. The new Human Resource Development (HRD) Strategy (2010-2030) is a call to
action for all stakeholders in South Africa. One of its priorities is to ensure that all new
entrants into the labour market have access to employment focused education and training
opportunities. The National Skills Development Strategy (NSDS) was developed in
support of the HRD strategy.

As stated in the National Skills Development Strategy (NSDS) its objective number four
focuses on assisting designated groups, including new entrants, to participate in accredited
work integrated learning and work based programmemes to acquire critical skills to enter
the labour market and self-employment (Coetzee, Botha, Kiley & Truman, 2007, p. 12).
Work integrated learning programmemes include among others leamerships and
apprenticeships and these can assist graduates to gain entry level positions in the
workplace. They expose students and graduates to the workplace and give them the
opportunity to put into practice what was learnt in institutions of higher education.

1.1.3

Work Integrated Learning

Abeysekera (2006, p. 8) defines Work Integrated Learning (WIL) as "a structured strategy
integrating classroom studies with learning through productive work experiences in a field
related to a student' s academic or career goals." It provides progressive experiences in
integrating theory and practice. WIL is a mutually beneficial partnership between students,
higher education and industry or employers and government , with specific responsibilities
for each stakeholder to make the programme a succsess, a noted major benefit of WIL is
its capability of enhancing graduate employability as it attempts to close the gap between
the theoretical knowledge (explicit knowledge) and the practical (tacit knowledge).

Work Integrated Leaming is a concept that has grown significantly over the past years and
many institutions and organisations globally are using it, the objective being to provide
learning opportunities teamed with real world experiences in one integrated package.
Higher education is now moving away from only providing students with the explicit
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knowledge but are now attempting to equip them with the tacit knowledge that they need
to be sucessful in practical real life work situations (Mcllveen et al. , 2011).
Learnerships and internships are the most commonly used form of work integrated
learning in South Africa, used mostly by the public sector and many private institutions
are now offering the programmes as well. The NSDS sees vigorous skills training through
learnerships as an important tool for addressing the skills deficit in South Africa. They
establish a relationship between structured learning provided by ETD providers and
structured work experience. The result is that learners are equipped with the competencies
that are required in the labour market (Coetzee et al. 2007, p. 39).

1.1.4 Higher Education Institutions (HEl's)
The purpose of contemporary tertiary education is to ensure students learn and gam
comprehensive quality and rounded education that makes graduates employable in a
sustainable manner. This suggests that students not only "know" what they have learnt but
also are able to "do" what they have experienced in the education process. Here the
challenge is to ensure a tertiary level education that can prepare students who not only
know theoretical knowledge, but also are able to practice it (Selvadurai, Choy & Maros,
2012, p. 295).

NWU I
ILIBRARY

The SAGDA database reflects that 9.7% of unemployed graduates received their
qualifications via universities; 16.2% via universities of technology; 60.3% via private and
further education and training colleges; and 13.8% via sector education and training
authority learnership programmemes. Research shows that higher education institutions in
particular, have both a responsibility and accountability for building theoretical knowledge
and skills required for professional practice within a chosen field (Bates, 2008; Costley,
2007; Heerde & Murphy, 2009; Kruss, 2004; Mcllveen & Pensiero, 2008). Theoretical
knowledge might be easier to teach to students, but skills such as adaptability, having the
right attitude towards work , willingness to learn and emotional intelligence, are some of
the things important for success and job satisfaction in the workplace and they are not
necessarily easy to teach to individuals. People should be responsible for their own
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attitude and personal interactions with other people in order to create harmonious working
relations.
HEI' s should as part of their mission aim to produce graduates ready for the workplace,
have integrated work experience into their learning programmemes (Pityana, 2006)
Integrating curriculum with work training can help graduates acquire these skills earlier in
their careers so that when they enter the workplace these skills are already there and need
only be developed further to suit a particular occupation and also to be in line with
organisational culture, mission and vision.

1.1.5

The Human Resource Management Profession

Human resource management is a very broad concept that integrates various subjects to
make it a whole. It encompasses functions like, performance management, training and
development, wellness, talent management, labour relations,

remuneration and

compensation management and the most common and famous recruitment and selection. It
is defined as follows: Human Resource Management is the management of work and
people towards desired ends and is also concerned with how organisations manage their
workforce (Armstrong, 2009, p. 5). The overall purpose of HRM is to ensure that the
organisation is able to achieve success thorough people.It aims to increase organisational
effectiveness and capability - the capacity of an organisation to achieve its goals by
making the best use of the resources available to it. Properly formulated and executed
human resource management programmes and policies can help organisations achieve
their strategic objectives and also gain a competitive advantage in local and global
markets.

The primary task of the Human Resources Management department in an organisation is
to ensure that the organisation' s human resources are utilised and managed as effectively
and efficiently as possible. HR administrators help design and implement policies and
programmes that enhance human abilities and improve the organisation's overall
effectiveness. More and more leaders of public and private organisations recognise that
people are the organisations' primary resource and acknowledge the HR department's role
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in developing that resource (Grobler, Wamich, Carrell, Elbert and Hatfield, 2006, p. 14). It
is for this reason that the Human Resources Management department must be
acknowledged as a strategic business partner that can align the goals and objectives of the
organisation to that of the HR department in order to accomplish organisational goals.

1.2

PROBLEM STATEMENT

South Africa is a country characterised by high unemployment rates, it has become a
problem even for those who are educated, with either a three-year tertiary institution
qualification or a college diploma. The country now has an escalating number of
unemployed graduates. Most employers cite lack of practical work experience for not
employing graduates direct out of tertiary institutions.

The South African labour market has been characterised by a poor employment creation
performance in the past decade. This is especially true for the period 1995 to 2000 during
which employment growth certainly did not meet the expectations of the government's
Growth, Employment and Redistribution programme (GEAR). GEAR envisaged that an
average of 270,000 jobs would be created annually between 1996 and 2000 (Pauw,
Oosthuizen & Van Der Westhuizen, 2008, p. 46).

Graduates, especially those from university have high expectations after completion of
their studies, the view is that their degrees should be able to open employment doors for
them and they should not struggle like those who have lesser qualifications whereas
employers feel that the return on employing a graduate straight from university or college
is low, given that graduates require substantial on-the-job training before they provide any
returns to the firm. It is necessary for graduates to have a more realistic view of what they
can offer and what they can expect from their first jobs, given their limited experiential
training (Pauw et al. , 2008, p. 56). The reality is that university graduates mostly have text
book theoretical knowledge which is not supported by sufficient practical work
expereince. in a country where the economy is not growing at a speed that allows for
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massive job creation projects, graduates find themselves faced with longer periods of
unemployment.

To what extent can Work Integrated Leaming Programmes (WIL) help curb this problem,
with emphasis on the employability of Human Resource Management graduates? How can
students and graduates in the HRM field of study be equipped with workplace skills
required by employers whilst still at HEI's so that they become more employable and
more productive when they enter the labour market? Graduate unemployment not only
affects the finacial situation of most individuals but also their self esteem and morale.

Human resource management graduates find it difficult to find jobs in the labour market;
this might be because of the perceptions about human resource professionals or
practitioners. In most workplaces especially government departments, HR practitioners are
not seen as essential to the running of departments and as a result do not do what they are
supposed to do and they are usually tasked with administrative duties that lead to
redundancy in the knowledge they acquired in HEI' s and their skills are not adequately
developed to achieve their full potential.

Human Resource managers are also not regarded as strategic partners in business; they are
known as policy formulators and not executors so their responsibilities and contribution to
the workplace is always questioned (Barkhuizen, 2013). Human Resource managers and
practitioners need to possess skills such as leadership, communication and presentation,
negotiation and decision making and problem solving skills. They need a balance between
the soft and the hard skills necessary for the workplace.

1.3

RESEARCH QUESTIONS

Research questions culminate eventually into the formulation of the research goal and
objectives, they direct the researcher to appropriate literary resources and will help provide
focus for data collection (Creswell et al., 2012, p. 3). There are general and specific
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research questions. The distinction between the two is that general research questions are
more general, more abstract and are not themselves directly answerable because they are
too general, whilst specific research questions are more specific, detailed and concrete.
They are directly answerable because they point directly at the data needed to answer them
(Punch, 2006, p.22)

This study focuses on the how and the what, how can WIL programmes help improve the
employability of Human Resource Management graduates and other graduates in general,
and what skills do they need to be employable, what skills do employers place more value
on (soft and hard) also how can they be integrated into HEI's curricula to equip students
with those skills

and what type of skills employers expect graduates in the HRM

profession to have.

1.3.1

Main Research Question

To what extent do work integrated learning programmes enhance the employability of
Human Resource Management graduates?

1.3.1.1

Specific research questions

•

How can graduate employability be conceptualised?

•

How can work integrated learning be conceptualised?

•

To what extent do HRM graduates, academics and employers perceive that WIL
programmes equip HRM graduates with the desirable skills needed for the workplace?

•

To what extent do Higher Education Institutions prepare students adequately for the
workplace?

1.4

EXPECTED CONTRIBUTION OF THE STUDY

This study can be beneficial to students and graduates, academics and employers. It will
provide insight as to why there are so many unemployed graduates especially in the
Human Resource Management field. The findings to this study can also help students
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know if HRM is the best career to pursue as it will highlight the importance of Human
resource professionals and managers in the workplace and how they contribute to effective
management of the workplace' s most important assets; its employees.

Finding and

knowing the right competencies for Human resource management professionals. Knowing
what skills are most valued in the workplace can be revealed by this study as well. The
study can also contribute to higher education institutions in developing their curricula to
become relevant to the needs and demands of industry and how they can use WIL to
impart knowledge and skills to students as required by industry.

1.5

RESEARCH OBJECTIVES

Research objectives identify the specific issues the researcher proposes to examine.
According to Kumar (2011 , p. 193), the objectives of the study should be clearly stated
and specific in nature and each objective should delineate only one issue" (De Vos,
Strydom, Fouche and Delport (2011 , p. 108). There are two types of objectives to this
study the general objective and the specific objectives and they are outlined below:

1.5.1

General Research Objective

The general objective of this research is to establish the role and impact of WIL on
enhancing graduates' employability in the human resource management profession.

1.5.2

Specific Objectives

•

To conceptualise graduate employability from literature

•

To conceptualise work integrated learning from literature

•

To determine the extent to which HRM graduates, academics and employers perceive
that WIL programmes equip HRM graduates with the desirable skills needed for the
workplace

•

To determine whether Higher Education Institutions prepare students adequately for
the workplace
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1.6

RESEARCH DESIGN

Babbie (2007, p. 112) defines research design as involving a set of decisions regarding
what topic is to be studied, among what population, with what research method and for
what purpose. Research design is the process of focusing your perspective for the purposes
of a particular study. It focuses on the end product and all the steps in the process to
achieve the outcome anticipated. The study entitled Enhancing HRM Graduate
Employability through WIL is descriptive and it follows a qualitative research approach.
The researcher aims to describe the concept of Graduate Employability and Work
Integrated Learning, and understand what graduate attributes are most important for
graduates to possess to make them employable.

1.6.1

Research Method

Research methodology focuses on the research process and the kind of tools and
procedures to be used. (Babbie & Mouton, 2003 , p. 75). This study follows a qualitative
research method; the aims of qualitative research methods are to establish the socially
constructed nature of reality, to stress the relationship between the researcher and the
object of study (Welman, Kruger & Mitchell, 2012, p. 8).

1.6.2

Research participants

The study used higher education institutions academics who have extensive experience on
the subject matter, an HRM graduate in their internship placement so they can share their
experiences on the programme and whether they think it equips them with the desirable
workplace skills and an employer from one of the local municipalities to shed light on
what they expect from graduates.

1.6.3

Data Collection

The data collection method chosen for this study was the interview. The semi structured
interview was used. The researcher had a list of questions for every group of participants
and some questions arose out of the discussions as a result of some answers given by the
participants to be explored further.
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1.6.4

Literature Review

Literature review is the process of reading, analyzing, evaluating, and summanzmg
scholarly materials about a specific topic. The results of a literature review may be
compiled into a report or they can be used as part of a research article, thesis, or grant
proposal. A review of literature is aimed at contributing to a clearer understanding of the
nature and meaning of the problem that has been identified. (De Vos et al.,. 2011 :134).
There are primary and secondary literature sources. Primary literature sources are the first
occurrence of a piece of work;they include published sources such as reports and some
central and local government publications such as White Papers and planning documents
and secondary literature sources are subsequent publications of primary literature, they
constitute books and journals. These publications are aimed at a wider audience and are
easier to locate than primary literature as they are covered more thoroughly by the tertiary
literature (Welman, et al. 2005:41).
Literature review helps in provision of information about the subject being researched and
also helps to check if the study has not been done many times before and would end up
just doing a repetition. Pertaining to this study, research has been done on graduate
employability but not much on HRM graduate employability and on how they can use
WIL to enhance their employability. This study utilises literature from Human Resource
Management authors and all related and relevant journal articles. Government publications
that are relevant to the study will also be used. All literature sources appear in the
references list at the end of each chapter.
1.7

DEFINITION OF KEY WORDS

Table 1-1: Definition of Key Words
Human
Resource
Management

Human Resource Management is a strategic, integrated and
coherent approach to the employment, development and wellbeing of the people working in organisations (Armstrong, 2009, p.
4).

Work Integrated

A structured strategy integrating classroom studies with learning

Learning

through productive work experiences in a field related to a
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student' s academic or career goals." It provides progressive
experiences in integrating theory and practice. WIL is described
as a partnership among students, educational institutions and
employers,

with

specified

responsibilities

for

each

party

(Abeysekera, 2006, p. 9)
It is described as a structured learning programmeme that leads to

a qualification recognised by the NQF. It is an integrated,
Learners hip

occupation-directed programmeme that combines learning at a
training institution with practical, on site experience and learning
at a workplace (Coetzee, Botha, Kiley & Truman, 2007, p. 39).
is having a set of skills, knowledge, understanding and personal
attributes that make a person more likely to choose and secure

Employability

occupations in which they can be satisfied and successful
(Schreuder & Coetzee, 2011, p. 48 )
1s defined

Graduate

as

one

who has

successfully completed the

requirements of tertiary education and has been awarded a degree
or a diploma
Internships are work experiences, often a year or more in duration,
planned to occur at or near the end of a programme of study. They

Internships

are offered in professional fields, with supervisors encouraged to
provide mentoring support as well as supervision. They engage
students in meaningful work. (Sattler, 2011 , p. 46).

1.8

ETHICAL CONSIDERATIONS

Research ethics refers to the moral principles guiding research (Economic and Social
Research Council (ESRC), 2004), it means conducting research in a way that goes beyond
merely adopting the most appropriate research methodology, but conducting research in a
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morally defensible way. Ethics then are sets of moral principles or norms that are used to
guide moral choices of behaviour and relationships with others (Gray, 2009, p. 69)

All research has ethical dimensions, and a good starting point in dealing with the ethical
issues in the proposal is to realize that there are numerous stakeholders in the research;
these include supervisors, the university, participants, examiners and other readers. The
goal should be to complete the research with the researcher and the university in good
standing with the participants and the findings contributing to advancement of knowledge
or of professional practice (Punch, 2006, p. 56).

Certain ethical considerations, concerned with such matters as plagiarism and honesty in
reporting of results arise in all research, the reseacher in this study has acknowledged all
sources and put them in a reference list at the end of the document; but additional issues
arise when the research involves human subjects. Most universities now have codes of
ethics enforced by the ' ethics committees' which must approve all research projects
involving humans or animals (Welman, Kruger & Mitchell, 2005, p. 181). Ethical
considerations come into play at three stages of a research project, namely when
participants are recruited, during the intervention and or the measurement procedure to
which they are subjected and in the release of the results obtained (Huysamen, 2001 , p.
178).

To ensure that this study adheres to ethical regulations, all participants and respondents
will be treated with respect at all times, none of their constitutional rights will be violated,
they will not be pressurised into anything they do not want to do, privacy and honesty will
be maintained at all times. No part of this research will be reproduced or copied from
another person ' s research. All literature sources will be stated in the references list. The
findings of the study will be made available to participants that are interested in having
them.
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The North West University also has its own ethics committee and below are some of its
functions "within the framework of the policy of the North-West University, the Research
Ethics Committee formulates norms for the research ethical guidelines with which all
research on humans, animals, human and animal material as well as genetic material from
all living organisms should comply. On the basis of these norms, the Research Ethics
Committee develops the necessary documentation on which to apply for approval of
protocols. The Research Ethics Committee assesses the protocols through the campus
Subcommittees and issues a letter of approval or makes recommendations for the
improvement of the protocol. No project may commence without such letter of approval,
and if it does, the researchers and subjects/participants will not be covered by the NorthWest University' s insurance" Rules of the Research Ethics Committee (REC) of the
North-West University (www.nwu.ac.za/policy development and review/research ethics
com_ e.docx).

1.9

CHAPTER DIVISION

There are six chapters in this study and they are divided as follows:

Chapter 1 - Introduction to the study

This chapter

contains the introduction and background of the study, the problem

statement, the objectives and the importance of the study, the research method utilised and
ethical considerations. It is a plan of how the study is going to be carried out.

Chapter 2 - Literature Review

Chapter two is the literature review based on the study covering various topics that will
help understand the background of graduate employability, WIL programmes and different
types of workplace skills.
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Chapter 3 - Research Methodology

This chapter outlines the research methods utilised to gather data which is later going to be
translated into meaningful information in order to deduce findings and make
recommendations.
Chapter 4 - Presentation of results

This chapter covers the presentation of the research results in table formats for easy
reading and understanding.

Chapter 5 - Discussion of results

This chapter discusses the results of the study as per research questions.

Chapter 6 - Conclusions, Limitations and Recommendations

This chapter presents the conclusions, limitations and recommendations based on the
findings of the study.

1.10

CONCLUSION

The study seeks to find out the impact of WIL on enhancing the employability of Human
Resource Management graduates. Soft and hard skills are both necessary in the workplace
but most employers place more emphasis on soft skills and we need to find out why.

Chapter 2, the literature review chapter of the study follows with an in-depth discussion on
work integrated learning, graduate employability, soft and hard skills and how all these
contribute to employability.
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Chapter 2 :LITERATURE REVIEW
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Figure 2-1: Chapter 2 in Context

2.1. INTRODUCTION

This chapter presents a literature review on the discussion about Work Integrated Leaming
(WIL), a background on the Human Resource Management (HRM) profession and what
competencies should HRM professionals and graduates possess, what graduate attributes
attract employers the most. Literature sources are acknowledged and referenced at the end
of the chapter. Sources include journal articles, government publications and scholarly
books on the HRM discipline. Literature review includes work from previously related
studies and their findings and recommendations on the topic at hand.

2.1

GRADUATE EMPLOYABILITY

It is important to understand first what employability is before one can attempt to define

graduate employability. According to Schreuder and Coetzee (2011 , p. 48) "employability
refers to "an individual' s capacity and willingness to become and remain attractive in the
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labour market, also the individual ' s capability to be successful in a wide range of jobs. It is
about being capable of getting and creating and keeping fulfilling work and having the
knowledge, understanding, skills, experience and personal attributes to move selfsufficiently within the labour market and to realise one' s potential through sustainable and
fulfilling employment experiences throughout the course of one' s life". Employability is
having a set of skills, knowledge, understanding and personal attributes that will enable a
person to get employment and be able to chosse occupations that they want in which they
can achieve success and experience job satisfaction.

Currently graduate employability is being measured in simplicity as whether a graduate
has been able to secure a job after their studies or not, irrespective of whether it is in their
discipline of study. (using graduate first destination surveys), this measurement of
graduate employability does not provide accurate statistics or results it is vague and does
not indicate exactly what it is the graduate has gained or acquired. Questions need to be
asked about whether or not the graduate is using the skills, knowledge and understanding
gained in their degree studies in a "graduate level job", Importantly, graduate
employability

is

multifaceted

and

encompasses

academic

performance,

career

management skills, and labor market awareness (Rothwell & Arnold, 2007), in addition to
workplace learning (Billet, 2011), and personality theory (Jackson, 2013, p. 271; Rae,
2007).

There is so much more to graduate employability than just securing employment, first
destination statistics fail to acknowledge that there are many reasons why gradautes may
have accepted low level jobs that are sometimes not related to their field of study, it must
must be taken into account graduates are diverse and come from many different
backgrounds, some might have accepted those jobs in order to deal with financial
implications, some have student loans and some other family responsibilities.

Hillage and Pollard (1998, p. 2) suggest that, employability is about capability of an
individual to get and keep fulfilling work, being able to move self-sufficiently within the
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labour market to realise potential through sustainable employment, they state that
employability is made up of four main elements:
•

a person' s "employability assets", consists of their knowledge, skills and attitudes,

•

"deployment", includes career management skills, including job search skills.

•

"presentation" is concerned with "job getting skills", for example CV writing, work
experience and interview techniques.

•

for a person to be able to make the most of their "employability assets", a lot depends
on their personal circumstances (for example family responsibilities) and external
factors (for example the current level of opportunity within the labour market)

Higher education has now been put under more pressure to produce employable work
ready graduates. The problem becomes what employability assets are to be built in tertiary
education and what graduate attributes are mostly desirable to employers (Bridgstock,
2009, p. 31).

2.1.1

Graduate Employability Deimed

Graduate employability is the ability of graduates to secure jobs in the labour market,
being equipped with most of the skills most envisaged by the employer and the ability to
participate and contribute to the knowledge economy by applying what they learned and
also improve their social standing and the country' s economy. Being career resilient also
increases one ' s level of employability, being able to adapt to the changing working
environment caused by globalisation and technology.

Continuous learning and

development increases one' s employability prospects.

Career resilience plays an important part in one' s employability. Collard et al. (1996, p.
33) defines career resilience as "the ability to adapt to changing circumstances, even when
the circumstances are discouraging or disruptive" and characteristics of those who are
career resilient reflect the characteristics identified with employability. Teamwork,
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effective communication, adaptability to change, positive and flexible attitudes,
continuous learning, self-confidence, willingness to take risks, and a commitment to
personal excellence are all characteristics identified with employability.

Early career management modules in the curriculum can assist graduates with planning
their futures and increase the employability prospects. Most graduates are unemployed or
end up in unfulfilling jobs because of their backgrounds be it socially or economically.
The Department of Social Development was offering full bursaries to students who
wanted to study Social Work because it was recently declared a scare skill in the country
and there was a shortage of Social workers because of escalating social problems in our
communities. Some students just took the bursary because it is what was available to
them, either that or stay idle at home, this does not help much in their career development
and in their development of employability assets because they are doing it just because,
some have families and siblings to provide for.

2.1.2

Graduate Unemployment in South Africa

The Statistics South Africa Labour Force Survey of 2009 revealed that there were 255,000
unemployed graduates in the country and this number more than doubled according to a
report by Adcorp labour market analyst Loane Sharp revealing a shocking statistic of
600,000 unemployed graduates in 2011. The SAGDA database reflects that 9.7% of
unemployed graduates received their qualifications via universities; 16.2% via universities
of technology; 60.3% via private and further education and training colleges; and 13.8%
via sector education and training authority (SETA) leamership programmes (SAGDA
Graduate Employability Assessment Report, 2011). As stated before unemployment in
South Africa does not only affect those who do not have higher levels of academic
qualifications even the educated are now facing extended periods of unemployment.

The SAGDA Graduate Employability Assessment Report 2011 states that formal
employment absorbed only 7.8% of graduates taken on a sample size of 1,000 graduates,
this indicates a number less than a hundred and out of that 98% were black and 2%
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'coloured' (mixed race). Graduate joblessness is highest among black and ' coloured'
South Africans. Another 14.9% embarked on entrepreneurial business paths; 26.8%
undertook internships; 12.5% took volunteer positions; 3.6% became stay-at-home family
members; 2% travelled abroad; 5.9% undertook postgraduate studies; 9% undertook
further studies but towards new qualifications; and 30% were unemployed.

The graduate labour market in South Africa is comprised of three important segments
(Kraak, 2010, p. 81) .. The first is the post-school, pre-degree artisanal and paraprofessional labour force, comprised of school leavers with 12 years of schooling
(matriculants) plus a certificate or diploma acquired from a further education and training
(FET) college, university of technology or private education and training institution. Work
placement and practical experience usually form an integral part of the institutional
training before qualifying. Many learners in these programmes have been sponsored by an
employer who they continue to work for after graduating. The second segment is
comprised of university-trained professionals, all of whom have professional degrees in
fields such as law, engineering, medicine, chartered accounting, teaching and social work.
These students are self-sponsored, usually supported by well-to-do middle-class families.
Practical experience is acquired after university graduation and is often a requirement for
professional registration. A third component is the graduate with a generalist bachelor's
degree and a more indirect link to the world of work: graduates with Bachelors of Arts,
Commerce, Management and Public Administration degrees. These students are selfsponsored, and have no link to an employer prior to, during, or at the point of graduation.
Many of the jobs in the vastly expanded services sector employ graduates from this
component (Kraak, 2010, p. 81).

2.1.3
2.1.3.1

Graduate Employability Models
The USEM account of employability

An employability model developed by Pool and Sewell (2007) widely known as the
USEM account of employability, is one of the commonly known models and the most
used and respected worldwide. Extensive research was done before the development of the
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model and in some of the findings it states that all the elements are essential to
employability and if there is one missing it can negatively affect the chances of a graduate
securing proper employment.

Pool and Sewell (2007) mention that this is a practical and simple graduate employability
model that can be used to explain employability to graduates and their parents and
academics as well. This model allows lecturers, personal tutors, careers advisors or
anybody else involved with the promotion of employability within higher education to do
so without clouding the issue in complexity. Most importantly the model can be used to
showcase the roles of higher education and business on their mutual contribution to
graduate employability and how they both benefit. The model is simple enough to be used
by other groups other than graduates and those looking for employment. This model can
further be applied or used by other groups of people like those in their mid life changes
stages or even those facing changes in their lives like redundancy, retirement or those who
are facing obsolescense in their careers.
The USEM model is broken down into Understanding, Skills, Efficacy beliefs and
Metacognition. The model is displayed in Figure 2-2 below.
Employability

Reflection and
Evaluation

ll

u

i
Emotional
Intelligence

Figure 2-2: Essential Components of Employability (Source: Pool & Sewell.2007).
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The components of this model overlap over each other showing the relationship between
the components hence the conclusion that if one is missing it can affect the graduate' s
employability prospects. For instance the relationship between work and life experiences
and degree subject knowledge and the generic skills contribute to building one's
employability assests. The model uses the term generic skills, and they are explained as
transferable skills that are applicable in every discipline they range from communication,
problem solving, resilience, creativity skills, these skills are also the most sought after by
employers and these are the skills that enable one to apply their discipline specific
skills.These skills can be applied in the workplace and in universities or colleges or any
other institution of higher learning.

People need to develop a culture of lifelong learning, not only in the workplace or in
universities but also in their communities. Developing employability assets can happen
also in different communities in informal settings. This contributes to the uplifting of
communities social standing and also helps individuals to gain more experience in
different situations. Communication skills can be enhanced because you will have to learn
to communicate with people from different backgrounds and societies and classes in
society, you will learn to be a quick analytical thinker and also creative, because at times
you will be working with communities with limited resources so innovation and creativity
will have to come into play.

2.1.3.2

DOTS Employability Model

Given that unemployment is a problem globally, the Centre for Employability (CfE) at the
University of Central Lancashire (UCLan) in the UK has been trying (over a period of ten
years) to develop and come up with a practical solution that would help to enhance the
prospects of students and graduates. They managed to come up with the DOTS
employability model (Law and Watts, 1977), which consists of planned experiences
designed to facilitate the development towards emloyability.
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Opportunity Awareness
Decision Learning

•

Decision making skills

Transition Learning
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Including job searching and self
presenting skills

•

Knowing what work opportunities
exist and what their requirements
are

Self awareness

•

In terms of interests, abilities, values

Figure 2-3: DOTS Employability Model (Source: Watts, 2006, pp. 9-10).

This model is also valued for its simplicity as it allows individuals to organise and easily
manage their careers but it has not gone without any critisism. McCash (2006) argues that
this model relies more on the concept of matching the person to the environment and
gives little significance to the social and political factors . He also points out that there is an
implication that failure to secure a "self-fulfilling" occupation can be presented, or
experienced, as the fault of the unsuccessful individual. These criticisms overlook the fact
that the elegant simplicity of the DOTS model is precisely why it has proved so enduring
and popular. They also seem to suggest that students introduced to basic concepts of career
development through DOTS would be incapable of developing and learning about more
sophisticated analyses through this simple introductory structure.

The Career Management Model by Greenhaus, Callanan and Godshalk (2010, p. 46)
places high importance on planing your career as it can also enhance your employability.
Like the DOTS employability model they also emphasise that career success is most
achieved by finding and creating a fit between the self and the environment. Most of the
time it almost impossible to find a job that is totally pleasing to the individual and their
needs, which can result in poor ineffective job performance and easily lead to
unemployment. Career management enhances employability

as students will have

knowledge about the market demands and the new trends in the labour market. In this way
labour supply and demand can match. At the moment the greatest problem leading to
graduate unemployment (besides slow economic growth and lack of work experience) is
the mismatch of the market demands and the labour supply.
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2.1.4
2.1.4.1

Employability Theories
Consensus Theory

This theory is based on the belief that if generic skills were developed or instilled into
graduates in higher education (universities or colleges), this will guarantee their
employability and they will be successful enough in the corporate world to progress
through the ranks quickly. Consensus theory tends to blame academia or the university
environment for not equipping students with sufficient skills through curriculum design
and implementation through appropriate pedagogical methods. The theory is somewhat
attuned to a normative utilitarian explanation which is rather simplistic. Perez et al. (2010)
have referred to the challenges related to the multidimensional nature of the employability
concept, especially the difficulty of disentangling the role of education and training
systems from other factors in evaluating labour market outcomes (Selvadurai, Choy,
Maros, 2012, p. 296).
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2.1.4.2

Conflict Theory

This theory stipulates that different groups have various levels of access to power and
opportunities, the mentioned groups being employers, academia and employees (Brown et
al. , 2003 ; Selvadurai, et al., 2012, p. 296). The conflict exists between these groups In the

capital-labour conflict there has been a continuous debate in terms of the employer' s role
in imparting generic skills and employees not acquiring adequate skills through training
offered by employers. Meanwhile, there is the employer-academia conflict where the
employers feel that academia has not been providing adequate acquisition of generic skills
to the graduates. The Conflict Theory is of the opinion that employers should take
responsibility in providing relevant workplace experience to graduates and not leave the
responsibility higher education alone.

Both the consensus theory and the conflict theory have their shortcomings when it comes
to the development of generic skills, not only higher education should be accountable for
the development of such skills in students given the fact that they are already responsible
for the development of technical skills that are discipline specific and an argument is that
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these skills can be developed in other avenues as well like before students come to higher
education (schools), in family settings, social communities and in the workplace.

2.1.4.3

Human Capital Theory

In the olden days our parents believed that education was the only key to a good and

decent life. The human capital theory supports this old undocumented belief that education
increases individuals' productivity, which consequently enhances job performance
(Becker, 1964; Schultz, 1961). As such, education provides marketable skills and abilities
relevant to job performance, and thus the more highly educated people are, the more
successful they will be in labour markets in terms of both incomes and work opportunities
(Yuzhuo, 2013, p. 459). This theory does not lean much towards the acquisition of generic
skills to succeed in the workplace, it focuses more on the educational knowledge acquired
through higher education to be successful in work. It is limited in the sense that generic
skills are necessary and they enable the successful application of the educational
knowledge or technical skills.

2.1.5

Graduate Employability Skills

Skills are those aspects of behaviour that need to be performed to an acceptable level to
ensure effective job performance. Hard skills are the technical expertise and knowledge
needed for a job (Raftopoulos et al., 2009). Soft skills are interpersonal qualities, also
known as people skills, and personal attributes that one possesses (Pop & Barkhuizen,
2010). Business executives consider soft skills a very important attribute in job applicants.
Employers want new employees to have strong soft skills, as well as hard skills. Hard
skills are also known as technical skills, and are learned through the acquisition of a
structured education in a specific field whilst soft skills are known as generic skills which
are personal attributes that one has and can be developed further to be beneficial in the
work place. Both skills can be learned and developed throughout one's life and career. A
combination of the two set of skills can lead to much success in the workplace and also for
those still looking to enter the labour market (Barkhuizen & Schutte, 2014).
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Coleman (2000, p. 12) broke skills down into three categories: Job Skills, Adaptive skills
and Transferable skills. There is Job skills which are the skills needed for a specific job,
they cite an example that: a mechanic should be able to and know how to fix faulty brakes
and an accountant should be able to draw up financial statements. Adaptive skills are self
explanatory the enable individuals to function in a new situation or in different situations,
for example flexibility. They include enthusiasm, honesty and getting along well with
people. Employers usually look for certain qualities and skills before hiring any staff
member. These qualities and skills include punctuality, efficiency, and willingness to
follow a supervisor ' s instructions, ability to get along with fellow workers, hard work
and honesty.

Lastly there are transferable skills also refered to before as generic skills, these are
personal abilities and competencies, characteristics or skills that transfer or can be used in
different occupations. For example interpersonal and communication skills used in group
work in class can be used to function effectively in teams in work situations. In the
workplace transferable skills are important. If you want to receive greater levels of
responsibility and pay, having these transferable skills is crucial, meeting deadlines,
supervising others, accepting responsibility, public speaking, solving problems, efficient
planning, good budgeting and improving sales output. It will be beneficial to every job
seeker in every profession to possess a balanced mix of these skills in order to succeed in
the job market and to be employable and remain employable (Coleman, 2000, p. 12).
These three types of skills make up employability skills and a good combination of the
three has the capability of enhancing graduate employability.

In a study conducted by Jackson (2013) employability skills typically considered

important in developed economies are team working, communication, self-management,
and analytical and critical thinking. Employability skills are the skills that are directly
essential to gaining and maintaining sustainable work (Bridgstock, 2009). They are
comprised of the generic and discipline-specific skills (technical skills) that are mainly
required for performance in a work situation; and career management skills, divided into
two categories of competence: self-management and career building. Career management
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skills and knowledge are essential to employability in that they play a large part in
determining which, to what extent, in what manner, when and where generic and
discipline-specific skills are learned, displayed (e.g. in applying for a job) and used.

2.1.5.1

Soft Skills

Soft skills are character traits that enhance a person' s interactions, job performance, and
career prospects (Parsons, 2008). The most unique feature of soft skills is that they are
intangible and are not discipline specific therefore transferrable and the application of
these skills is not limited to one profession or occupation. Soft skills are continually
developed through practical application during one' s approach toward everyday life and
the workplace, teachable graduates develop their soft skills quicker. Soft skills are not
easily measurable like hard skills they are more of who we are than what we know and
what we learn (Robles, 2012, p. 457).
Generic skills are sometimes referred to as "meta-skills," "character skills," or "learning
how to learn" skills. The word "generic" comes from the Latin word "genus." It has the
same root as "generate." Pop and Barkhuizen (2010, p. 76) suggest that the lack of soft
skills, workplace readiness and practical experience are some of the challenges associated
with employability. Soft skills, in particular, are the main reason why many graduates are
unsuccessful in the recruitment phase. Examples of soft skills include friendliness, team
spirit, team cohesiveness, understanding of different cultural and historical differences,
motivation, observance of rules, procedures and company etiquette, showing interest,
problem solving skills, politeness, concise language, solid relations with diverse
personality types, sociability, good interpersonal communication skills and similar traits.

2.1.5.2

Importance of Soft Skills in the workplace

A significant amount of research has shown the importance of soft skills in the workplace
and how they affect the application of technical skills. A survey by Harvard University
revealed that 80% of success and achievement in careers is owed to soft skills and 20% to
hard skills (Sharma, 2009, p. 21), the percentages are almost the same as those revealed by
Klaus in 2010 that 75% of long-term job success depends on people skills,while only 25%
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1s dependent on technical knowledge (Robles, 2012, p. 454). Employers look for
employees who are mature and socially well adjusted, with well rounded generic skills,
they rate soft skills as number one in importance for entry-level success on the job. This
does not rule out the importance of the job specific skills they are just as important but
research has shown the increasing importance of generic skills for sucessful execution of
technical skills. Bill Coplin (2003) study does not differ much with other researchers on
the most important generic skills that will to suceess in one's career, he has shown that
communication skills, self esteem and work ethics are some of the main factors that
determine an individual ' s achievements in their work.

Generic skills contribute to building self-esteem and self-confidence, they also aid in
personal

and

professional

advancement and

development creating employment

opportunities (Rao, 2010, p. 8). This becomes more realistic and practical when the
graduate ' s core competencies in hard skills are adequately developed as well (Selvadurai,
Choy & Maras, 2012, p. 295). Previously discipline specifc skills or technical skills, also
known as hard skills, were the only ones considered for career employment; currently the
workplace is changing and technical skills are proving not to be effective on their own,
they are not sufficient to keep people employed, especially now that organisations are
being affected by the global economic recession and they are now is right-sizing and
cutting positions (James & James, 2004).

Those that will survive will be the ones that have their soft skills developed because they
will be able to adapt to different job or non job situations. Because soft skills are critical
for productive performance in today' s workplace, current and future business leaders are
emphasizing the development of soft skills (Nealy, 2005). While technical skills are a part
of many excellent educational curricula, soft skills need further emphasis in the university
curricula so that students learn the importance of soft skills early in their academic
programmes before they embark on a business career (Robles, 2012, p. 453).
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Soft skills are as important as cognitive skills (John, 2009; Zehr, 1998). Giving students
soft skills could make the difference in their being hired for a job in their field (Evenson,
1999), and the lack of soft skills can sink the promising career of someone who has
technical ability and professional expertise but no interpersonal qualities (Klaus, 2010).
Wellington (2005) describes the soft skills of success based on his experiences in different
management positions, primarily within human resources. Successful managers who were
promoted had both excellent technical and soft skills, especially the willingness and ability
to work positively with others (Robles, 2012, p. 459).

2.1.5.3

Technical or Hard Skills

Hard skills are those achievements that are included on a resume, such as education, work
experience, knowledge, and level of expertise. Examples of hard skills include job skills
like typing, writing, math, reading, and the ability to use software programmes (Robles,
2012, p. 457). Discipline-specific skills are the skills traditionally included in university
curricula to address specific occupational requirements. These skills originate in specific
domains, disciplines or subject matter areas. For instance, a biochemistry graduate should
have the ability to apply principles to biochemistry practice in order to design and carry
out laboratory experiments. A graduate in statistics should possess the ability to apply
appropriate statistical techniques to the analysis and interpretation of data (Bridgstock,
2009, p. 37).

2.1.5.4

Specific Skills for Human resource Management Graduates: Overview of
the HRM profession

The beginning of the industrial revolution when factories needed people with specific
skills to operate machines saw the development of formal Human Resources Management
(HRM) practices. Certain personnel was needed to recruit and train the factory workers,
companies started employing persons who would be responsible for these activities. Since
then, rapid changes, which had a profound impact on the role played by the HRM
professional, have taken place within organisations (Brewster, Carey, Grobler, Holland &
Wamich, 2009, p. 2). HRM grew out of the increasingly sophisticated approaches to
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personnel management, which started in the late 1930' s and reached maturity in the
1960' s and 1970' s. Personnel management was rooted in the provision of welfare services
and the development of labour management in the earlier years of the 20th century
(Armstrong, 2012, p. 46)

Workplaces are changing and the role of HRM professionals changes as well in order to
adapt to the changing work environment. The macro and micro factors affecting how
organisations function also contribute to the changing role of HRM professionals. The
diverse and constantly changing composition of the workforce, introduction of team work,
international deployments, flexi time workers, contract workers, globalisation, technology
and many other factors need to be taken into account and organisations must have
competent people who will be able to deal with these issues in an efficient and effective
manner to ensure success and sustainable competitive advantage for organisations and
government departments alike.

HR professionals are often called upon to justify their activities and explain how they add
value. Equally they are also required to take account of employment law and other legal
frameworks, as well as professional norms and standards, in the conduct of their work
(Guest & King, 2004). The tasks undertaken by HR professionals can vary from basic
administrative procedures right through to involvement in board level strategic decision
making, requiring HR professionals to have a broad skill set and to operate within
complex and often competing frames of reference (Truss, Mankin & Kelliher, 2012, p.
63).

The South African Board for People Practises (SABPP) is the recognised standards body
for human resource management. It has been the accredited Education and Training
Quality Assurance (ETQA) body for Human Resource Management and Practice, Human
Resource Development (HRD) and Skills Development Facilitation (SDF), Productivity
and Disability Employment Practice since November 2002. Reaccreditation until
September 2011 has confirmed the status of the SABPP as the professional body and the
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ETQA for human resource management in South Africa. The fifth factor is the South
African government's increased awareness of the value of professionalism in increasing
productivity and decreasing corruption. The SABPP is currently collaborating with the
Local Government Leadership Academy working group to promote the professionalisation
of human resource management in South Africa (Van Rensburg, Basson, & Carrim, 2011).

When people are questioned about their careers and they mention that they work in the
Human Resources Department, many people' s minds go directly to recruitment, "oh you
are the guys that hire and fire" is the most common response (SABPP, 2014). There is
much more to HRM than recruitment and selection that people are not aware of or maybe
even ignorant about. Management of organisations also sometimes don't really know why
they have the human resources department because they do not let them take charge of the
duties that are relevant to them, they are reduced to administrative duties of payrolls and
leave administrations and also some human resource practitioners are not active enough to
justify their existence and importance in the workplace (Barkhuizen, 2014). In a SABPP
workshop one of the speakers mentioned that some HR professionals are satisfied with just
organising picnics and health checks on certain days that are marked like the women' s
day, bring a child to work day and many others .They do not take charge and show their
real value to organisations.

The strategy of the SABPP is to promote, direct and influence the development of the
Human Resources Management

Profession, to review competency standards for the

education, training and conduct of those engaged in the profession, to advice involved
parties on the development and attaining of those compenticies and to evaluate such
attainment (Swanepoel, Erasmus & Schenk. 2012, p. 83).

To support this, the SABPP developed an HR competency Model that will provide a
foundation for the continuos development of HR professionals.A competency model is an
important component for any profession as it clearly expresses what professionals in that
field should be able to deliver (SABPP, 2013).
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Figure 2-4: SABPP Competency Model

According to this model there is a lot that HR professionals should be able to deliver to
their clients, HR department clients are both internal and external, it clarifies their roles in
large and medium organisations and government departments. The famous Ulrich model
of HR roles and functions gives light into the types of skills that HRM graduates must
possess to enable them to perform their jobs efficiently. They are divided into four roles
which are the strategic partner, change champion, employee advocate and administrative
expert.

,
Strategic Partner Role

I
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HR strategic activities support the achievement of the organization' s goals and values by
aligning HR strategies with business strategies, HR professionals make a strategic
contribution that ensures that the organisation has the quality of skilled and engaged
people it needs. HR professionals as strategic business partners work closely with
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management, influencing the business strategy and contributing to its implementation.
They share the responsibility with their line management colleagues for the success of the
enterprise (Armstrong, 2012, p. 476).

HR professionals have to be able to align the overall strategy of the business with that of
the HR department so that both are working towards achieving common goals and
objectives. It is this element of Ulrich's model that gave rise to the concept of HR partner
that has become so prevalent in organisations today. HR functions are the responsibility of
the HR department but for the effective and efficient running of the organisation there are
some roles that they can share with other line managers to establish the needs of the
organisation and suggest policies and regulations that they can use to solve departmental
problems.

This role is associated with a range of functions: strategic planning, organisation
development and design, improving organizational productivity, facilitating mergers,
acquisitions and partnerships, scanning the environment, recruitment and selection
strategy, employee development, compensation and benefits, management of HR
information systems, overseeing the trade union negotiations, responsibility for legal and
regulatory requirements (Truss et al. , 2012, p. 71).

HR professionals who act strategically will think about what the organization wants to be
and become and what they can do to ensure this happens. They will be capable of seeing
the big picture, looking beyond the confines of the immediate problems they and the
business face, how these problems can be solved and what they can do to support the
efforts of other people. This means that they need business, analytical and problem solving
skills (Armstrong, 2012, p. 478).

Problem solving is the process of analysing and understanding a problem, diagnosing its
cause and deciding on a solution that solves the problem and prevents it being repeated
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(Armstrong, 2012, p. 493). Problem-Solving/Reasoning/Creativity, involves the ability to
find solutions to problems using your creativity, reasoning, and past experiences along
with the available information and resources, an innovative problem-solver can generate
workable solutions and resolve complaints (Hansen & Hansen, 2010). Employers value
employees who are able to come up solutions rather than just identify problems, graduates
can be introduced to this concept in higher education, educators can use real life case
studies to assist students in unlocking their analytical and critical thingking capabilities to
solve real cases.

Change Agent Role
The implementation of strategy means that HR specialists have to act as change agents,
facilitating change by providing advice and support on its introduction and management
(Armstrong, 2012, p. 40). HR specialists need to be able to manage change effectively in
organisations. The business world is changing rapidly and there are many factors that
influence the way organisations are managed, among them is technology. Employees need
to be informed on why there is a change in work methods, how is it going to benefit them
or affect them. A good HR professional would need to have very good communication
skills in order to convey the message effectively across to the employees, be fluent in the
language of the area in which they operate and very articulate. Planning and organising
that contribute to long-and short-term strategic planning, communication skills (listening,
verbal, written), and by far, the skill mentioned most often by employers are the ability to
listen, write, and speak effectively.

According to Truss et al. (2012, p. 71) the change agent role focuses on the management
of organizational change. Organizational change can be met with some degree of
resistance from employees; it can be either content related or process related. Content
resistance occurs when workers object to what is being changed such as a new salary
structure or new equipment and process resistance occurs when workers are content to
accept the change but object to the way it is being introduced (Professional Skills
Development 111 , 2011 , p. 224).
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Proper communication and teamwork contributes to productive and harmonious working
relations among employees and employers and their clients and all other stakeholders
involved in the business, it is also essential for executing the role of the change agent.
Being able to talk to employees in a respectful manner with empathy and being
charismatic enough to convince them to accept the change that is being introduced without
much resistance are the skills required. Successful communication is critical in business,
HR professionals need to be able to listen so that they can convey the information well
either verbally or in writing. They should be able to simply difficult concepts so that even
the lay man can understand them without misinterpretation.

Administrative Expert

In this role HR professionals are tasked with ensuring that HR activities (recruitment and

selection, performance management, training and development,etc) are executed
efficiently to service the needs of the organisation, (Truss et al, 2012). It is in this role that
HR can prove its worth to the organisation. There is a wide range of HR activities that
when carried out correctly can contribute to and build competitive advantage for the
organisation in the long run. Recruitment and selection are but two of the important
functions of HR; strategic recruitment in a form of talent management can ensure that the
organisation attracts and retains quality personnel who will improve productivity and
profits for the firm. Employee well being is also very important; happy and motivated
employees are productive employees, there will be less absenteeism and turnover when
this function is executed properly cutting costs for the organisation as well.

Employee Champion

They focus on the need for HR to manage the wellbeing of individual employees through
listening and responding to them, and conversely ensuring that employees are aware of the
strategic issues facing the firm. This role is shrinking due to the growing focus on the
business partner role, although conversely the demand for welfare-related work has been
growing due to the degree of organizational change (Truss et al. , 2012). Organisations are
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changing due to macro and micro factors and the workforce is becoming more and more
diverse; the employee champion has to heed the call of the employees and ensure their
well-being. The presence of trade unions also ensure the well being of employees as they
are mainly there to ensure that the employer does not violate any labour legislation and
becomes the mouthpiece of employees.

2.2

METHODS TO ENHANCE GRADUATE EMPLOYABILITY: WORK
INTEGRATED LEARNING

2.2.1

Work Integrated Learning Defmed

Past studies have indicated how Work Integrated learning (WIL) can be a difficult concept
to define. Many authors and researchers have a different view on what it is and what it
entails. Some define it in the context that it is applied and the type that is used at the time
because there is more than one type of WIL, but here are some of the definitions of Work
Integrated Learning. The Royal Melbourne Institute of Technology (RMIT) broadly
defines work-integrated learning as learning by doing in realistic work situations, where
the central practices of industry and community professionals are authentically reflected
(Sattler, 2011 :21).

This is the simplest definition of WIL and it is how most of us know it to be. Students and
learn and acquire knowledge of a specific discipline in universities or colleges and then
after, or for some even during the course of their studies, go out and find voluntary
workplace placements so that they can now be taught and learn how to apply that acquired
theoretical knowledge in the real world, i.e. in the workplace setting.

In some cases, work-integrated learning is defined through reference to the specific
programmes that fall under the term. For example, Groenewald (2004) suggests that the
term work-integrated learning emerged in order to "give new meaning to the notion of
cooperative education" (p.19). For Callanan and Benzing (2004), internships, cooperative
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education, and apprenticeships construe work-integrated learning as programmes that
support "anticipatory socialization." That is, they are intended to help students develop an
accurate self-concept, gain a realistic understanding of various career fields and
organizational environments, and allow a check for fit between individual characteristics
and the demands of different jobs.

Calway (2008) on one side argues that work-integrated learning should be the general term
for learning that occurs through undertaking industry/professional practical experience
while in an accredited programme of postsecondary study. He sees WIL as being
expressed through six imperatives: work readiness, life-long learning, human and social
potential, internationalised thinking, knowledge transfer, and career development. Most
importantly, he asserts that WIL must be intentional, organized, real-world, and accredited
within an educational structure that considers the student, the teacher/supervisor, curricula,
teaching methodologies, and the social function of education.

In general, work-integrated learning (WIL) is an umbrella term used to describe a range of

educational activities that integrate learning within an academic institution with practical
application in a workplace setting relevant to each student' s programme of study or career
goals. A further definition by Jones and Quick (2007, p. 30), states that WIL is considered
an educational strategy where learning in the classroom alternates with learning in the
workplace and allows for the competencies of students to be developed and nurtured by
their mentors.

Reeders (2000, p. 205), defines WIL as student learning for credit designed to occur either
in the workplace or within a campus setting that emulates key aspects of the workplace.
Groenewald (2004, p. 17) stated that in 2002, the National Commission for Co-operative
Education offered a more inclusive definition of WIL as a structured strategy integrating
classroom studies with learning through productive work experiences in a field related to a
student's academic or career goals (Keating, 2012, pp. 89-102).
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In summation WIL can occur m different contexts in which graduates are given an
opportunity to apply their theoretical knowledge in a real workplace setting to develop
their skills and competencies to make them more employable and attractive to employers.
Some professions require that graduates spend a certain amount of time in practical work
environment before they fully qualify for their degrees or diplomas and example can be
those in the medical profession like doctors and nurses, social workers and accountants
and many others.

2.2.2

Types of Work Integrated Learning (WIL)

There are two main types of work integrated learning programmes. The first type provides
students with a structured work experience that is part of the student's degree. Frequently
engineering, education and medicine courses provide students with this type of experience,
students receive an academic grade on completion of the programme. The second type is
an informal programme that exposes students to the realities of life and work, but students
do not receive academic credit for this type of programme (Bates, 2005, p. 6). Below are
some of the ways that work integrated learning can take place:

•

Cooperative education - this is type where there is a contractual agreement between
the faculty involved and an outside agency, they have a coperative education office
and it assists the students to find work placements and negotiates salaries and working
conditions on their behalf, cooperative education takes place when most of the core
major modules have been passed and students alternate between work and the
classroom (Abeysekera, 2006, p. 9). This form is mostly used by institutions where
WIL is part of the curriculum and the graduates do not qualify until they have
undertaken the programme that is why to some extent it becomes the responsibility of
the institution to find students placements.

•

Internships - an internship is any carefully monitored work or service experience in
which a student has intentional learning goals and reflects actively on what is being
learned throughout the experience. An internship differs from other types of
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programmes in that it has an intentional learning agenda that the student brings to
work. Internship programmes are built with two objectives: firstly, to offer students an
understanding of organizational structures within a professional working environment,
and secondly to provide students with an opportunity for professional development
(Abeysekera. 2006, p. 10). This type of WIL programme is mostly used South Africa
and it takes place after the graduates have completed their degrees or qualifications. It
provides graduates with the much needed work experience required by employers. It is
suitable but not the only one that can be used, for HRM graduates as they can go into
the workplace and apply the explicit knowledge they had acquired in the classroom
and learn the organisational culture and systems.

2.2.3

The Need for WIL

Acquiring working experience has proven to be a little complex for graduates who do not
have cooperative education as part of their curriculum, this limits employability prospects
of newly qualified job seekers and WIL programmes are aimed at helping graduates gain
this experience. Hodges and Birchell (cited in Keating, 2012, pp. 89-102) mention that the
main purpose of WIL programmes is the preparation of graduates for the workplace by
dveloping the key competencies that employers need and Duignan (2002, p. 214) and
Fallows and Steven (2000, p. 75) are in support by stating that one of the objectives of
WIL is to increase the employability of graduates.

Due to the continuosly changing working environment over time (economic, technological
and social) the skills and competencies that employers require from graduates have also
changed to a certain extent and it is up to educational institutions to ensure that their
graduates have the necessary skills to make them employable after graduation (Bates,
2005, p. 17). Employers prefer employing individuals with experience. However, many
new graduates find it difficult to obtain relevant experience. Work-integrated learning
programmes help provide tertiary students with this experience WIL is a programme that
is made up of different stakeholders and it benefits them in different ways. The main
stakeholders of WIL are the students or graduates themselves, the Higher Education
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institutions, academics and the employers. These parties have different needs for the WIL
programmes.

2.2.4

The Graduate's Need for WIL

The most important stakeholder of these programmes is the student. The need for WIL for
students is at a much higher level than the other stakeholders as they stand to benefit more
than the others. If the programmes are implemented properly, students gain the most
important commodity towards building their careers and enhancing their employability,
which is work experience that combines their core discipline skills and well rounded or
developed generic skills, which equips them with the workplace skills most wanted by the
employer (Council for Higher Education, 2011). They are exposed to the real world of
work and given a chance to apply the theoretical knowledge acquired at universities or
colleges in a workplace setting and the stipend that is offered in some organisations is a
great bonus for the students, through this they learn financial management and
independence as well.

The many advantages for students who engage in WIL include: academic benefits, such as
improved general academic performance, enhancement of interdisciplinary thinking,
increased motivation to learn; personal benefits in the form of generic skills, such as
increased communication skills, team work, leadership and co-operation, they are in a
better position to plan and manage their careers for example, career clarification,
professional identity, increased employment opportunities and salaries, development of
positive work values and ethics; and skills development, including increased competence
and increased technical knowledge and skills (Council for Higher Education, 2011 , p. 5).

WIL provides students with academic and career benefits as they learn to utilize their
academic knowledge effectively adapt to workplace environments and solve real
problems. There are also career benefits such as decision-making skills, improved selfconfidence, career clarification, valuable work experience as well as developing personal
attributes to increase employability and success in the workplace (Jacob, cited in Bohloko
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& Mahlomaholo, 2008). Students can gam expenence by having contact with
professionals on the job, and at the same time discover within themselves areas of
strengths which they can further develop, and weaknesses which they can improve.
students can plan and manage their careers through WIL, exposure to the workplace can
contribute to the decisions they have to make about their careers, they decide if there is a
fit between them and the environment they envisage to work in because dissatisfaction in
one's career leads and contributes hugely to dissatisfaction in their personal lives as well.

Crump (2008) values exposure to workplace diversity in the WIL programmes as they
allow students to experience a variety of work situations rather than a single workplace or
particular organization and they get a future picture on their work and learn to adjust and
adapt to diversity concerns that may arise, sharpening their emotional and cultural
intelligence and work ethics.

2.2.5

The HEl's Need for WIL

Properly formulated and implemented WIL programmes can be profitable to higher
education as there are possibilities of generating extra income through research grants and
joint programmes and projects with public and private entities. "Work placements
stimulate curriculum development, a partner within the placement process can stimulate
curriculum change and placements also provide an opportunity for the supply of
continuous feedback to the university regarding the quality of degrees, they help
universities develop international networks and staff that is involved in the programmes
develop a contact with the real world of work (Bates, 2005, p. 27). Academics get an
opportunity to know what is required from industry as business changes every minute, this
allows them to tailor their curriculum to respond to those needs, they will stay current thus
improving the quality of their qualifications, which will enable them to increase their
student intake due to the reputation they would have built for themselves through WIL.
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2.2.6

The Employer's Need for WIL

Employers also benefit from these programmes. They are being given an opportunity to
train and develop graduates and tailor them to what they want them to be in order to fit in
with the organisational culture. They get an extra pair of hands at less cost. In the end if
they choose to employ the graduate they would have saved on recruitment and training
costs because the candidate is already there and ready to deliver. It can also enable them to
identify outstanding talent and get an opportunity to develop that talent and even retain it
in the end. Talent management practises in organisations can be improved through WIL
(Pop & Barkhuizen, 2011).

Enhancing academic-industry relations by supplying relevant industries with qualified and
highly-skilled workers WIL enlarges the scope of the professional educational curriculum
and informs industry about new ideas and developments in education, as well as research
advancements in the field (Martin & Hughes, 2009) develops a workforce capable of
performing results oriented tasks with minimal need for extra job training (Marton, cited
in Jackson, 2009).

2.2. 7 The Application of WIL in the Higher Education Context
Higher education is used to refer to the education that normally takes place in universities
and other higher education institutions (colleges, universities and technical colleges), both
public and private, which offer qualifications on the Higher Education Qualifications
Framework (HEQF), these qualifications differ in duration ranging from five to one year/s.
Since 1994, education policy in South Africa has been strongly influenced by the new
global demand that the education and training offered by higher education institutions
should become more responsive to the needs and expectations of industry, of the state, and
of society, to ensure economic and social prosperity. The development of a highly
educated workforce is posed as a priority for the new goal of building a knowledge-based
economy in South Africa, to provide education and training to a larger number of citizens
than in the past (Kruss, 2004, pp. 673-689).
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Although the core function of higher education is the development of knowledge,
intellectual ability and research capacity, it also has the responsibility of preparing
students for future employment in a knowledge-driven, technology-intensive business
environment. Being referred to as a graduate means that you should be in possession of a
certain set of skills and qualifications that will enable you to successfully enter the labour
market and be able to compete and remain in it.

Institutions of higher education have to play a crucial part in empowering their students
and graduates with skills that will be more responsive to the country' s economic needs to
ensure economic growth and to build a formidable human capital that can represent the
country globally. Skills development should take priority in government and private
institutions. The North West University Mafikeng Campus rises to this challenge as one of
their goals is to develop, educate and empower through innovative and high quality
teaching-learning, well-rounded graduates who are able to think laterally and critically in
their service to the country and its people, the continent and the world (Mafikeng Campus
Plan, 2011 - 2013).

HEI's are now faced with a huge task of ensuring that they produce the right quality of
graduates by equipping them with employability skills. One of the ways to achieve this is
through work integrated learning programmes so that students gain work experience while
they are still at universities or colleges, and it must be incorporated into their curriculum.

Higher education institutions must consider work integrated learning (WIL) if they are to
continue to contribute to the knowledge economy. One way in which this has been
addressed is through the one year Masters in Research Consulting (Marc) programme
offered by the Department of Psychology at the University of South Africa (Unisa). The
programme consists of course work as well as two practical placements, thereby
combining the world of work with that of learning (New Voices in Psychology, 2011 , p.
78).
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This view is supported by higher education institutions in South Africa, who are obliged,
in accordance with the South African Higher Education Qualifications Framework
(HEQF), "to place students into WIL programmes. Such programmes must be
appropriately structured, properly supervised and assessed" (Department of Education,
2007, p. 9). Work-integrated learning is not an add-on to the curriculum, but an integral
part of the Educational process (Groenewald, 2008).

Work-integrated learning (WIL) is one of the tuition and learning components of Unisa
students, registered for vocational and professional programmes offered by Unisa
(University of South Africa, 2005). Work-integrated learning:
•

Focuses on theory and practice in relevant authentic, work-based contexts

•

helps the student socialise into the workplace environment

•

is differentiated from laboratory and field practical

•

is aimed at developing specific competence that forms part of the overall curriculum

•

relates to the development of knowledge, skills and attitudes, in an integrated way;
learning work practices; whole person and interpersonal relations development

•

is achieved through the placement at and hosting of students by employer
organisations

•

is enabled by workplace mentoring, aimed at helping the student recognise her/his
strengths and development needs

•

is monitored by academic staff and assessed by both workplace practitioners and
academic staff

•

is ultimately an institutional responsibility, accountable to statutory, professional
and/or vocational bodies

Previously students were required to find work placement
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recess so that they gain work experience; this could either be voluntary or paid. If a
student did not have adequate work placement; meaning one that is relevant to their
discipline they would not graduate until they do. This is no longer the case as some
employers are now reluctant to take on voluntary students citing budgets and time
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constraints as reasons why they cannot afford to take students and train them anymore, and
students have changed as well; they want to be paid, not realising that just the opportunity
to be placed in an organisation and gain relevant workplace experience is payment enough
as they will be equipped with skills that will make them even more attractive to
employers.

The higher education sector is characterised by diversity; course and student profiles are
different and universities aim to develop students with distinct characteristics or attributes.
Universities have taken different approaches in the manner in which they develop graduate
employability skills. Universities work to develop employability skills in their students by
providing academic staff with relevant support and resources, integrating these skills into
curriculum and course design, providing students with work placements and exposure to
professional settings and providing advice and guidance through career services (UNISA,
2005). Furthermore, universities offer students opportunities for developing themselves
through participation in clubs and societies and university life.

Mlambo- Ngcuka (2006) stated the following in this regard:

"The phenomenon of unemployed graduates, who are without the abilities to
self-employ and self-determine, after spending three to four years of postsecondary education, is an indication to all of us of the challenge in our
education at a tertiary level; the curriculum developers are not paying enough
attention to issues of relevance and ensuring that we all pay attention to the
skills and competencies learners require when they come out of higher
education. .. we need a skills revolution in the curriculum of tertiary
education"

Indeed, the expectation is for higher education to engage proactively with the skills needs
of the economy and simultaneously to address through research, knowledge generation
and innovation (Griese! & Parker, 2009). Pivotal programmes are those 'Professional,
Vocational, Technical and Academic Learning' programmes that meet the critical needs
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for economic growth and social development. They generally combine course work at
universities, universities of technology and colleges with structured learning at work. This
is achieved by means of professional placements : work-integrated learning :
apprenticeships, learnerships, internships and the like. To achieve this goal, there must not
only be improved access to, and success at post-school learning sites, such as universities
and colleges, but there must also be structured bridges to the world of work and quality
learning upon arrival there (NSDS III, 2011).

Organisations and government departments have to submit their Workplace Skills Plans
(WSP) and their annual training reports to show how many employees are going to be
trained and in what areas and in return they receive a grant, this is done to encourage and
also strengthen the commitment between the workplace and learning institutions however,
it is proposed that this grant now consist of two parts:

•

A guaranteed 40% of levy paid

•

An additional ' pivotal grant' calculated on a standard cost per learner per programme
basis (set by programme type and level) multiplied by the number of students accepted
onto accredited workplace learning programmes. (This component is NOT limited to
the levy paid by the firm.) Since the second component may well stretch the grant paid
to firms beyond the historical 50%, the SETAs will have to have a degree of authority
over the payment of this component (based on the availability of funds) - however, it is
envisaged that this discretion will not extend to the first 10% of grant claimed.

This pivotal component of the WSP carries with it an incentive for learning institutions as
well

where a firm accepts learners or graduates from a particular institution, that

institution will earn a complimentary ' reward' from the involved SETA. The grant is
funded from the original 10% and form the discretionary grants determined nationally
(NSDS III).
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According to a research by Maharasoa and Hay (2001 , p. 141) technikons attract more
students than universities and colleges because of their known link to the world of work,
business and industry and the available opportunities for leamership programmes.
Technikons are becoming more popular as it is believed that they contribute more to the
employability of their students than the universities Students are provided primarily with
specialized training to prepare them for technical and technological competence. The
technikons provide the specialized technological theory, and the workplace provides the
technological practice. Workplace experience is a critical component of the qualification.
When a graduate leaves the technikon with their diploma or, latterly, degree, they can
proceed directly to employment ' ready' for work as a skilled employee. Again,
achievement of the qualification virtually guarantees employment, often but not always by
the company that provided workplace experience.

The traditional role of universities, as institutions producing and disseminating knowledge,
is challenged by more liberal thoughts on what universities in a post-modem world should
do. Hibbs (1999, p. 10) is sceptical about previously-held ideas on higher education and
alleges that 'universities have outlived their purpose' and predicts that universities ' will
not survive the acid test the free market will soon impose on them' . He further accuses
universities of being ' factories where prices are high, efficiencies low, and outcomes
questionable' . More often universities are no longer viewed as the only type of institutions
producing and disseminating knowledge (Maharasoa & Hay, 2001 , p. 140).

2.2.8

The Effectiveness of WIL in Enhancing Graduate Employability

Effectiveness can be defined as the degree to which something is successful in producing
the desired result. Bates (2005, p. 15) states that a successful placement has many benefits
for students. Students who participate in a placement take less time to find graduate
employment compared to those who do not undertake a placement. They are also more
likely to find discipline related employment within one month of actively seeking a
position. Work Integrated Learning provides students with the opportunity to develop
maturity and responsibility as they make the transition from the role of student to
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professional. Students receive education that is more valuable because it includes the
perspective of both educators and employers.

As more and more employers are now placing more value on generic competencies WIL
helps graduates to acquire those skills (Pop & Barkhuizen, 2010). Developing generic
skills is not the same as gaining theoretical knowledge, they are developed in a practical
situation like the work environment where graduates are given an opportunity to work in
teams and get to analyse and solve work problems. WIL is effective in this regard that
students are exposed to the real world of work reducing the shock to the realities of the
workplace.

2.3.9.

Theoretical framework for Work Integrated Learning

Theories for work integrated learning are built from many diverse disciplines like
education, including adult education, psychology and sociology and human resource
development. (Sattler, 2011 , p. 18). Leaming is not only the acquisition of knowledge but
a process of social participation, where the learners have to be situated in that particular
environment, this viewpoint was developed by Jean Lave and Etienne Wenger in the
1990's and became known as the situated learning theory (Lave & Wenger, 1991, p. 37).
Learners must have access to communities of practise and the host organisations have to
be involved in the whole process and provide opportunities for learners to be able to
observe, discuss and practice different learning styles because it is different from the
learning that takes place at school and for this reason the theory has been charged with
valuing learning that takes place outside the school and places little value on school
acquired knowledge (Sattler, 2011, p. 18).

In line with the situated learning theory Kolb and Kolb (cited in Sattler, 2011 , p. 18) that

the theory of experiential learning is built upon six foundational propositions. These
include the following: 1. Learning is best understood as a process, not as outcomes; 2. All
learning is relearning; 3. Leaming is driven by disagreement and resolution of conflicts; 4.
Learning is a holistic process of adaptation to the world; 5. Leaming results from
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transactions between the person and the environment; 6. Learning 1s the process of
creating knowledge.

Learning best takes place within a set environment where things can be learnt as they
happen not as theoretical conceptual abstracts in a lecture hall or classroom, the
knowledge acquired in an academic setting can only produce the desired outcomes when
graduates or learners have access to communities of practice where they can align that
knowledge with the realities of that community, for students participating in work
integrated learning programmes access to communities of practice is very important if
they are develop their competencies and skills that are to make them employable. Wenger
(2007) describes communities of practice as groups of people who share a concern or a
passion for something they do and learn how to do it better as they interact regularly.
Corporate organisations and government departments create these types of communities
for graduates where they can go and learn how to do things better through regular
interaction with their allocated mentors and supervisors.

Research has also shown that recognition of workplace pedagogies as tools for students in
higher learning is highly recommended as the workplace environment sets the stage for
accommodating theory and practice, learning experiences in the workplace are essential
for effectively preparing a skilled workforce and individuals who can successfully engage
in lifelong learning (Choy, 2009). There are many dimensions to workplace learning like
daily working practices , this allows learners to apply their knowledge and skills and
practice their tasks until they can repeat them without recourse and this allows learners to
develop an interest and focus on new tasks thus constructing new knowledge, if a learner
is allocated a coach the coach can provide support, correct mistakes and answer questions
and also observing other workers can help learners know new methods of doing things and
also share their experiences with colleagues (Choy, 2009, p. 5).
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2.3

CONCLUSION

Young graduates are faced with the challenge or task of earning a living after completion
of their studies in their early career stage. One popular way of earning a living is through
employment where you get remunerated for your services. The question is, can young
graduates secure jobs after graduation? What can they offer the employers? Where they
well prepared for the workplace in Higher Education Institutions, what skills do they
possess after this? Many employers cite lack of work experience for not employing
graduates straight out of university and they also cite a variety of soft skills that graduates
need to have to be productive in the workplace.

Theories surrounding WIL programmes place a certain amount of blame on higher
education for not developing generic or interpersonal skills while students are still in
university or college. The theories claim that if these skills were introduced earlier in the
students's career they would assist in developing their employability assest.

The problem is many graduates exit university armed only with the technical skills
essential for the job. For example an HRM graduate will have all the knowledge about HR
functions and policies but can they apply that knowledge now in the workplace? Previous
research has shown that employers are attracted mainly by interpersonal skills in
graduates; for example, are they able to work in teams? how do they communicate with
others? are they willing to learn? If if they do have these then it is easier for the employer
to develop their technical skills critical to the job itself. Research methodology is
presented in the next chapter and show how the researcher is going about answering all
these questions.

The chapter that follows is concerned with the research methodology. It will contain a
detailed review of the whole process followed by the research method used in conducting
this research study. It will also contain all the research measurements that were employed
in this research study and the method of analysis which will be followed including the
whole process of ensuring the validity and reliability of the research study.
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Chapter 3:RESEARCH DESIGN AND METHODS
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Figure 3-1: Chapter 3 in Context

3.1. INTRODUCTION

This chapter presents the plan of the study - research design for this study, why certain
methods were used and their advantages and disadvantages as compared to other methods.
The research paradigms and approaches, sampling, data collection and data analysis and
ethical considerations are also presented in this chapter.

3.2

RESEARCH DESIGN

Rresearch design is a strategic framework for action that serves as a bridge between
research questions and the execution or implementaion of the research (Terreblance,
Durrheim and Painter (2006, p. 34). A research design should provide a plan that specifies
how the research is going to be executed in such a way that it answers the research
question.
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There are two mam approaches to research; on the one hand we have the positivist
approach which is based on a philosophical approach known as logical positivism and it is
also known as the quantitative approach. The positivist approach is opposed by the anti
positivists who share a resistance to upholding the natural sceintific method as the norm in
human behavioural research and this approach is also known as the qualitative approach
(Welman et al., 2006, p. 6). This study follows a qualitative approach.

Cresswell (2013, p. 44) defines qualitative research as "a research that begins with
assumptions and the use of interpretive/theoretical frameworks that inform the study of
research problems adressing the meaning individuals or groups ascribe to a social or
human problem. To study this problem qualitative researchers use an emerging qualitative
approach to inquiry, the collection of data in a natural setting sensitive to the people and
places under study, and data analysis that is both inductive and deductive and establishes
patterns or themes. The final written report or presentation includes the voices of
participants, the reflexivity of the researcher, a complex description and intepretaion of the
problem and its contributions to the litearture or a call for change"

This study aims at finding out how different groups of people view the concept of Work
Integrated Leaming (WIL) and how it can enhance graduate employability specifically
focusing on Human resource Management (HRM) graduates in this study. this will
contribute to society as a whole refrerring to the main stakeholders involved in this study
i.e. the gradautres themselves, industry partners or employers and academics, and possibly
bring industry and HEI' s on a level ground for the execution of WIL.

3.3

RESEARCHPARADIGMS

Paradigms are defined by Terre Blance et al. (2006, p. 40) as "systems of interelated
ontological, epistemological and methodological assumptions, they act as perspectives that
provide a rationale for the research and commit the researcher to particular methods of
data collection, observation and intepretation. Paradigms are thus central to research
design because they impact both on the nature of the research question i.e what is to be
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studied and on the manner in which the question is to be studied" another definition by
Bryman and Bell (2011 , p. 24) "a paradigm is a cluster of beliefs and dictates which for
scientists; in a particular discipline influence what should be studied and how research
should be done and how results should be interpreted"

3.3.1

Ontology

Ontology specifies the nature of reality that is to be studied and what can be known about
it (Terre Blance et al., 2006, p. 40), the reality of this study is unemployment and
employability. Unemployment is a reality and a big social concern in most emerging
markets, South Africa included. The study intends to explore the reality of WIL, whether
going into work integrated programmes can equip graduates with the skills needed to
enhance their employability so they can add value to the organisations and contribute to
the economy of their countries, in today' s context how real is this, in the political and
economic global turmoil going on?

3.3.2

Epistemology

Epistemology specifies the nature of the relationship between the researcher and what can
be known (Terre Blance et al., 2006, p. 40), this study engages employers, graduates and
academics to get insight on how academics in HEI's can produce work place ready
graduates and to know from employers what skills they most value in the workplace and
what can HEI' s do to equip gradautes with those skills. The study also explores what can
be really known about the HRM profession and why others perceive it the way they do.
Researchers always try to get as close as they can to the participants; this is how
knowledge is created through the subjective experiences of people (Creswell, 2013, p. 20).

3.4

DESCRIPTION OF INQUIRY AND BROAD RESEARCH DESIGN

3.4.1

Description of inquiry strategy

The main objective of this study is to establish the role and impact of WIL in enhancing
HRM graduate employability, hence the employment of the qualitative inquiry stratgey.
The study enquires about the types of skills most envisaged by the employer and the roles
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of WIL in assisting graduates acquire those skills and the contributions of Higher
Education Institutions (HEI's). Qualitative researchers attempt always to study human
action from the perspetive of the social actors themselves (also referred to by
anthropologists as the 'emic' perspective).
The primary goal of studies using this approach is defined as describing and understanding
rather than explaining human behaviour (Babbie & Mouton, 2006, p. 270). The researcher
wants to have a clear description of what WIL is and understand its contrubution to
enhancing HRM graduate employability. This study explores competencies for HRM
professionals and graduates, understanding what graduate attributes industry employers
desire from graduates will make it easier for academics to meet them halfway in
attempting to instil into students those attributes during their time at university or college.

3.4.2

Features of qualitative research

Babbie and Mouton (2006, p. 270) differentiate qualitative research from quantitative
research by using the following key features:

I
3.4.2.1

Naturalism

NWU · 1
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Qualitative research prides itself in studying the research subject/s in their natural setting
so as to understand their attitudes and behaviours in their natural setting as opposed to
using artificial settings (Babbie & Mouton. 2006, p. 270). People are more comfortable in
their own surroundings and therefore can perform better. Creswell (2013, p. 15) is in
agreement that "researchers often collect data in the field; at the site where participants
experience the issue or problem under study. They do not bring individuals into a lab nor
do they send out instruments for individuals to complete, instead they gather up close
information by directly talking to the people and seeing them behave and act within their
context"
Most of the settings in the study were the participants's offices where the researcher
interviewed them, with no room for manipulation or controlling the interview. The
participants were free to answer the questions as they wanted and elaborate on what they
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wanted to. This setting was ideal as the participants were in their natural domain where
they would be comfortable and at ease to participate freely. This type of research involves
studying real world situations as they unfold, with the researcher not manipulating or
compelling, with an open

attitude to whatever emerges and with no predetermined

constraints on findings (Patton, 2002, p. 40).

3.4.2.2

Process

The qualitative researcher wishes to study events as they occur rather than having to
reconstruct them in retrospect (Leedy & Omrod, 2005). Process orientation focuses on
why and how behaviours occur. The problem of graduate unemployment is at its height
right now in South Africa with different views from different researchers, academics,
labour analysts and employers. There are many reasons as to why there are so many
unemployed graduates in the country and also around the globe and how they came to be
unemployed. For instance are they not meeting market demands or do they not have
sufficient work experience which is the most common reason. Researchers are interested
in how things occur; also they assume change is on going.

3.4.2.3

Insider perspective

The qualitative researcher should attempt to become more than just a participant observer
in the natural setting that is being investigated; he or she has to make a deliberate attempt
to put themselves in the shoes of the people they are observing and studying and try to
understand their actions, decisions, behaviour, practises, rituals and so on from their
perspective (Babbie & Mouton, 2006, p. 270). This study is a main concern to the
researcher as well. The researcher is a masters HRM student concerned about
employability and how to improve one's prospects towards gaining meaningful
employment after completion of studies.
There is also the aspect of personal experience and engagement where the researcher has
direct contact with and gets close to the people, situation and phenomenon under study,
the researher's personal experiences and insights are an important part of the inquiry and
critical to understanding the phenomenon (Patton, 2002, p. 40).
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3.4.2.4

Inductive approach

This inductive process involves researchers working back and forth between the themes
and the database until they establish a comprehensive set of themes (Creswell, 2013, p.
150). Researchers explore open questions rather than testing a hypothesis.

3.4.2.5

Unique case orientation

This assumes that each case is special and unique, the first level of analysis is being true
to, respecting and capturing the details of the individual cases being studied, cross case
analysis follows from and depends on the quality of individual case studies (Yin, 2009).
Many studies have been done on graduate employability and little on HRM graduate
employability so this study is unique to HRM graduate employability.

3.4.2.6

Phenomenological research design

The initial application of phenomenological ideas to the social sciences is attributed to the
work of Alfred Schultz (1899 - 1959), it is a philosophy that is concerned with the
question of how individuals make sense of the world around them (Bryman, 2012, p. 30).
The phenomenologists are concerned with understanding social and psychological
phenomena from the perspectives of the people involved. They attempt to experience these
phenomena as the individuals involved must have experienced them personally because
they are most concerned with the participant's experiences of these phenomena (Welman
et al. , 2006, p. 192).
Gray (2009, p. 22) goes on further to expand that phenomenology holds that any attempt
to understand social reality has to be grounded in people' s experiences of that social
reality, the key is gaining subjective experience of the subject, sometimes by trying to put
oneself in the place of the subject, hence phenomenology becomes an exploration.
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3.4.3
3.4.3.1

Classification of the study's overall research design
Empirical research

Empirical research is based on observed and measured phenomena and derives knowledge
from actual experience rather than from theory or belief (Field, 2009). The academics and
employers used in this study have different experiences in the Human Resource
Management field of study and they can provide relevant information from their own
experiences and some from their own research. The HRM graduate doing their internships
programme provide the researcher with their experience on the programme.

3.4.3.2

Basic research

This study explores the phenomena of HRM graduate employability and how WIL can
enhance it. The researcher wants to find out more about key skills for HRM graduates,
what employers expect from them and what are HEI' s doing or what they can do to help
graduates acquire those skills (Creswell, 2013).

3.4.3.3

Exploratory Research

An exploratory study seeks to explore what is happening and to ask questions about it; it is
particularly useful when not enough is known about a phenomenon. It can be conducted
by a search of literature, talking to experts in the field, conducting focus group interviews
(Gray, 2009, p. 35). Much research has been done on the issue of graduate employability
in general. This study explores the same phenomena only it focuses more on the
employability of Human Resource Management graduates which has not been explored
much.

3.4.3.4

Cross sectional research

Cross sectional studies are very simple in design; you decide what you want to find out,
identify the study sample and contact the respondents to find out the required information,
a phenomenon is studied by taking a cross-section of it at one time (Kumar, 2011, p. 107).
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This design is most suited if researchers want to find out the prevalence of a situation or a
problem. This study wants to find out about the problem of unemployment among
qualified graduates. This type of study utilises diffrent groups of people who differ in the
variable of interest, but share other charaterisitics such as socio economic status,
educational background and ethnicity, the participants in the study are different
individuals from diffrent backgounds but the one thing in common they have is their
different experiences in the HRM field on different levels as academics, employers and
graduates.

3.4.3.5

Primary data

It is data observed or collected directly from first hand experience. Data was collected

from the participants employing semi structured interviews with open ended questions.

3.4.3.6

Qualitative data

It is subjective data that is presented in language instead of numbers (Welman et.al.

2006:8). Qualitative data is made up of observations that yield thick description, inquiry
in depth, interviews that capture direct quotations about people's personal perspectives
and experiences, case studies, careful document review (Patton, 2002, p. 40).

3.5

SAMPLING

Sampling means taking a portion or a smaller number of units of a population as
representative or having particular charateristics of that total population; the sample taken
is considered to be representative (de Vos et.al, 2011, p. 223). A sample is a small portion
of the total set of objects, events or persons from which a representative selection is made
(Barker, 2003, p. 380). Goddard and Melville (2001 , p. 35) state that samples must be
representative of the population being studied, otherwise no general observations about the
population can be made from studying the sample. Qualitative samples tend to be
purposive rather than random (Miles & Huberman, 1994), the reason for this is that
qualitative researchers work with limited universes.
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The qualitative researcher usually obtains individuals with whom to conduct unstructured
interviews or focus groups by means of purposive or snowball sampling; preference is
given to key informants who on account of their position or experience and have more
information than regular group members and are better able to articulate this information
(Welman et al. 2006, p. 204).

3.5.1

Target Population

The target population is the population to which the researcher ideally would like to
generalise his or her results. A population encompasses the entire collection of cases or
units about which we wish to make conclusions (Huysamen, 2001, p. 8). Most of the time
it is impossible to employ the entire population in a research study which is why it is
important for the population to be representative.

3.5.2

Unit of analysis

The unit of analysis refers to the what of your study, what object, phenomenon, entity,
process or event you are interested in investigating (Babbie & Mouton, 2006, p. 84). There
are four different units of analysis that are most common in the social sciences:individuals,
groups, organisations and social artefacts (Terre Blance, et al, 2006, p. 41 ). This study
investigates the impact of WIL on enhancing HRM graduate employability using
individual academics and employers and group of graduates.

3.5.3

Sample size

Often sample size is determined in part by practical constraints for example how many
people does the researcher have access to, how much time and money are available for the
study (Terre Blance, et.al, 2006, p. 49). The researcher decided to use the most important
WIL stakeholders for sample size, the academics, graduates and employers; in this
instance the reseacher had access to most of the academics and the graduate doing their
internship.
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3.5.4

Sampling Technique

A sample is a small portion of the total set of objects, events or persons from which a
representative selection is made (Barker, 2003 , p. 380). Goddard and Melville (2001 , p.
35) state that a sample must be representative of the population being studied, otherwise
no general observations about the population can be made from studying the sample. A
sample is biased if it represents only a specific subgroup of the population or if particular
subgroups are over- or under- represented in it. Because of the qualitative nature of this
study the researcher employed purposive sampling. Purposive sampling is a nonprobability form of sampling, the goal being to sample participants in a strategic way so
that those sampled are relevant to the research questions that are being posed (Bryman,
2012, p. 428).
Academics in the HRM field and those with experience in WIL programmes were the
most relevant to respond to the questions of the study, the employers/industry to present a
view on what graduate attributes are most essential and also graduates themselves to give
insight on whether HEI's prepare them for the workplace and their experiences to date on
the WIL placements.

3.5.4.1

Participants Profiles

The Participant' s profiles are presented in the Table 3.1 below.

I NWU l
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Table 3-1: Participants Profiles -Academics

Participant

Background

APl

Participant APl is white female Professor and a Dean at one of the South
African universities and has been in that position for three and a half years.
She has a D.Com in Human Resource Management (BRM) and has been in
the BRM field since 1977.

AP2

Is a white female Professor with a PhD in Organisational Behaviour, she has
been in her current position for three weeks at the time of the interview but
has vast experience in the BRM academic field as she been in it for the past
thirty
years.
She is
a
member
of the
following
bodies
SABPP,AOM,AFAM,EURAM and EOWOP.
--
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AP3

Is an Indian male and a school director and has been in that position for two
years with an MBA degree and fifteen years in the HRM field

AP4

Is a white female Associate Professor with a PhD in Industrial Psychology, she
has been in that position for two years and has ten years HRM field
experience.

APS

Is a black male lecturer with a Masters degree and has been a lecturer for
twenty seven years and twenty years in the HRM field. He is an SABPP
mentor and a Chartered Practitioner.

Table 3-2: Participant profile- Employer

Participant

Background
Particpant EPl is a black female , she is the HR manager at a local
municipality. She has a Masters degree in Administration (Labour Relations)

EPl

and has been in that position for seven years.

Table 3-3: Participant profile- HRM graduate intern

Participant

Background
Is a black female, with a BAdmin degree in HRM and has been in the

IPl

internship programme since 01 February 2013. The placement is for
twelve months at a provincial government department.

3.6

DATA COLLECTION

Data are basic material with which researchers work. Data come from observation and can
take the form of numbers (numeric or quantitative data) or language (qualitative data). To
draw valid conclusions from a research study, it is essential that the researcher has sound
data to analyse and interpret. Data should be valid and capture the meaning of what the
reseacher is observing (Terre Blance, et al. 2006, p. 51)
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The data for this study was collected through face- to -face interviews with the
participants. The researcher set up interviews with the different participants at the times
and places that would suit their schedules so as not to interfere with their daily work
routines. The researcher used the semi structured interview style with open ended
questions allowing room for more discussion, because some answers from the respondents
led to the researcher asking more questions.

3.7

DATA ANALYSIS

Qualitative data analysis means making sense of relevant data gathered from sources such
as interviews, on site observation, and documents and then responsibly presenting what
the data reveals (Caudle, 2004, p. 417). Data analysis in qualitative research consists of
preparing and organising the data i.e. text data as in transcripts, or image data as in
photography for analysis, then reducing the data into themes through a process of coding
and condensing the codes and finally representing the data in figures, tables or a
discussion (Creswell, 2013, p. 180).

There are computer software programmes that can be used to analyse qualitative data like
Atlas.ti but the researcher manually analysed the data. The researcher came up with
themes in order to analyse the data. Ryan and Bernard state that theme identification is one
of the most fundamental tasks in qualitative research. Themes can be described as
' umbrella' constructs which are usually identified by the researcher before, after and
during data collection and they can also be identified by reviewing the original field notes
(Welman et al. , 2010, p. 211).

3.8

DATA STORAGE

As stated before data was collected by means of interviews and they were recorded on the
researcher' s mobile phone as audio, and some as videos at the conference and stored on
the Apple iPad tablet. Notes were also made during interviews and were stored in the
researcher' s folders.
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3.9

ASSESSING AND DEMONSTRATING THE QUALITY AND RIGOUR OF
THE RESEARCH DESIGN

In discussing the issue of quality in qualitative research, some commentators resist the

temptation to even address such matters as validity and reliability, because they argue
these concepts were originally developed in a quantitative tradition and are rooted in a
positivist paradigm (Bryman, 1988; Golafshani, 2003). But either way validity and
reliability are very important concepts when establishing the quality of a research study.

Lincoln and Guba (1985) and Guba and Lincoln (1994) propose that it is neccessary to
specify terms and ways of establishing and assessing the quality of qualitative research
that provide an alternative to reliability and validity. They propose two primary criteria for
assessing a qualitative study: trustworthiness and authenticity (Bryman, 2012, p. 390).

3.9.1

Trustworthiness

This concept is made up of four elements and they have equivalent criteria as in
quantitative research (Bryman, 2012, p. 390). These include credibility, dependability,
confirmability and authenticity.

3.9.1.1

Credibility

The establishment of the credibility of the findings entails ensuring that research is carried
out according to the canons of good practise and submitting research findings to the
members of the social world who were studied, for confirmation that the investigator has
correctly understood that social world.

3.9.1.2

Dependability

To establish the merit of the research, researchers must adopt an auditing approach. They
must ensure that all records are kept of all phases of the research process from problem
formulation, selection of research participants, fieldwork notes, interview transcripts, and
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data analysis decisions; peers would then act as auditors to ensure that proper procedures
were being followed.

3.9.1.3

Confirmability

It is concerned with whether the reseacher has acted in good faith, she or he has not
allowed personal values or theoretical inclinations manifestly to sway the conduct of the
research and the findings.

3.9.1.4

Authenticity

Authenticity is also made up of five elements namely:
•

Fairness - does the research fairly represent different viewpoints among members of
the social setting?

•

Ontological authenticity - does the research help members amve at a better
understanding of their social milieu?

•

Educative authenticity- does the research help members to appreciate the perspectives
of other members of their social setting? This research enlightens the higher education
instutions and academics on what type of skills employers want from their graduates
and how they can devise a way of giving the students that knowledge and skills

•

Catalytic authenticity - has the research acted an an impetus to members to engage in
action to change their circumstances? This research helps all WIL stakeholders to
understand the importance of WIL and encourage them to form a formidable alliances
in order to ensure proper implementation of WIL programmes.

•

Tactical authenticity - has the research empowered the members to take the necessary
steps for engaging in action?

3.10

ETHICS IN QUALITATIVE RESEARCH

Ethics are a set of principles that embody or exemplify what is good or right, or allow us
to identify what is bad or wrong. These principles may be general in character, relate to
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some particular domain (medicine) or come from a particular perspective (Christian)
(Hammersley & Traianou, 2012, p. 16).

Research ethics refer to the principles guiding research (Economic and Social Research
Council (ESRC)(2004) or as Homan (1991 , p. 1) puts it, is the science of morality. It
means conducting research in a way that goes beyond merely adopting the most
appropriate research methodology, but conducting research in a responsible and morally
defensive way. Ethics then, are sets of moral principles or norms that are used to guide
moral choices of behaviour and relationships with others (Blumberg, et al, 2005; Gray,
2009, p. 69).

According to the Helsinki Declaration of 1972, it is imperative to obtain clearance from an
ethics comittee when human (or animal) subjects are involved in any kind of research of
an empirical nature. Students must obtain permission from departments before conducting
any form ofresearch (Creswell et.al, 2010, p. 300). Ethics need to be considered whenever
there is research being done involving human or animal subjects. Ethical principles fall
into four main areas namely; avoiding harm to participants, ensuring informed consent of
participants, respecting the privacy of particpants and avoiding the use of deception (Gray,
2009, p. 73).

3.11

CONCLUSION

This chapter presented the research paradigms, approaches, why certain data collection
methods and the sampling techniques were chosen. Discussed; was the issue of
establishing quality in qualitative research which differ slightly from quantitative research
but it ultimately has to be valid and reliable and also adhere to ethical codes guiding
research. Observing ethical codes gives credibility to the research and allows the
researcher to establish good relations with the participants allowing for their consent and
participation in future research. The next chapter will present the results of the study
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Chapter 4:

RESULTS
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Figure 4-1: Chapter 4 in Context

4.1

INTRODUCTION

This chapter presents the results of the study. Qualitative research does not have a strict set
of rules on how to analyse its data, the most important is to get a clear understanding of
the phenomenon under study. The researcher followed a process that would produce the
most accurate results. Open codes were created and then they were categorised according
to how they relate to each other and to the research questions and then themes were
created out of them.

Transcribed
Interviews

Figure 4-2: Chart Illustrating the Research Process
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4.2

CODES AND THEMES

4.2.1. Codes

Qualitative data are textual, non-numerical and unstructured. Coding has a crucial role in
the analysis of such data to organise and make sense of them. Researchers have discussed
coding in the context of data reduction, condensation, distillation, grouping and
classification. What coding does, above all, is to allow the researcher to communicate and
connect with the data to facilitate the comprehension of the emerging phenomena and to
generate theory grounded in the data (Basit, 2003, p. 152).

The researcher identified the codes manually usmg different colour highlighters to
highlight important phrases on the printed transcripts of interviews, more than a hundred
codes were identified and were narrowed down to the most important and relevant ones.
This was line-by-line and paragraph by paragraph on the interviewers' transcripts. This
process also gave the researcher another chance of reading through the transcripts. These
codes were sentences or phrases and direct quotes from the participant's answers to
interview questions, that the researcher thought were important to the results of the study,
and some were repetitive because the interviewees had similar views on some issues.

This is the stage where the researcher separated the most important facts from the less
meaningful ones that do not really answer the research questions. Keeping in mind that
data was collected through semi- structured interviews with open-ended questions, so
respondents were allowed to talk and express themselves beyond the questions asked and
this can easily lead to capturing or recording of irrelevant facts. Coding is one of the
significant steps taken during analysis to organise and make sense of textual data (Basit,
2003, p. 143).
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4.2.1.1. List of initial open codes

The list of initial open codes and their descriptions are presented in Table 4.1 below

Table 4-1: List of initial open codes
Open Codes (phrases, sentences
and quotes from participants)
•

Knowledge application

•

Job sustainability

•

Job growth

•

3 levels of graduate employability

•

Application of theory

•

Abilities and attitudes

•

Having the necessary skills

•

Getting along with people and
working together with people

•

Empowering yourself

•

Continuous learning

•

Technology skills

•

Self-discipline

•

Dedication

•

Independence

•

Adaptability

•

Business acumen

•

Cultural intelligence

•

Open mind set

•

Emotional intelligence

•

Computer literacy

•

Communication

•

Teamwork

•

Problem solving skills
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•
•
•

Critical thinking
Sensitivity to HIV/AIDS
Interpersonal human relation
skills

•
•
•
•
•
•
•
•

Talent management

•
•

Be fair and consistent

•
•
•
•

Participant' s responses to specific
skills, abilities and competencies for
HRM graduates

•

Participant's responses
definition ofWIL

to

the

•

Participant's

to

the

Business acumen
Compensation management
Emotional intelligence
Open mind set
Basic HR functions
Computer literacy
Know how HR fits into the
business

They must know how to deal with
difficult people
Know the labour relation act
Understand how recruitment fits
into the whole business strategy
Confidentiality
Business ethics

•
•

Case studies

•

Business cases

•
•
•
•
•
•

Doing practical work somewhere

•

•

Simulation exercises

An internship programme
Real world work environment
Preparation of students
Placements in organisations
Student readiness
It's an expensive model
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•

You have to accredit organisations

•

Ensure that you have correct
systems

•

Collaborations

•

Quality control

•

Practical application

•

Vital for job creation

•

It gives you an idea of the real

challenges ofWIL

•

Participant's responses
benefits ofWIL

to

the

•

Participant' s responses to whether
WIL
enhances
graduate
employability

•

Participants responses to whether
HEI's prepare graduates sufficiently
for the workplace

•

Participant' s responses on why
HEI' s do not prepare students
sufficiently for the workplace?

world
•

Computer literacy and technology
advancement

•

Yes

•

It depends on how you do it

•

Hell no, we need to do a lot in
terms of that

•

Some do some don't

•

No! I'm very honest with you

•

The way we prepare them is
different, each tertiary has its own
method

•

We give students a lot of theory

•

Textbook knowledge

•

Confusion on the role of the
university

•

No balance between theory and
practical

•

Resources and funding

•

Class size

•

Academic salaries

•

A lot of older people in
universities

•

Prescribing old textbooks

•

Distribution of academics in South
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Africa

•

Academics who have never been
in corporate

•
•
•
•
•
•

Government student massification
Academia salaries useless
HEl's are now a business
Merged institutions
Infrastructure
Government subsidies

•
•
•

Better compensation systems

•

Improve subsidies

Sufficient infrastructure

•

Participant's responses on the role
government should play to ensure
successful graduate employability.

Equitable and transparent policies
across all universities in South
Africa

4.2.1.2. Code Categories

The Code categories are presented in Table 4.2 below

Table 4-2: Code Categories
Open Codes

•

Knowledge application

•
•
•

Job growth

Categories

Defining employability
employability

and

graduate

Job sustainability
Necessary skills

•
•
•

Professional level

•

Talent management

Administrative level

Levels of HR graduate employability

Intermediate level
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•
•
•
•

Compensation management
Recruitment and selection
Training and development
Business acumen

•
•
•
•
•
•

Adaptability

•
•

Computer literacy

•

Basic HR functions

•
•
•
•
•

Real world work environment

•
•
•
•
•

Resources

•
•
•
•
•

Simulation exercises

Soft or generic skills

Independence
Communication
Getting along with people
Emotional intelligence
Cultural intelligence
Technical or hard skills

HR specialisation

Defining work integrated learning

Internship programmes
Knowledge application
Practical work
Placements in organisations

Funding

Issues surrounding
learning

work

integrated

Responsibility

lu:~i;J

Assessments
Quality control
Types ofWIL

Business cases
Case studies
Internships
Workshops from Industry
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•
•
•

Textbook knowledge

•

Older academics

•

Not enough labs

•

No balance between theory and
practical

Theoretical work

•
•

Merged institutions

Role of government

•

Equitable and transparent policies
across all South African
Universities

•

Student massification

•
•

Equal distribution of academics

Class size

Student readiness

Prescribing old textbooks

Subsidies

Resources

infrastructure

4.2.2. Themes

After identifying codes, the researcher grouped them into categories and turned them into
themes. These themes were informed by the research questions and objectives and the
literature review. They depict what the researcher wants to answer. Four themes were
identified in order to interpret the results of the study. Themes come both from data (an
inductive approach) and from our prior theoretical understanding of whatever
phenomenon we are studying (apriori or deductive approach) they can also come from
already agreed on professional definitions found in literature reviews, common sense
constructs and from researcher' s values, theoretical orientations and personal experiences
(Bernard & Ryan, 2010, p. 56).
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The themes and sub-themes are presented in figure 4.3 below.

• Ttehn1calS~llls
• &e nericSkill s
• Specific HRM crlld~te

skills

• le " Is of HRM crlldl'Vte

emplovabil"

• Fc>etorsAffectinc
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Figure 4-3: Themes and sub-themes

Full descriptions of acronyms for participants

•

AP-Academic Participant

•

BP - Employer Participant

•

IP - Intern Participant

•

CS - Conference Speaker

4.2.2.1. Responses relating to defining graduate employability

The responses relating to defining graduate employability are reported in the table below.

Table 4-3: Responses relating to defining graduate employability
Graduate Employability

Participants

Technical skills and soft skills

APl , AP4
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Readiness

AP3

Job sustainability and growth

AP2

Lifelong learning

CSl

Three levels of HRM graduate
employability

AP2

Most academics agreed that graduate employability is the application of the combination
of technical and soft skills, being able to sustain a job and grow in it amidst changing
environments. One of the employers noted that is it also about lifelong learning, graduates
should develop a culture of lifelong learning in order to succeed and adapt in the
workplace and that will enhance their employability assets. This is because business
changes every minute and they have to respond to that through continuous learning.

Most representatives from industry want graduates who can adapt and be flexible to the
changing needs of the business world. If you are to be employable you need to adopt the
culture of consistently up - skilling yourself to enable yourself to respond to market needs.
This builds up career resilience and makes one more attractive to employers.

Some of the responses by the participants included:

"You get your basic administrative level, which is payrolls, personnel systems and record
keeping. This level is operational and it is important because it is at entry level. Then you
get the intermediate level, these are the specific functions of HR for example selection,
performance management, these are people with a high order acumen they have a
specialisation like

honors or master's degree attached to them, then you get your

professional level, these are your absolute experts in HR, they can do HR management,
they know how to deal with human capital in terms of employability and they also do
strategic human resource management"
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"graduate employability means not only preparing the student for one workplace, we need
broad education for the students so they can solve problems and understand problems
from the industry, we have to prepare them for lifelong learning and we have to prepare
them to be citizens of the global world"

(CSJ)

"How does change work in business, how long does it take, every minute business is
changing"

(CS6)

"It is how ready are the people to take on the job that is needed, that has job
sustainability. It 's not about a specific job it 's about the growth and the capability of
moving as the needs are occurring "
(AP2)

4.2.2.2. Responses relating to desirable graduate attributes
The responses relating to desirable graduate attributes are reported in Table 4.4 below

Table 4-4: Responses relating to desirable graduate attributes
Soft Skills

Participants

Communication

APl, AP2,AP3,AP4,EP1

Teamwork

AP3,IP1

Problem solving skills

AP1.AP4, CS2

Critical thinking

AP2

Emotional intelligence

AP3,AP4

Cultural intelligence

AP3,AP4

Individual growth

IP1,AP4
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IInterpersonal abilities

I AP4,AP1

Many participants agreed that graduates must be able to communicate in the workplace,
have problem - solving skills; cultural and emotional intelligence also came up as
important because they guide people on how to respond and deal with situations in the
workplace. Individual growth and independence was a common view shared by an
academic and an intern. Independence is very important, one has to learn to initiate tasks
or projects in the workplace and not always wait for supervisors to tell them what to do.
Going an extra mile always works and it is one of the strategies for career growth.
Teamwork is also important because most organisations are run on projects and one has to
learn to work with many different types of individuals to complete projects.

Some of the responses by the participants included:

"Computer skills and knowledge skills"

(AP5)

"the students must be teachable, be someone that is willing to adapt, a dynamic student
that is willing to learn anyone who is set in their ways I don 't want them around, if you
have a stuck up attitude you and your master 's degree mean nothing because you will not
add value to the company "

(AP3)

"You need to be able to work in a team because work is not in isolation "

(AP4)

"Give me a student with the right attitude and I will teach him "

(AP3)

"The way you present yourself, positive attitude, work ethics, these are extremely
important "

(APJ)
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"emotional and cultural intelligence are crucial, organisations today are expanding the
whole time and you are going to work with people from other cultures and that is why you
need to have an open mind set, we cannot be narrow thinking today "

(AP4)

4.2.2.3. Responses relating to specific skills and attributes necessary for HRM
graduates
The responses relating to specific skills and attributes necessary for HRM graduates are
reported in the Table 4.5 below

Table 4-5: Responses to specific HRM graduates
HRM graduate skills and competencies

Participants

Labour Relations Act

AP2

Fair and Consistent

AP2

Business acumen

AP1,AP2,AP4

Talent management

AP4

Compensation Management

AP4

Basic administrative and HR functions

AP1,AP2,AP3,AP4

Human Resource Management is a broad field, integrating various concepts to make it a
whole. They overlap over each other and have to be applied together to create proper
running organisations. It is important that HR graduates know the basic HR functions like
recruitment and selection, performance management, training and development, and then
they can go on to specialise later when they reach the intermediate or professional level of
HR. On this note, many respondents agreed that basic HR functions are a skill that every
HR graduate should possess. Business acumen is also a critical skill because HR operates
in a business context.
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Some of the responses of the participants included:

"Understanding the basics of HR, HR acumen from entry, how you get the right person
for the job and keep them, they must understand what is Human Resource Management
and the system processes in HRM. It is an integrated process, so if y ou select the wrong
person you are going to have problems with labour relations, performance management
and its application. Graduates must understand how they can enable the organisation to
attract and retain the right people necessary for employability "

(AP2)

"They must understand how recruitment fits into the business strategy and be able to deal
with the administrative aspects of recruitment. They must know the Labour Relation Act.
They must be able to know what is fairness and consistency. They must know how to deal
with difficult people and know how HR fits into the business "

(AP2)

4.2.2.4. Responses relating to what is or defining Work Integrated Learning
The responses relating to what is or defining Work Integrated Learning are reported in the
Table 4.6 below

Table 4-6: Responses to defining WIL
Work Integrated Learning

Participants

Simulation exercises

AP3

Case studies and business cases

AP1,AP4

Internship programmes

AP1,AP4

Student Preparation

CSl

Lifelong learning

CS1,CS5

Knowledge application

AP3,AP1
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According to all the responses, WIL presents an opportunity for graduates to be exposed to
the real world of work. Students are inducted into the organisation where they get to apply
what they have learnt in higher education. The theory might the same from different
institutions but application is going to differ from one organisation to the next, depending
of the type of industry, whether it is in the public or private sector and also depending on
the size and type of the organisation. Graduate's attributes are developed in these
programmes to increase their employability prospects. It can be done in a variety of ways
from simulation exercises to case studies including the actual workplace placement.

Some of the responses by the participants included:
"work integrated learning is to get the student to apply and to get the skills of
employability and that is through communication, teamwork, problem solving, critical
thinking, sensitivity to HIV/AIDS and working in a multi-cultural dimension "

(AP3)

"it is the application of theory, where it happens it doesn 't really matter, it is the
application of theory in the real world work environment, whether this environment is
simulates, it 's in a community context, inform of a private sector or government context "
(AP3)

"Students get placements in organisations, in an internship programme they get allocated
mentors, WIL is more on site more practical"

(AP4)

"work integrated learning means that you go and do some practical 's somewhere so you
will have to do certain things like projects, say you go an analysis of the organisational
structure or what is the balance between line and support in an organisation "

(APJ)

"Integration learning is vital whereby theory and practical differs. This is because of the
kind of organisation you are working for, they differ in their application. You cannot have
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the same performance management in every organisation,
organisation you must apply project management principles,
you have to understand the financial ways,

if

if

it 's a project type of

if it 's a financial

institution

a non-profit organisation you must

understand where the bonuses are going to come from. We have to understand the
different kinds of business and you feel that when you go into practice "

(AP2)

"It should be the course that develops the graduate attributes, cultural integration and
business etiquette"

(AP3)

4.2.2.5. Responses relating to issues that can affect proper functioning of WIL
programmes
The responses relating to issues that can affect proper functioning of WIL programmes are
reported in the table 4.7 below

Table 4-7: Responses to issues that can affect the proper functioning ofWIL programmes
Issues surrounding WIL

Participants

Resources

APl .AP2,AP3 ,AP4,AP5,

Responsibility

CS3

Quality control

APl

Assessments

AP3,AP4

Organisational management

CS3,CS5,EP1

High on the list of issues that can affect proper functioning WIL were the resources and
funding factors. Many respondents agree that it is a good programme which needs funding
and commitment from all those involved. Are organisations ready to take on graduates for
workplace learning, do they have systems in place and can they monitor the programmes
effectively so that the outcomes are positive for them and for the graduates?
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"It 's an expensive model and you have to a accredit organisations, we can 't let you go
work at a local cafe and then say you are doing experiential learning in HR "

(APJ)

"Quality control, access to computers and assessment"

(AP4)

"Resources must be put in place by universities to enhance employability of their
graduates, it 's a plan that must be put in place "

(AP2)

"Organisations must ensure that they have the correct systems, it takes time and work and
you must check ifyour practical is being done properly "

(APJ)

"Allocating inferior responsibilities to them that will not actually contribute to their
learning "

(EPJ)

"When you speak to the students they make tea and coffee and they don 't learn anything "
(APJ)

"Does the organisation have financial allocation for training, to say to the university here
is an amount of money to the University for the Graduates who are going to spend some
time with us, it 's something that should be planned for. some of them have problems with
lunch money they are students so if you don 't think like that it 's going to be difficult to
give the results that the academic institution is expecting in an integrated learning
experience

(CS3)

"are you accessible as management, can they come to you to ask questions no matter how
silly they are, because they will ask a lot ofsilly questions but you have to be accessible if
you cannot commit to all these intangibles then you cannot commit to WIL "

(CS3)
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4.2.2.6. Responses relating to whether Higher Education Institutions prepare
students sufficiently for the workplace

The responses relating to whether Higher Education Institutions prepare students
sufficiently for the workplace are reported in the Table 4.8 below

Table 4-8: Responses to whether Higher Education Institutions prepare students
sufficiently for the workplace
Higher Education Institutions

Participants

We give students a lot of theory

AP2

No balance between theory and practise

APl

Textbook knowledge

AP4

The agreement here is that higher education needs to learn a lot in terms of preparing
students for the workplace. There is some theory that is apparently not totally useable in
real work. Many respondents from all categories including academics agreed that HEI' s do
not prepare students adequately for the workplace.

Some of the responses of the participants included:

"learning without having an idea of what the workplace looks like or an actual work
environment can be challenging and deceiving (theory) it would be a good idea to allow
the learner to have real work experience before we say they are prepared for the
workplace "

(EPJ)

"Sometimes the real world does not demand what you taught in class. In class we teach a
broad spectrum generally. In application it will always be very narrow; dependant on the
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need of industry, but sometimes different employers will have different practises even in
the same industry "

(AP3)

"No, it gave me the qualification yes, but it did not prepare me for the workplace " (JP I)

"J think we should work with academic institutions to ensure that they become what we

want from them and their graduates as opposed to constantly pushing them away say ing
they don 't have experience "

(CS3)

"J would say most of the theory is not relevant to everyday work, it would be better

if the

university tries to link the two so that we know what to expect in the workplace when
coming from school e.g. there are systems that one uses that you never heard of until you
have to use them at work like payroll, and most advertisements for HR positions require
knowledge of PERSAL, BAS, WA LKER and VIP "

(JPJ)

4.2.2.7. Responses relating to the role government should play to ensure success of
WIL programmes and graduate employability

The responses relating to the role government should play to ensure success of WIL
programmes and graduate employability are reported in Table 4.9 below.

Table 4-9: Responses relating to the role government should play to ensure success of
WIL programmes and graduate employability

Government Role

Participants

Infrastructure

AP3,AP4

Compensation systems

AP4
-

Equitable and transparent policies

AP4
-
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Government has recently introduced the concept of student massification; one of the
reasons was to increase the intake of students in tertiary institutions especially the
previously disadvantaged students who could not afford higher education. The problem is
now that the numbers have increased, the numbers of academics were not increased; some
subsidies remain the same so the capacity to handle the students is not sufficient so the
education quality will be of a low standard. Government policies have to be equal across
all universities, ranging from compensation to promotional policies.

"The government needs to decide what they want academics to do"
"They must give sufficient infrastructure,
enough and you cannot teach

if I

(AP4)

look at our campus we don't even have

ifyou don't have a quality teaching environment, you can be

a quality teacher "

(AP4)

"I want to see equitable and transparent policies across all universities in South Africa,
for example you get someone with a PhD and have never supervised any student and has
two publications and became an associate professor, some have 80 publications and more
than a hundred conferences but are not associate professors and its making academia a
joke "

4.3

(AP4)

CONCLUSION

The results on the findings of the study as presented in this chapter show that most of the
participants agree that there is much needed collaboration between all the main WIL
stakeholders for it to function properly and produce the desired results. In relation to
graduate attributes needed for the workplace soft skills are placed above hard skills, not
meaning that hard skills are not important but they need to be augmented with soft skills
for success in the workplace, employers would rather employ an individual who shows
willingness to learn and ability to work in a team and they can develop those individuals in
all areas needed for successful execution of tasks in the workplace. The next chapter
presents a discussion of the findings of the study.
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Chapter 5:DISCUSSION OF RESULTS
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Figure 5-1: Chapter 5 in Context

5.1

INTRODUCTION

This chapter presents the results of the study based on the research questions supported by
the literature review. Results are discussed as per the research questions.

ILIBRARY_

NWU · 1

5.2

RESEARCH QUESTIONS

Research questions were created to guide the study in order to find answers and to guide
the focus of the literature review.
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5.2.1

Research Question 1 - What is Graduate Employability?

Figure 5-2: Theme 1- Graduate Employability

5.2.1.1

Employability Defmed

Hillage and Pollard (1998, p. 2) state that employability is about being capable of getting
and keeping fulfilling work; more comprehensively employability is the capability to
move self-sufficiently within the labour market to realise potential through sustainable
employment.

5.2.1.2

Graduate Employability Defmed

Graduate employability is about the ability of graduates to secure a job in the labour
market in the specific sector or industry using what they have studied in tertiary education
and be able to apply that knowledge successfully in the workplace. This would require
some mentoring through work integrated learning programmes like internships to give the
graduates exposure to the real work place environment. They should be competent in the
technical skills required to do the job and also have good generic skills that will enable
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them to communicate, work m a team and relate properly with other people m the
workplace.

The study revealed that employers want graduates who are teachable and creative, people
who can solve problems and adapt to the changing business world. They want people who
can be turned into productive employees in no time and this requires the right attitude
from graduates and a willingness to learn.

The USEM model of employability rests on four components that are perceived to be
critical for graduate employability. It emphasizes understanding, skills, efficacy beliefs
and metacognition. Having knowledge and understanding skills is critical, one should
always understand the context of the environment that one is in and have technical
knowledge. Having the generic skills will definitely complement the technical skills and
emotional intelligence is also a very essential part of this components. Efficacy plays a big
role in graduate employability, understanding how far one can go in terms of the skills that
one has and how to use them to be successful is very important hence self-confidence and
self-esteem are part of these employability components (Pool & Sewell, 2007).

5.2.1.3

Levels of HRM Graduate Employability

Human resource management is a very broad discipline made up of many components.
Many people start as generalists especially at entry level with graduates straight from
tertiary with an undergraduate degree. They perform basic HR and administrative
functions. They can enhance their skills by doing job rotations in organisations to enable
them to be exposed to many areas of HR before they choose one or two fields to specialise
in; one can be a training officer, a compensation specialist or a labour relations expert and
with this they can become part of middle management. The higher level will be in senior
management. This is the most professional level where one now manages human capital in
an organisation, and has the business technical skills to carry out the management of
human resource management in an organisation. At this level the basic HR functions are
important but not really necessary because in this position one will not be conducting
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interviews or training workshops, here one needs problem solving skills, critical analysis
skills, communication and negotiation skills and cognitive thinking to be able to manage
the HR function effectively.
This is supported by Hesketh and Hird (2010, p. 105) as appearing in Armstrong (2012, p.
34) that Human Resource Management operates on three levels, the foundation level,
which was known as personnel, here it's where they deal with pay and rations,
recruitment. It is mainly transactional administrative duties. The second level is tools that
involve rewards, development, labour relations and the last third level is strategic
engagement and it takes place on management level, here are the HR executives who
manage the entire human resource function.

5.2.2

Research Question 2 - What is Work Integrated Learning?

Figure 5-3: Theme 2 - Work Integrated Learning

5.2.2.1

WIL defined

It emerged during the literature review that WIL is a very complex concept to define. It

has too many components and its application differs according to each type of WIL. The
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Royal Melbourne Institute of Technology (RMIT) broadly defines WIL as learning by
doing in realistic work situations, where the central practises of industry and community
professionals are authentically reflected (Sattler, 2011, p. 21 ).

Jones and Quick (2007, p. 30) define WIL as an educational strategy where learning in the
classroom alternates with learning in the workplace and allows for the competencies of
students to be developed and nurtured by the mentors.

Work integrated learning is a combination of theoretical work and practical work. They
apply knowledge acquired in class in a practical work environment. The work that they do
must be related to the theory they learnt in class. Some concepts are difficult to apply in a
real work situation like following the recruitment process as it appears in Armstrong' s
handbook of Human Resource Management. Application will differ from organisation to
organisation. Going into work placements gives the students the reality of this; they will
have the know-how from the textbook and they will just be taught how to apply this in the
real live scenario. Some things cannot be taught in the lecture room students get exposed
to these things when they go out to do cooperative education. Things like behaviour
cannot be taught. We come from different backgrounds with various traditions and
customs. You cannot really teach a student how to dress for the workplace, this they will
learn from the company policy manuals and from their mentors and also from their own
observations of what they see happening in the workplace.

Work Integrated Learning (WIL) is a structured part of a qualification. The volume of
learning allocated to WIL should be appropriate to the purpose of the qualification and to
the cognitive demands of the learning outcome and assessment criteria contained in the
appropriate level descriptors. It is the responsibility of institutions, which offer
programmes requiring WIL credits to place students into WIL programmes. Such
programmes must be appropriately structured, properly supervised and assessed (Higher
Education Act 101/1997, p. 8).
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5.2.2.2

Issues that can affect proper functioning of WIL programmes

There are many factors that would affect the effective and successful implementation of
WIL. At the top is the issue of funding and resources both monetary and human capacity.
Another factor that came up was who should be responsible and accountable for driving
these WIL programmes, should it be the HEI' s or Industry? The conflict theory of
employability argues that the employers must take responsibility in providing work place
experience to the graduates and not directing the responsibilities to the universities alone
(Selvadurai et al., 2012).

Many concerns came out from the employers, that they are given students who cannot
perform, but at the same time the role of the employer in WIL is to give an opportunity to
graduates

to get to know how the real world of work operates, incorporating their

technical achievements with the required generic skills in the work environment.

Academics are concerned that their graduates are not given the relevant work that would
equip them with the skills needed; they are given meaningless duties like photocopying
and making tea because of lack of proper evaluations and human capacity from the
universities to monitor the students in the workplace and ensure that their portfolios of
evidence are up to date.

Although the benefits of work integrated learning for students are widely acknowledged,
there are several drawbacks. Students absorb additional financial costs during their
placements. These costs include transport and if required additional childcare. Students
may also need to purchase additional clothes for the placement, particularly if the
organisation has dress standards. Students in some placements may not develop the range
of skills they seek (Bates, 2005, p. 16).
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5.2.2.3

Types ofWIL

There are many international models and types of WIL, very good models which in Africa
we adopt and use and they do not really bear the expected fruits due our own limitations as
a continent. Many European countries have enjoyed success from these programmes but
we are yet to find a model that will work best for our continent and country.
WIL can be done in many other ways besides the common internship where the student
goes into the actual workplace after they have completed their qualifications. Academics
have suggested the use of case studies, business cases and simulation exercises and
projects to help the students to apply their minds just like in the workplace, another way is
getting industry people to come and workshop the students on various programmes they
use in the workplace.

Abeysekera (2006, p. 10) expands on a detailed description of an internship and its
objectives, an internship is any carefully monitored work or service experience in which a
student has intentional learning goals and reflects actively on what is being learned
throughout the experience. An internship differs from other types of programmes in that it
has an intentional learning agenda that the student brings to work. Internship programmes
are built with two objectives: firstly, to offer students an understanding of organizational
structures within a professional working environment, and secondly to provide students
with an opportunity for professional development

Project-based learning (PJBL) involves learning through projects. Projects can be ' real '
projects located in the world of work. Such projects generally involve elements ofresearch
and the supervision by both a university teacher and workplace supervisor or mentor.
P JBL can support the acquisition of an extensive, integrated knowledge base that students
can draw on and apply to the analysis and solution of problems.

More often the problems in P JBL are simulated and the learning takes place in the
university (with some input from workplaces). In work-integrated PJBL the projects are
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generally not simulated, but involve learning through practice in a work context, as in service learning or in a university-industry collaborative research project. Projects, like
problems, are a means of engaging students in complex, work-related issues, through
which they develop and transfer skills and knowledge. PJBL is thus a strategy that
recognises both students' inherent drive to learn and capacity to do useful work (CHE,
2011, p. 18; Turner et al., 2000).

Cooperative education is another usable method. It is an agreement between the faculty
involved and an outside agency. Students must have completed their core modules in the
their programmes, they will now be alternating between work and the lecture halls, this
type needs an institution that has a cooperative education office with full time staff that
assists students throughout the course of the programme and they negotiate agreements
like salaries and conditions of employment on behalf of the students (Abeysekera, 2006, p.
9).

5.2.3

Research Question 3 - What Graduate Attributes are most envisaged by
employers?

Figure 5-4: Theme 3 - Graduate Attributes
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Employability skills are the skills that are directly pertinent to obtaining and maintaining
work. They are comprised of the generic and discipline specific skills required for the
performance in a work situation, and career management skills, divided into two
categories of competence: self-management and career building (Bridgstock, 2009, p. 31 )

5.2.3.1

Hard/Technical Skills

These skills are those that you can acquire through formal education. Hard skills are those
achievements that are included on a resume, such as education, work experience,
knowledge, and level of expertise. Examples of hard skills include job skills like typing,
writing, math, reading, and the ability to use software (Robles, 2012, p. 461 ). Technical
skills are discipline specific. An HR practitioner must know recruitment and selection up
to talent management and an accountant must know how to draw up a balance sheet or
income statement.

5.2.3.2

Generic/Soft skills

I
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Both local and global workplaces are demanding workers that are able to transform
knowledge and skills learnt into successful workplace performance. Evidence from
surveys suggested that employers are more concerned about soft skills or attitudes rather
than technical knowledge or competencies. Empirical studies on work found soft skills
such as leadership, communication, team building and entrepreneurial interest have
become critical for hiring and promoting employees to key positions (Audibert & Jones,
2002). A study done by Evers, Rush, and Berdow (1998) indicated that the competencies
students need to develop in order to enhance their employability are self-management;
communications; managing people and tasks; and mobilizing innovation and change.

In a survey of 400 employers on their perception of workplace basic skills and

competencies required from current and potential employees, employers said they want
entry-level workers to possess employability skills rather than technology competencies,
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and the most important to these employers (rating over 92.6%) were basic skills, thinking
skills, personal quality skills, and interpersonal competencies (Richens & McClain, 2000;
Yassin et al., 2008, p. 571)

Soft skills are character traits that enhance a person' s interactions, job performance and
career prospects (Parsons, 2008). Generic skills are not confined to one workplace or
discipline; they are transferable from one workplace to the other. They are mostly about
how a person carries themselves in terms of their behavioural patterns especially in the
workplace. A person' s attitude is one of the most important assets that can work for them
or against them. Most employers say they want graduates with the right attitudes so they
can mould them into what is relevant to their industry.

A 'willingness to learn' attitude makes you most desirable to employers because then you
can be taught new things as business trends change from day to day. HR trends and
practises also change from one organisation to the other; they vary in application so HR
graduates need to know how to adapt to different situations even when applying the same
HR principles. Soft skills are continually developed through practical application during
one' s approach toward everyday life and the workplace (Robles, 2012, p. 463).

5.2.3.3

Specific HRM graduate skills

HRM graduates need to possess a balanced mix of soft and hard skills. This will make
them employable and also help them attain greater success in their professions.
Employability is about having the capability to gain initial employment, maintain
employment and obtain new employment if required. Human Resource Management is
made up of different disciplines that are interrelated, and HR professionals need to have
conceptual skills to enable them to look into these practices as a whole, incorporate them
and be able to look at the organization as a whole. Some say it is better to be an HR
generalist rather than being an HR specialist (where one specializes in one area of Human
Resource Management) some people choose to be labour relations experts, others to be
training and development specialists, still others specialise in remuneration or
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compensation. In that way you become employable quickly if you are a generalist because
most organisations will be looking to employ an HR professional and the expectation is
that you know many areas of HR in order to function properly in the HR department of a
large organisation.

The demands made on HR professionals in terms of skills and expected behaviours are
considerable although, nowadays as Keegan and Francis (2010, p. 884) commented,
"success in HR roles is measured in terms of developing effective business rather than
people skills" (Armstrong, 2012, p. 42). HR professionals need to be able to link overall
organisational strategies with the HR strategy to meet organisational and business
objectives, but people skills are also very important for HR professionals; they are the
link between humans and their work environments, they ensure performance, development
and well-being of employees. They assist employees to be able to develop effective
business. The two cannot operate in silos; there needs to be a link for successful business.

Business skills are required to adopt a business-like approach to management one that
focuses on allocating resources to business opportunities and making the best use of them
to achieve the required results (Armstrong, 2012, p. 484). Analytical/Research Skills deals
with your ability to assess a situation, seek multiple perspectives, gather more information
if necessary, and identify key issues that need to be addressed. Highly analytical thinking
is combined with demonstrated talent for identifying, scrutinizing, improving, and
streamlining complex work processes. Analytical skills are used to gain a better
understanding of a complex situation or problem; they are a means of gaining insight into
issues that affect the success of the business and which influence business and HR
strategy.
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5.2.4

Research Question 4 - Do higher education institutions prepare graduates
sufficiently for the workplace?

Figure 5-5: Theme 4 - Higher Education Institutions
5.2.4.1

Student readiness - Do HEl's prepare students sufficiently for the
workplace?

Recent shifts in education and labour market policy have resulted in universities being
placed under increasing pressure to produce employable graduates (Bridgstock, 2009, p.
31 ). Higher education must provide education and training to develop the skills and
innovations necessary for national development and successful participation in the global
economy. In addition, higher education has to be internally restructured to face the
challenge of globalisation, in particular, the breaking down of national and institutional
boundaries which remove the spatial and geographic barriers to access (Education White
Paper 3, 1997, p. 8).

Research indicates that students find that most of their learning while on placement occurs
in non-theoretical areas such as correction of misconceptions about workplace reality, new
skills, time management, and development of self-confidence and an increased awareness
of career options (Bates, 2005, p. 16).
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The study revealed that higher education gives students a lot of theory that cannot be
balanced with the practice, there is not enough time within the three years to give practical
experience as well so when students go out to the world of work they are faced with many
challenges as they are only armed with textbook knowledge. Academics are willing to
correct this situation but their challenges are centred on improper infrastructures and
insufficient funds, and also they themselves have little time to do all things at once. They
have to lecture, supervise research and do research and there are many students enrolled in
campuses and they cannot give them the proper attention necessary for them to gain the
relevant knowledge and skills. The student to lecturer ratio is too high.

Universities and academics should explain to students the realities of the workplace and
what to expect, because students go in there with a lot of expectations and entitlements.
They should highlight to students what it is they would gain in their placements; they must
encourage them to be proactive, always seek feedback from the supervisors and not be
afraid to take on challenges (Bates, 2005, p. 25). Academics that will be able to do this
properly are those who have been in corporate life before and experienced the workplace
and actually practised HR themselves. One of the arguments at the conference was that
university Professors stay in their positions too long and they end up not learning new
things and trends in industry so the suggestion was that academics should go out into
industry for at least three years and then can come back and in that way they would
actually have something concrete to share with their students.

5.2.4.2

Government role - What role should the government play to support
HEl's in enhancing employability of its citizens?

Higher education institutions are government parastatals; they do not operate completely
in isolation from government rules and policies. Successful policy must reconceptualise
the relationship between higher education and the state, civil society, and stakeholders,
and among institutions. It must also create an enabling institutional environment and
culture that is sensitive to and affirms diversity, promotes reconciliation and respect for
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human life, protects the dignity of individuals from racial and sexual harassment, and
rejects all other forms of violent behaviour (Education White Paper 3, 1997, p. 10).

The governance of higher education at a system-level is characterised by fragmentation,
inefficiency and ineffectiveness, with too little co-ordination, few common goals and
negligible systemic planning. At the institutional-level, democratic participation and the
effective representation of staff and students in governance structures are still contested on
many campuses (Education White Paper 3, 1997).

Government must ensure transparent policies for all universities in South Africa,
compensation and benefits must encourage and improve performance. Promotion policies
must be fair and consistent and there should be equal distribution of qualified and
competent academics. There should be honest and reliable collaborations between
government and higher education, not only on paper but on implementation also. It should
stop being about meeting after meeting and forum after forum but nothing to show for
those meetings. There are good policies that must be properly implemented and it is
government's role to ensure that such policies are brought to life.
5.2.4.3

Resources

Higher education is funded by government and also depends on private sponsorships. The
minister of higher education allocates funds as per the financial act .Government has
continued to roll out the National Student Financial Aid Scheme (NSFAS) student fund to
support those who could not go to tertiary due to financial implications. NSF AS is one of
the success stories of South African Higher education. It provides funds for capable
students who might otherwise be excluded from higher education as a result of poverty. It
was initiated in 1995 and formally established as a statutory agency in 2000. NSF AS
provides low interest loans to students, of which 40% can be converted to a bursary,
depending on academic achievement. Repayments begin when the individual's income
exceeds R26 300 per annum.
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It is important that educational institutions, as organisations that receive the majority of

their funding from the government, attract and retain students, because most of the funding
comes from government (Bates, 2005, p. 28). Some monies are generated from student
tuition fees so they benefit from the government' s NSF AS roll out fund for students.

5.3

CONCLUSION

Most previous research has revealed that generic/soft skills contribute much to success in
the workplace. The findings of this study support previous findings, most participants
agreed to the importance of soft skills as they make graduates more attractive to
employers, soft skills and hard skills combination is essential in building employability
assets that can enhance graduate employability.

Higher education has been faced with a challenge of producing work ready graduates, they
need to develop and implement new ways of doing this as they are currently not rising to
the challenge, one of the ways that were suggested was the use of WIL programmes, these
programmes require funding and human resources, some stakeholders do not fully commit
to the programme and this makes it harder for WIL to produce the expected outcomes.

Government can play an important role in ensuring successful execution of the
programmes; by increasing their funding subsidies and improving infrastructure and a
review of their policies concerning academia. In the next chapter are conclusions,
limitations and recommendations.
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Chapter 6:CONCLUSION, LIMITATIONS AND
RECOMMENDATIONS
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Figure 6-1: Chapter 6 in Context

6.1

INTRODUCTION

This chapter outlines the conclusions drawn from the literature review and from the
findings of the study and the limitations thereof; recommendations are made to different
groups involved.

6.2

OVERVIEW OF THE STUDY

6.2.1

Purpose of the Study

The purpose of the study Enhancing Human Resource Management graduate
employability through Work Integrated Learning was to determine the effectiveness of
work integrated learning programmes in enhancing graduate employability particularly in
human resource management graduates. The study also was investigating what graduate
CHAPTER 6: CONCLUSIONS

Page 103

attributes are most valued by employers and if Higher education institutions prepare
graduates sufficiently or are able to produce work ready graduates.

6.2.2

Research Objectives

The general objective of this research is to establish the role and impact of WIL on
enhancing graduates' employability in the human resource management profession.

The specific onjectives ofthis study were:
•

To conceptualise graduate employability from literature

•

To conceptualise work integrated learning from literature

•

To determine the extent to which HRM graduates, academics and employers perceive
that WIL programmes equip HRM graduates with the desirable skills needed for the
workplace

•

To determine whether Higher Education Institutions prepare students adequately for
the workplace

6.2.3

Content of the Study

The study consists of six chapters and the contents are outlined below:

Chapter 1 - Introduction to the study

This chapter introduces and gives background to the study Enhancing Human Resource
Management graduate employability through Work Integrated Learning, the purpose of
the study and the significance of carrying out such a study. The research questions and
objectives are also presented in this chapter and some of the topics to be covered in the
literature review are introduced in this chapter.
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Chapter2 - Literature Review
This chapter presented the literature review for the study. Scholarly books and journal
articles on the topic at hand were read and summarised. The literature review covered
topics like graduate employability and employability models and theories, different
graduate attributes and their importance to employers and contribution to employability
success and an overview of the HRM profession. All primary and secondary literature
sources have been acknowledged and listed in the references list.

Chapter 3 - Research Design and Methods
Included are what methods will be used and the plan on how the study will be carried out.
The study followed the qualitative research method and the instrument used for data
collection was the semi structured interview and the data was analysed manually. The
quality and rigour of the research is shown in this chapter and the research ethics are also
discussed.

Chapter 4 - Results
The results of the study are presented and interpreted in this section.

Chapter 5 - Discussion of Results
Findings for the study are reported in this chapter and are discussed as per the research
questions identified at the start of the study; findings are also supported by the literature
review from scholarly books and articles.

Chapter 6 - Conclusions, Limitations and Recommendations
This chapter concludes the whole study and gives limitations and recommendations from
the author.
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6.3

CONCLUSIONS DRAWN FROM THE STUDY

6.3.1

Conclusions from the literature review

•

Generic skills commonly known as soft skills are very important for graduates to
succeed in the workplace. They support their technical skills that are inherent to the
requirements of their jobs.

•

Work integrated learning programmes enhance graduate employability if they are
managed well and all the stakeholders are committed, responsible and accountable.

•

Higher education institutions are still challenged in the aspect of producing work ready
graduates.

•

Government can influence the creation of employable graduates through proper,
equitable and transparent policies across all universities and colleges, improved
funding and provision of proper infrastructure.

•

Human resource management graduates need to have a certain level of business
acumen, they operate in business environments that change daily due to macro and
micro environmental factors, and there is a need to be able to respond to those
changes.

6.3.2

•

Conclusions from the findings of the study

Most participants shared the view that higher education institutions do not prepare
students adequately for the workplace. Employers mentioned that they are sent
graduates who cannot perform and some are not even eager to learn.

•

WIL programmes are a good way of enhancing employability only if they are well
funded and managed but they are not the only way to enhance employability

•

There is a lot of confusion about who should drive the WIL programmes; should it
be higher education, industry or the student?

•

Almost all participants agreed that there is a lot of theory being given to students in
higher education and most of it is not relevant in the workplace
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•

Most employers expressed that they want graduates who developed a lifelong
culture of learning and are teachable, with the right attitudes

6.3.3

General Conclusions

Both the literature review and the findings drawn from the analysis of the data collected
supports the view that work integrated learning programmes do indeed enhance graduate
employability across all disciplines. Graduates gain the relevant work experience and
skills that make them attractive to employers. Another factor that came up in both the
conclusions was the issue of funding. Both findings support the fact that WIL is a very
expensive process to undertake, it needs a lot of commitment and resources from all the
stakeholders involved in the programmes. Both conclusions support that soft skills are
essential for success in the workplace. It was also supported by both findings that HEI' s
do not really prepare graduates sufficiently for the workplace; they do not equip them with
the necessary skills to increase their employability prospects.

6.3.4
6.3.4.1

Conclusions relating to the objectives of the study
Research Objective 1 - To conceptualise graduate employability from
literature

Employability is the ability to get a fulfilling job and be able to sustain growth in it and
actually experience job satisfaction. This is achieved by combining a person' s
employability assets and using them to get success in the workplace. Self-efficacy beliefs
assist in achieving high levels of performance; believing in your abilities and
competencies and how far they can take you if you use them properly adds to
employability. graduates need to be able to understand the environment that they want to
be in, know what opportunities are out there and how to access them, what type of
qualifications and skills are needed for that particular field, they then compare this to their
self-interest, attitudes, skills and competencies to see if there is a fit between themselves
and the working environment. This enables them to plan their careers well as career
management is one of the components of employability.
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6.3.4.2

Research Objective 2 - To conceptualise Work Integrated Learning
(WIL) from literature

Work-Integrated Learning (WIL) describes an approach to career focused education that
includes theoretical forms of learning that are appropriate for technical/ professional
qualifications, problem-based learning (PBL), project based learning (PJBL) and WPL.
What distinguishes WIL is the emphasis on the integrative aspects of such learning. WIL
could thus be described as an educational approach that aligns academic and workplace
practices for the mutual benefit of students and workplaces (Engel-Hills et al. , 2010).

WIL is used as an umbrella term to describe curricular, pedagogic and assessment
practices, across a range of academic disciplines that integrate formal learning and
workplace concerns. The integration of theory and practice in student learning can occur
through a range of WIL approaches, apart from formal or informal work placements. WIL
is primarily intended to enhance student learning, and to this end several innovative
curricular, pedagogical and assessment forms have developed in response to concerns
about graduate employability and civic responsibility; examples include: action-learning,
apprenticeships, cooperative education, experiential learning, inquiry learning, interprofessional learning, practicum placements, problem-based learning, project-based
learning, scenario learning, service-learning, team-based learning, virtual or simulated
WIL learning, work-based learning, work experience, workplace learning, and so on
(CHE, 2011 , p. 4)

Literature supports the findings of the study on what WIL really is. It is learning that take
place in the workplace, in formal or informal setting, community based, simulation
exercises to get the graduates and students to apply their theoretical knowledge and gain
work experience to enhance their employability assets. Graduates skills are developed
during these programmes.
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6.3.4.3

To determine the extent to which BRM graduates, academics and
employers perceive that WIL programmes equip BRM graduates with
the desirable skills needed for the workplace

Many employers expressed a view that given a student with the right attitude they can
transform them into a winner in no time. A right attitude depends on a human being, and
their backgrounds or present circumstances in their lives can influence their behaviours
leading to good or bad attitudes. Academics meet many different students from various
backgrounds and in class, on top of teaching the content; they have to try to instil the right
skills in students like attitudes and behaviours. This is nearly impossible because soft
skills are mainly human character traits that can be developed but not taught from scratch.
Literature and findings has revealed a long list of desirable graduate attributes as such:
•

Problem solving skills

•

Team work

•

Communication

•

Critical thinking

•

Emotional and cultural intelligence

•

ICT skills

•

Interpersonal human relations skills

•

Continuous learning

•

Independence

6.3.4.4

Research Objective 4 - Determine the role played by higher education
institutions in equipping graduates with the necessary skills for the
workplace.

One of the basic functions of education is to cultivate people to meet the needs of the
labour market (Yuzhuo, 2013, p. 458). Higher education must generate knowledge that
would contribute to the social and economic state of the country. Higher education can
contribute to development by producing graduates who have the requisite skills, who can
produce and adapt knowledge innovatively and who can address human and social
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development challenges (13 th General Conference of the Association of African
Universities (AAU), 2013).

According to the Education White Paper (1997, p. 8) higher education has the following
purposes Higher education has several related purposes. In the context of present-day
South Africa, they must contribute to and support the process of societal transformation
outlined in the Reconstruction and Development Programme (RDP), with its compelling
vision of people-driven development leading to the building of a better quality of life for
all. These purposes are:

•

To meet the learning needs and aspirations of individuals through the development of
their intellectual abilities and aptitudes throughout their lives. Higher education equips
individuals to make the best use of their talents and of the opportunities offered by
society for self-fulfilment. It is thus a key allocator of life chances and an important
vehicle for achieving equity in the distribution of opportunity and achievement among
South African citizens.

•

To address the development needs of society and provide the labour market, in a
knowledge-driven and knowledge-dependent society, with the ever-changing highlevel competencies and expertise necessary for the growth and prosperity of a modern
economy. Higher education teaches and trains people to fulfil specialised social
functions, enter the learned professions, or pursue vocations in administration, trade,
industry, science and technology and the arts.

•

To contribute to the socialisation of enlightened, responsible and constructively critical
citizens. Higher education encourages the development of a reflective capacity and a
willingness to review and renew prevailing ideas, policies and practices based on a
commitment to the common good.

•

To contribute to the creation, sharing and evaluation of knowledge. Higher education
engages in the pursuit of academic scholarship and intellectual inquiry in all fields of
human understanding, through research, learning and teaching.
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6.4

LIMITATIONS

6.4.1

Limitations in the literature review

The main research question for the study was whether WIL could enhance the
employability of HRM graduates. There was not much literature or past research on the
employability of HRM graduates in particular; the literature was more on graduate
employability across all disciplines and it applied to HRM graduates as well.

6.4.2. Limitations relating to the research method used

The study followed a qualitative research design and the instrument of choice was the
semi structured interview. The interviews had to be recorded and later transcribed for
proper analysis, this took time but on the lighter side it gave the researcher an opportunity
to go over the interviews again and capture some important points that might have been
overlooked before.

6.5

RECOMMENDATIONS

6.5.1

Recommendations to Academics and Higher Education Institutions

The pedagogy employed in imparting knowledge to students should be designed in such a
way that it supports industry demands and responds continuously to market needs. A huge
effort must be made to try and incorporate any form of practical work into the curriculum.
Case studies can be used as study tools where students get to solve real workplace
complications.

"send your HR students into communities, let then help people with social grants, they can
go to a school and establish a performance management culture there, it could even be a
school where they are from, give performance contracts to principals, teachers and
students, this could be such a powerful instrument for the HR field to contribute to the
improvement of education at a local primary or high school in the townships" (P 3)
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Recently on our campus we had a lecturer who gave honours students an assignment to go
out into local schools and do research on career management for Grade 9 pupils, it was
such a hit that the principals requested that they come back and do other grades as well.
The students were excited and they gained experience as they had to do reports and send
them to principals. They learned how to communicate with different people on a public
platform, pitch presentations and draw up professional reports, increasing their computer
skills as well. So case studies and real life exercises really help students get exposure. It
was such an interesting and exciting process.

Universities must stop playing the blame game of who should be responsible for WIL
programmes; they should get up and actually do something. They should allocate budgets
towards proper implementation of WIL programmes and take a bold step and incorporate
it into their curricula. They should employ industry liaison officers who will be
responsible for bridging the gap between academia and business. They would be
responsible for going out into industry and negotiate deals with employers either in
government or private sector to take on their students for practical work placements
whether paid or not, because the important thing is for the student to get work experience
and exposure.
Universities are very big organisations and they have lots of departments from finance,
HR to marketing. One way of ensuring employability of their graduates is by them
themselves offering their students placements in the different university departments every
semester break so that students are exposed to the real work environment instead of hiring
temporary employees whenever there is a big project. This would also give that particular
institution competitive advantage over others because of their workplace placement
offering which is not very common in most institutions.

I
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6.5.2

Recommendations to Employers or Business

Business is about profit, we all agree, but every business has to contribute to the
development and uplifrnent of the communities they operate in. It should be part of their
social corporate responsibility.
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collaborations with tertiary institutions, give them a mandate of what calibre of graduates
they want and specify the number of graduates they would be taking per year for every
faculty and they would be contributing to the social wellbeing of those communities and
improving the quality of life of the people, because unemployment is one of the
commonest causes of social ailments like crime and teenage and unwanted pregnancies in
our societies. Universities must then make students compete for those positions;
hardworking students who get distinctions should be given first priority; these are the type
of students who are motivated, driven and committed to their studies, and they would take
that hard working ethos to the work place and apply it there which will bring value to that
organisation as well. This was a quote from one of the employer participants on the
question what can employers do to enhance graduate employability "we can afford them
the opportunity to gain work experience " (EP I).

"corporate needs to go out to higher education and sit down and have a platform where
they can discuss these things, but yes we need to stop discussing, we need to stop wasting
a lot of time in terms offormulating documents that we do not implement, we need to start
doing real work, talking is not going to get us anywhere " (CS5)

This statement is fully supported by the researcher as a recommendation to business.
6.5.3

Recommendations to Graduates and Students

Students and graduates must stand up and make a better life for themselves instead of
waiting forever for the government to give them a better life. They also must stop blaming
everything on the government's inability to grow the economy fast enough for job
creation. One of the participants even said that "students get upset when they must do a
project over the weekend, but they want to compete globally " (P3) Students and graduates
have to make it their responsibility to manage their own careers in every situation that life
throws at them. Adaptability and creativity are some of the generic skills mentioned as
important for graduates; they should learn to adapt to different circumstances and be
creative in terms of building their employability assets.
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Graduates should leave the sense of entitlement behind. Just because you have a degree
you have to be paid lots of money, we all have to start somewhere. Doing voluntary work
increases one' s prospects of employability as well. So I would recommend that students
who do not get an internship placement should opt for volunteering instead. The South
African Board for People Practices (SABPP) always has many organisations on their
website looking for volunteers; so that will be a good start for HR graduates; also
registering with the SABPP, this would give them opportunities to be invited to
conferences and workshops where they would learn the latest trends in HR and get to
network with other HR graduates and professionals.

6.5.4

Recommendations to Government

The government is already contributing a lot with its current internship programmes, but I
would suggest that they cut in half the stipends they give students and actually double their
intake of interns. It should not be about graduates getting paid; it should be about gaining
working experience, and those that did not get appointed should be allowed to volunteer.
This is a plan that can be put in place and it might even prove to be inexpensive. The
argument might be that students who come from far say they need that stipend for
transport costs and other expenses, but I suggest say placing students in their own areas
and communities where they might still be staying with parents; in that way they would
avoid accommodation costs and high transport costs. It would not make sense for a student
from Pretoria to come and do an internship programme in Mafikeng where they would
have to pay for accommodation and transport and food; the stipend is not even enough for
that and we know that money is but a temporary motivation factor.

6.5.5

Recommendations for future research

This study was conducted on one campus to get insight on the importance of soft skills
and how WIL programmes can help students acquire these most desirable employability
assets. The researcher wants to continue with this study and follow graduates experiences
on WIL programmes in both the public and private sector, to get their own perspectives
and experiences on how the programme helps them develop their working skills in
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contributing to job and life satisfaction, also the contribution of the programmes to talent
management practises in organisations. Are organisations able to identify talent from their
interns, how often do they develop this talent and retain it in the organisation?

More studies should be undertaken to sensitise business about the importance of Human
Resource Management Practitioners in their organisations, on how they add value and
their overall contribution to the well-being of the employees who are the most important
assets to any business or organisation or government department.

A study can be done to justify the need for WIL in the Human Resource Management
qualification in universities and colleges not limit it only to technical colleges. HR
practitioners work with people, they interact with them on many levels, the same as
doctors and psychologists, but the latter have to do a practical year or serve a certain
amount of hours before they qualify to become doctors or psychologists so it should be the
same for HR professionals. Dealing with human beings is a very complex issue; there is so
much involved like cultural backgrounds, customs and traditions that people bring to the
workplace and HR people have to understand why people do not meet performance
standards or why they behave the way they do in the workplace.

6.6

CONCLUSION

The whole study revealed that higher education systems need reconstruction in order to
produce employable graduates who will contribute to the well-being of societies and to the
economy. They can achieve their goals of generating knowledge by collaborating with
government and industry to redesign their curricula so that they respond to the needs of
industry. The study established that business changes every day and higher education
needs to react to that change for their graduates to be work ready. This is where graduate
attributes come in; generic skills proved to be the most desired and they help build
employees character in the workplace.
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This is not to say technical skills are not important. They are very important in every
discipline, every employee must know the technical part of their tasks, an HR student must
know what a performance appraisal is, what methods can be used and how to apply them.
The soft skills only enable the student to communicate better and present better so as not
to meet resistance from other employees, they enable them to work in teams to complete
work projects. We can conclude that soft skills are enablers to hard skills.
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NORTH-WEST UNIVERSITY
YUNIBESITI YA BOKONE-BOPHIRIMA
NOORDWES-UNIVERSITEIT

MAFIKENG CAMPUS
letter of Introduction and Informed Consent
Department of Industrial Psychology
Title of the study
Enhancing Human Resource Management Graduate Employability
Through Work Integrated learning
Research conducted by:
Ms K.M. Paadi (16256824)
Cell: 071 561 0313

Dear Participant
You are invited to participate in an academic research study conducted by Kelebogile
Paadi, Masters Student from the Department of Industrial Psychology at the North West
University (Mafikeng Campus).
The purpose of the study is to describe and understand the concept of WIL and how it can
assist in enhancing the employability of HRM Graduates and also what type of skills should
they be equipped with at higher education institutions that are essential for graduate
employability .
Please note the following:
►

Your participation in this study is very important to us . You may, however, choose
not to participate and you may also stop participating at any time without any
negative consequences.

►

Please answer the researcher's interview questions as completely and as honestly as
possible. This should not ta ke more than sixty minutes of your time

►

The results of the study will be used for academic purposes only and may be
published in an academic journal. We will provide you with a summary of our
findings on request.

►

Please contact my study leader, Professor N. Barkhuizen on 082 456 9352, or email
her at nicolene .barkhuizen@nwu.ac.za if you have any questions or comments
regarding the study.

Please sign the form to indicate that :
►

►

You have read and understand the information provided above.
You give your consent to participate in the study on a voluntary basis.

Participant's signature
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NOORDWES-UNIVERSITEIT

MAFIKENG CAMPUS
Research Topic: Enhancing Human Resource Management Graduate employability
through Work Integrated Learning
Time of Interview
Date
Place
Interviewer

: Kelebogile M. Paadi

Participant No:
Name
Gender
Race
Job Title
Qualifications
Years in Current Organisation
Years in the HRM field

Interview Guide
1. How would you describe graduate employability?
2. What are the most important graduate skills for final year HRM students?
3. What should HRM students with only a degree be able to do in the workplace after they have
graduated?
4. Do you think that HEl's prepare final year students sufficiently for the workplace?
5. Do you think that WIL can enhance the employability of HRM students
6. What do you think will the benefits and challenges of WIL?
7. To what extent do you think higher education has prepared you for the workplace?
8. Was most of the curriculum relevant to or related to what happens in the workplace according
to your experience thus far?
9. What type of challenges have you come across and how did you deal with them?
10. Are you assigned mentors and supervisors, and how do they relate to you as interns?
11. Follow up questions came up from some of the answers given by participants.
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