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ABSTRACT

The study analysed the Graduate Training Programmes (GTP) in the Vaal Triangle Area. The
purpose of the study was to test whether the efficacy of the GTP would essentially reduce youth
graduate unemployment and youth unemployment in South Africa. The objectives of the study
were to analyse the managerial performance feedback on the graduate who underwent the GTP,
evaluates whether the quality educational level allows graduates to be competent in their field of
work; explore the skills which the graduates gained during the GTP, analyse whether the skills
advanced graduates to become employable, and evaluate whether graduates occupied
permanent roles after completing a GTP. The qualitative method was followed, and an interview
schedule was created and distributed to the relevant participants to acquire the study data for
evaluation and findings purposes. The findings illustrated the effectiveness of the GTP in the Vaal
Triangle Area. The objective was presented by the majority of graduates who participated in the
interview schedule being appointed permanent employment roles. The study recommended that
the GTP should be structured and not allocate tasks or projects to graduates on an ad-hoc basis.
The study also suggested that GTP should assign mentors/ coaches and peers to graduates and

a feasible budget for graduate training and development courses.

Keywords: Youth unemployment, youth graduate unemployment, Graduate Training

Programmes, graduate employability skills
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CHAPTER 1 NATURE AND SCOPE OF THE STUDY

1.1 Introduction

This mini-dissertation reports the effectiveness of Graduate Training Programmes (GTP) for
graduates in the Vaal-Triangle Area. The study analysed the association between an effective
GTP and graduates becoming employable post the GTP. The study also lists the essential
graduate employability skills, which can be learned through on-the-job training to ultimately curb
the high youth graduate unemployment rate in South Africa. This chapter aims to contextualise
the study in detail.

1.2 Background

The South African unemployment rate has increased to a staggering percentage high of 34.4%
in quarter two of 2021 (Reuters Staff, 2021). The Reuters Staff (2021) further stated that the
34.4% point had hit a new record high unemployment rate since the 2008 quarterly labour force
survey. In particular, South Africa's unemployment burden is also concerted amongst the youth,
who account for 59.5% of the overall number of unemployed persons (Stats SA, 2021). The youth
in South Africa find it increasingly hard to obtain employment opportunities (Lannoy et al.,
2018:26).

The high youth unemployment rate in South Africa has positioned the youth as the most
vulnerable group in the labour market (Writer, 2021). Thus, youth unemployment in South Africa
is derived as a severe economic and social problem that is increasingly regarded as a national
emergency (NPC, 2012). High youth unemployment is considered the greatest struggle young
South African people face (Writer, 2021). This may be caused by the increasing skills-intensive

workforce that is required versus the risky low-skilled youth (Oosthuizen, 2021).

The South African government's foremost priority is to accelerate economic growth (Writer, 2021).
In doing so, improving the lives of young people through creating more opportunities and assisting
them to access work opportunities is a pathway towards a growing economy (Writer, 2021). The
government has established programmes, initiatives and policies such as; the National Youth
Development Agency (NYDA) Programmes, government service for the youth, National Youth
Policy, etc., to support young South African people to gain access to employment or

entrepreneurship (South African Government, 2021).

In parallel to supporting government initiatives, South Africa and worldwide regard education as
a critical instrument to human capitals' growth and development (Stats SA, 2020) and promoting

education as an essential requirement for employability or entrepreneurship (Kaburise, 2016: 56).
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A significant number of South African graduates are unemployed youth (Stats SA, 2019). Higher
Education and Training (2017) states that approximately 191 524 learners graduate from higher
education institutions every year in South Africa to find employment.

The South African higher education structure is subjected by international movements, which
includes concerns around the nature of skills set required for the knowledge of a growing
economy, the employability of graduates within various sectors, and demands for greater
responsibility and accountability in the workplace (De Jager & Nassimbeni, 2018: 33). University
courses and modules cover a wide range of skills and knowledge across different learning
disciplines during undergraduate and postgraduate (Senay, 2015). Although university courses
provide a significant amount of higher grade knowledge and functional skills, graduates still
require interpersonal and essential skills to enter and survive in the job market (Den Ouden, 2019:
10). Some critical career success determinants are still recognised as lacking in graduates
technical and interpersonal skills pool when entering the workplace (Butler, 2016). The career
success determinants include interpersonal skills, communication skills, technical skills, critical
thinking and emotional stability (Blom & Saeki, 2016). Graduates skills to close out part of the

unemployment rate can be learned through on-the-job experience (Butler, 2016).

With a lack of decent jobs for the youth, obtaining a university degree alone does not solve the
high youth unemployment rate (ILO, 2020; Symington, 2012). The common skills required in the
South African job market remain as communication and interpersonal skills, problem-solving and
decision making, forward-thinking, analytical skills, ability to work in a team, business acumen,
negotiation skills, people management skills, leadership skills, strategic thinking skills, ethical
behaviour, compliance and integrity, and conceptual thinking (Butler, 2016; Senay, 2015;
Oosthuizen 2021; NYP, 2015). With the high youth unemployment rate in South Africa, skills
training and development programmes are implemented to curb youth unemployment (Tarin,
2016). The lead causes of graduate unemployment are the disparity between the nature of jobs,
soft skills, and the young peoples' expectations (Litao & Yanjie, 2016). To alleviate graduates
from the unemployment group, Graduate Training Programmes (GTP) are offered to graduates
as an opportunity to improve their skillsets and become more noticeable in the job market (Tarin,
2016).

The public and private sectors offer graduates employment through their in-house GTP to improve

workplace skills in response to youth becoming employable or venturing into entrepreneurship

(Kaburise, 2016: 48). The GTP provides graduates with technical skills, on-the-job training,

leadership capabilities, business acumen, and interpersonal skills required from an experienced

employee (Kaburise, 2016: 35). The GTP are valuable initiatives that address the skills gap

between graduates and working skills, such as soft skills and communication (Kaburise, 2016:
2



38). GTP was established to allow graduates to gain workforce experience (SARB, 2020). The
purpose of a GTP is to offer graduates the employability skills required to assist them in being
part of the employment bundle or become sustainable entrepreneurs (NRF, 2017).

Graduates enter into GTP to obtain valuable work experience, which separates them from other
graduates who also apply for employment; however, they are less advantaged due to little or no
formal background work experience (Patel, 2019). The GTP provides graduates with a head start
in career opportunities and development (Butterwick & Benjamin, 2016:79). The GTP initiatives
enable graduates to develop their job profile to highlight them apart from those who have not
undergone a GTP, irrespective of the expectations stated by the employer (SARB, 2020). The
GTP enable graduates to acquire the appropriate skills, attributes, competencies, values, and
career maturity that will allow them to be fit for employment (NRF, 2017). The youth who are more
likely to start their career endeavours in satisfactory and stable employment have relevant
qualifications and have undergone training (ILO, 2020). It is the employer's role to ensure that the
graduates undertaking the GTP are developed to sustain their careers dependently or
independently (SARB, 2020).

Therefore, the study analysed the effectiveness of GTPs in assisting graduates in participating in
economic growth effectively and sustaining employment in a thriving industrial area, such as the
Vaal-Triangle Area. The study analysed the factors influencing graduates success in becoming
employable post the GTP. Factors such as the following; graduates qualification, number of
months in a GTP, graduates experience of the GTP to enable employment, graduate managers/
supervisors experience, skills transfer to graduates, support and guidance from graduate
managers/ supervisors to enable graduates to become employable, and the graduates

employment status post the GTP were examined.
1.3 Problem statement

The weight of unemployment is strenuous amongst the South African youth, as they account for
64.4% of the overall number of unemployed persons (Stats SA, 2021). Youth unemployment is a
critical social issue in South Africa (Stats SA, 2021). South Africa's employability level has steadily
declined over the current decades (Stats SA, 2021). The youth unemployment rate in 2008 was
45%, in 2014, it was 51%, and in 2020 it was 56% (O'Neill, 2021), which illustrates a constant
increase in the youth unemployment level. South Africa's unemployment rate among the youth is
higher regardless of the education level, as the unemployed graduates rate account for 40.3%
between the ages 15-24 and 15.5% between the ages 25-34 years (Stats SA, 2021).



Youth unemployment is a real structured character Cloete (2016). Oosthuizen (2021) defines
structural unemployment term as the overall inability of an economy, even at its peak, to provide
work for the potential workforce. The South African economy has improved since implementing
the neo-liberal (globalism and free-trade policies) economic method; however, it didn’t result in
employment generation (Cloete, 2016). The lack of labour market outcomes for the South African
youth is a fundamental social and economic challenge, threatening social cohesion and limiting
the country from gaining the demographic dividend of its moderately young population (OECD,
2015). South African youth unemployment has become one of the most challenging socio-
economic issues in South Africa, increasing per year (Stats SA, 2019). Crane (2019) states that
one of the possible contributing elements to youth unemployment is that the youth lack soft skills
to compete in the labour market. Cloete (2016) and Ngcaweni (2016) further elaborate that youth
unemployment is caused by ineffective finding employment, lack of or mismatch of skills, and lack

of experience.

Bonakele (2016) clarifies youth unemployment as follows; organisations seek experienced and
skilled persons and regard the inexperienced and unskilled persons as a high-risk investment,
and higher education cannot be substituted for experience and skills. An academic certificate
cannot be used as a reliable indicator of competence. Graham and De Lannoy (2016) define
youth unemployment as a social phenomenon affected by the educational systems and socio-

political, and household and community dynamics on a micro-level.

The youth unemployment trail may be primarily clarified by the evolving nature of the work market
and the mismatch within the educational system (Graham and De Lannoy, 2016). The workforce
largely favours skilled workers and technology-led growth paths, resulting in higher productivity
and wages (Crane, 2019). The youth with minimal skills and qualifications are left without
employment (Graham and De Lannoy, 2016).

The OECD (2015) addresses the low labour market outcomes for young people to require
staggering measures to increase job creation, improve employability through advanced education
and training, support entrepreneurship, and enhance job quality and security. The trial of youth
unemployment is a structural issue demanding massive policy investments, political will and time,
which are all centred as a long-term solution (Graham and De Lannoy, 2016). The National
Development Plan 2030 correctly aims to deflate the high youth unemployment rate and provide
ample opportunities. These opportunities include investment in the quality and quantity of
education, tackling educational inequalities, and closing the gap between education and work
(OECD, 2015). Motivate and support entrepreneurship by investing in existing programmes and
introducing training programmes (GCIS, 2021). Furthermore, OECD (2015) states that additional
improvements and extensions to the current public works programme should be implemented.
4



The youth mentioned above unemployment analysis of South Africa indicates that the need to
secure quality education and bridge the gap between education and work should be prioritised
due to high unemployment (Butterwick & Benjamin, 2006:78).

There is numerous solution mentioned above on how to reduce youth unemployment. Among the
solutions, training programmes are identified as solutions to close out the gap between graduates
and the workforce. However, the effectiveness of the training programmes provided to graduates,
has not been analysed to determine whether training programmes provide the relevant skills,

experience and ultimately employment.

Therefore, the study focused on the more significant concern that education has been highlighted
as the essential tool for youth unemployment (Stats SA, 2019). However, 40% of the graduated
youth from higher education institutions are unemployed (Stats SA, 2021). One way to eliminate
youth unemployment is by participating in a GTP, where graduates can have employable skills
and experience (Butterwick & Benjamin, 2016:80). The study analysed the effectiveness of
existing GTP in the Vaal Triangle Area, an industrial hub for public and private organisations. The
study sought to analyse whether graduates who partake in GTP in the Vaal Triangle Area become
employable post their GTP term and reduce the high youth graduate unemployment in South

Africa.

1.4 Research objective

The main research objective of this study was to evaluate the effectiveness of GTP in curbing

youth graduate unemployment within the Vaal-Triangle area.
The main research objective was divided into specific objectives as follows:

1. To analyse the managerial performance feedback on the graduate who underwent the
GTP and evaluate whether the quality educational level allows graduates to be competent
in their field of work.

2. To explore the skills the graduates gained during the GTP and analyse whether advanced
graduates become employable.

3. To evaluate whether graduates occupied permanent roles after completing a GTP.
1.5 Research Question

1. Are the university certificates equipping graduates enough to become competent in the
workplace?

2. What are the skills factors required to perform within a working environment effectively?



3. Does the relationship between a university certificate and work experience assist young
graduates in becoming employable?

1.6 Importance and benefit of the proposed study

The study contributes to the body of academic knowledge available to improve the effectiveness
of GTPs in alleviating youth graduate unemployment; refer to Chapter 5: 5.6 for recommendations
on how to improve the effectiveness of GTP. This study focuses on overall youth unemployment,
youth graduate unemployment and how GTPs effectively help youth graduate unemployment in
an industrial area. GTPs allow graduates to gain on-the-job experience to better prepare them for
the working environment. The GTP improves interpersonal skills, technical skills, and business
acumen, making graduates employable within their respective GTP organisations or finding

employment elsewhere post the GTP.

The study provides the private and public organisations in the Vaal Triangle Area with constructive
feedback on how effective their GTPs are in influencing graduates across industries and functions
to find employment. It is also beneficial for graduates to understand the importance of the GTP
and its effects, such as acquiring the technical and interpersonal skills required to become

employable in an industrial area.

Much has been written about unemployment in South Africa, particularly youth unemployment.
Still, little has been published about youth graduate unemployment to explore ways in bridging
the gap between their qualification and employment.

1.7 Definition of key terms

Youth unemployment: Young persons who are in search of work, however, cannot find
employment (Stats SA, 2019). These young people are between 21 and 35 years old (Stats SA,
2019).

Youth graduate unemployment: Young persons who have acquired a higher education certificate
to find employment, however, cannot find employment (Stats SA, 2019). These young people are
between 21 and35 years old (Stats SA, 2019).

Graduate Training Programme (GTP): A programme used to bridge the gap between the
graduates and employers (Butterwick & Benjamin, 2016:40). The programme assists graduates
with material and “on-the-job training to become competent in the job market (Butterwick &
Benjamin, 2016:40).



1.8 Scope of the study

The unit sample is geographically suited in the Free State and Gauteng provinces of South Africa
(Google Maps, 2017). Figure 1-1 below depicts the Vaal-Triangle area where the study was
conducted. The Vaal-Triangle area consists of three settlements; Sasolburg, Vanderbijlpark, and
Vereeniging (De Bruyn, 2018:61) as depicted in figure 1-1. Vereeniging and Vanderbijlpark's two
settlements form part of the Emfuleni Local Municipality in Gauteng, and Sasolburg includes the
Metsimaholo Local Municipality in Free State. These two municipalities fall part in two provinces;
however, they are merely separated by the Vaal River and states their economies composition

very similar.
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Figure 1-1:  Geographical location of the Vaal-Triangle Area

[Source: Google Maps, 2017]

Furthermore, the Vaal Triangle area has since been known as one of South Africa's industrial
hubs consisting of Samancor, ArcelorMittal, Cape Gate, and SASOL (Local Government
Handbook, 2016). Therefore, this geographical area best suits the study for its healthy economic
structure to successfully implement GTPs that enable graduates to become employable.
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1.9 Research methodology

The purpose of the study was not to generalise the outcomes; however, it was to solicit a deeper
understanding of the effectiveness of GTPs. Figure 1-2 below illustrates the process and steps
that were undertaken to conduct the study successfully.

ANALYSIS OF YOUTH UNEMPLOYMENT AND THE EFFECTIVENESS OF GRADUATE TRAINING
PROGRAMMES IN THE VAAL-TRIANGLE.

2

-g ‘ Literature Review Academic Consultation ‘

4

2

3 |

(] R

g Research Problem W { Meglodolog;‘oal ’ { Research Objective J

= ppr‘oac
o
5 Preliminary Determine the Further Validate the
= g survey (Testing) graduates determine issues effectiveness of
22 feedback on with the training the training
8 ;:' Distribute survey training programmes programmes
«
®
e

I
[ Data Analysis ]

Lo
5 &
2 g { Recommendations, Conclusion and further studies }
D
x O

Figure 1-2:  Research design: An analysis of youth graduate unemployment and the
effectiveness of Graduate Training Programmes in the Vaal-Triangle Area.

[Source: Bryman and Bell, 2011:99-371]

Figure 1-2 illustrates the research design of the entire study. The study commenced with the
literature review to gather a deep understanding of the research problem in its entirety and identify
the research gap. This was in parallel with academic consultations with the research lectures and
supervisor. The study followed the qualitative method and used an interview schedule to collect
the relevant data. A preliminary interview schedule pilot run was conducted to ensure that
appropriate data would be collected. After the initial interview schedule testing, the interview
schedule was distributed to the relevant participants. The feedback from participants was
collected, entered and stored in a secured Microsoft Excel Software for analysis, evaluation,

recommendation purposes.



1.10 Assessing and demonstrating the quality and rigour of the proposed research

design

The study followed a qualitative research method. An interview schedule was distributed to the
participants; please refer to Chapter 3: 3.3 for the sample. The participants were requested to
share their experience of the GTP; please refer to Annexure C for the questionnaire. Through the
data collected from the participants, the researcher analysed the effectiveness of the GTP; please
refer to Chapter 4.

1.11 Delimitations and Limitations
1.11.1 Delimitations

The study's delimitations were as follows; the analysis could not be generalised throughout South
Africa, as the interview schedule was only conducted in the Vaal-Triangle Area. The interview
schedule could only be completed by graduates of any academic discipline between the ages of

21 to 35 years, and have undergone a GTP between the years 2015 to 2020.
1.11.2 Limitations

The limitation was inflation which is the leading cause of the recession. Recession is the main

cause of unemployment; however, it was not a significant variable for the study.
1.12 The layout of the study

The layout for the study was structured into five chapters as follows:

1.12.1 Chapter one: Nature and scope of the study

Chapter one provides an overview of the study. It's comprised of the introduction, background,
problem statement, research objectives, research questions, importance and benefits of the
study, definitions of the key terms, the scope of the study, research methodology, research

design, delimitations and limitations and the layout of the study.
1.12.2 Chapter two: Literature review

Chapter two focused on the theoretical literature on unemployment in South Africa, youth

unemployment, youth graduate unemployment, and Graduate Training Programmes.



1.12.3 Chapter three: Research methodology

Chapter three explained the methods and instruments used to collect the analytical approach

followed.
1.12.4 Chapter four: Evaluation and findings

Chapter four unpacked the results obtained from the data and presented them in graphs and
descriptions for each analysis.

1.12.5 Chapter five: Conclusion and recommendation.

Chapter five summarised the main findings of the data and provided recommendations in light of

the main findings.
1.13 Chapter summary

Chapter one presented an overview of the overall study. The chapter also encompassed the
study's background and introduction, including key terms such as youth unemployment, youth
graduate unemployment, and GTP in South Africa. The chapter highlighted the growing problem
of youth unemployment in South Africa and the challenges of securing employment. It also
discussed the importance for the youth to attain job skills to become employable. The chapter
further discussed how graduates could achieve job skills through GTP, which will empower them

to be employable and ultimately reduce youth graduate unemployment.

The chapter also discussed the introduction, background, problem statement, research
objectives, research questions, importance and benefits of the study, definitions of the key terms,
the scope of the study, research methodology, research design, delimitations and limitations and

the layout of the study. Chapter two presents the literature review.
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CHAPTER 2 LITERATURE REVIEW

2.1 Introduction

The second chapter focused on the main concepts of the study's theoretical literature, such as
literature on unemployment in South Africa, youth unemployment in South Africa, youth graduate

unemployment in South Africa, and Graduate Training Programmes.

Furthermore, the theoretical literature focused on other similar studies that analysed identical
terms such as this study. This discussion aimed to determine the uniqueness of this study from
existing studies from an international, continental, and local perspective. The collection of the
theoretical literature was based on the relevance to the topic of the study.

2.2 Unemployment in South Africa

Unemployment is explained as an individual of working age, willing and able to work; however,
unable to find a paid job (Akindola, 2017). Unemployment is when a person actively looking for
work, cannot find employment (ILO, 2020). Unemployment is used as a measuring indicator to
determine an economy's health (ILO, 2020). Previous studies also widely understood that
unemployment has a considerable effect on economic growth and development (Oosthuizen,
2021).

Unemployment is a global challenge (WBG, 2018) and also argued that it poses a threat to human
dignity (ILO, 2020). Unemployment in South Africa has an undeniable structural character (Cloete,
2016). Structural unemployment is defined as the inability of an economy to create employment
for the aggregate labour force (WBG, 2018), even so at the peak of the economic cycle (Stats
SA, 2018). Structural unemployment is the toughest to address, and a previous study references

it as one of four poverty traps to inherent a socio-economic situation (Cloete, 2016).

The Industrial Development Corporation (2017) states that the South African economy cannot
develop more new job opportunities within an adequate period, which can reduce unemployment.
South Africa faces a massive unemployment crisis and an unequal employment system
(McLaren, 2017). The COVID-19 pandemic has deteriorated the unemployment crisis and
exacerbated the weak and poor (IEJ, 2021). Figure 2-1 illustrates South African unemployment
rates per province by gender for 2020. There is a clear indication that unemployment rates

increased across all regions post the South African lockdown due to COVID-19.
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Figure 2-1:  South African unemployment rate per province

[Source: IEJ, 2020]

South Africa's state of unemployment is further debated that employment has decreased due to
the high demand for skilled labours, which lowered the demand for unskilled labours, intending to
improve the international competitive market (Du Plessis & Smith, 2018).

The drive to stay relevant and updated with international standards has lessened the opportunities
for youth and unskilled individuals to participate in the economy (Cloete, 2016). In contrast,
incompetent individuals struggle to find employment; the unemployment rate among educated
(skilled) individuals increases, particularly the graduates (Cloete, 2016). Figure 2-2 below
illustrates that South Africa's unemployment rate among the youth is relatively higher irrespective
of the educational level (Stats SA, 2019).
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Figure 2-2:  Unemployment rate by education level and age group, Q1:2019.

[Source: Stats SA, 2019.]

Youth unemployment in South Africa is a challenge, irrespective of the educational level (Stats
SA, 2019). Specifically, the youth unemployed graduates are challenged to transition from school
to work (Coetzee & Esterhuizen, 2018). The acquisition of a university degree supports the
reduction of youth unemployment (Oostuizen 2021); however, an alarming 33% of youth
unemployment constitutes graduates (Stats SA, 2019). Perhaps providing on-the-job training and
career guidance may be required for the youth unemployed graduates to curb the high

unemployment rate (Coetzee & Esterhuizen, 2018).
2.3 Youth unemployment in South Africa

Youth unemployment, predominantly in the 15 to 24-year age group, remains the critical trial for
transforming the South African labour market (Stats SA, 2021). The ILO (2013) stated that the
global economies face a worsening youth unemployment crisis, measuring that the youth are
three times more likely to be jobless than the adults. The international youth unemployment rate
is 13% (Decada De Accion, 2018). South Africa describes the youth as individuals aged between
15 and 34 (Stats SA, 2021). The youth unemployment rate in South Africa is 59.5% of the
aggregated number of unemployed individuals (Stats SA, 2021). Figure 2-3 below illustrates
South Africa's unemployment records by age group. The people aged 15-24 years and 25-34

years are the highest contributors to unemployment (Stats SA, 2021).
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Figure 2-3:  Labour market rates by age group, Q1:2021
Source: Stats SA, 2021.

Youth unemployment ranges in different parts of the country's population unequally (Mabaso,
2016). There are numerous reasons for youth unemployment in South Africa, such as population
growth, incorrect ways of job searching, little to no career guidance (Cloete, 2016). Youth
unemployment may be caused by different features such as the total demand of labour, size of
the unemployment youth, youth wages, work search expenses, lack of experience and skills,
imperfect information from the labour market (Mlatsheni & Rospabe, 2017).

Mabaso (2016) states that the results of youth unemployment are mainly because of the youth
that fails to obtain the applicable skills and experience to participate in the labour market. Mabaso
(2016) further adds that the South African youth are highly deprived when trying to enter the
labour market, and this issue has worsened over the previous decade. The request for labour in
South Africa is low due to employers moving towards capital intensive resources and more skilled

labours, which raises the entry-level competition of an economy (Mabaso, 2016).

The financial crisis of an economy leads to increased cost of labour, which then leads to a
decrease in available work opportunities as employers may find it uncertain about capitalising on
individuals with no experience and skills (Butterwick & Benjamin, 2016:40). The capitalisation to
train the unskilled youth is a risk for employers as this may reduce productivity and profit
(Butterwick & Benjamin, 2016:40). About 40.3% of the youth have obtained higher education,
whilst two-thirds have not entered the labour market before (Stats SA, 2021). The majority of the
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youth in South Africa have fewer qualifications or no qualifications resulting from an early exit
from primary education and the low quality

Work search costs are also known as high youth unemployment (Rankin, 2016). There are
geographical challenges between the unemployed youth and employment opportunities (Mabaso,
2016). High data rates are involved, as most employment opportunities are now available online.
The cost component discourages the unemployed youth from participating in a work application.
There is a high rate of disadvantaged unemployed youth from low to no income households (Stats
SA, 2020). The youth have become discouraged from contributing to the labour market (Stats SA,
2021).

High youth unemployment is associated with social issues such as violence, crime, politics,
academic problems within an economy (Allen et al., 1986:11). There are also high chances of
contracting HIV/AIDS among unemployed youth (Mabaso, 2016). Therefore, the public sector
must intervene and help decrease the high youth unemployment rate. The government should
initiate improved quality education that can be developed and applied in parallel with the policies
to lessen the high drop-out rate (Mabaso, 2016). The government should create policies that
encourage the numeracy and literacy rate in South Africa, inspiring youth to accomplish higher
certificates at higher education institutions (Tarin, 2016). Furthermore, it is encouraged that the
government develop short- and long-term strategies to improve skills development and training
(Tarin, 2016) and assess policies to certify that their preferred outcomes on work creation and

impact in curbing youth unemployment.

There are government policy interventions that support active individuals searching for work and
finding employment (Rakabe, 2016). These youth policies have been introduced to subsidies the
youth, search subsidy, work fund, the National Youth Development Agency (NYDA), the
Unemployment Insurance Fund (UIF), The Expanded Public Works Programme (EPWP), and
fiscal and macroeconomic policies designed to enhance employment and develop and promote

the necessary capital in youth unemployment.

The NYDA, UIF, EPWP are other forms of measures that ALMPs take to provide leadership and
training programmes that empower and develop the skills of the unemployed youth (Mabaso,
2016). These youth programmes work towards establishing public sector employment that aims
to generate over 2 million work opportunities by 2020 through development and economic growth
(RSA, 2016:155). The private sector is also opening opportunities for young people such as
graduate programmes, internships, mentoring programmes that enable the youth with skills and

training to participate in the world of work (Rababe, 2016).
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The youth unemployed subsidy was initially introduced in 2012, created to run through the Pay
as You Earn programme (RSA, 2016:188). The support is designed for less experienced and
skilled youth between the ages of 18-29 years old who are earning wages or salaries below the
personal income tax bracket (RSA, 2016:190). The youth subsidy measures were designed to
help reduce the number of discouraged youth who suffer the cost of searching for work (OECD,
2017). The youth subsidy was developed to encourage the youth to search for employment to
avoid suffering a loss of diminished confidence and human capital (OECD, 2017). The youth
subsidy aims to assist the less skilled and experienced to gain access into the formal labour sector

and simultaneously better their chances of employment in the long run (Van Broekhuizen, 2016).

However, there are uncertainties concerning the subsidy which Botes (2016) stated that the
support has great administrative and sustainability expenses, which were indirectly a tax burden
to South African taxpayers. Therefore, the subsidy was assumed to be a wasteful expenditure for
the government, which could be more helpful at improving the health facilities and programmes
or improve the school systems, and increase social grants in the fight to reduce poverty in South
Africa (Rababe, 2016).

The above signals some of the detailed measures that the South African government needs to
introduce to guarantee employment (Nayali, 2016). These duties demand that workers' rights be
protected while at work and entail the government implementing instant rescue measures and
macro-economic policy frameworks to confront South Africa's unemployment crisis (Van
Broekhuizen, 2016).

2.4 Youth graduate unemployment

Over the previous twenty years, the quantity of youth actively engaged in the job market was
either working or searching for work, having declined 9,3% (ILO, 2020). The ILO (2020) further
elaborates that this has been partly driven by the youth remaining longer in the education system.

Staying longer in the education system may also result from not finding employment.

The main motivator for students of any age to access higher education is to increase their chances
to enter the working environment and increase the possibility of succeeding in their career
trajectories (Archer & Chetty, 2011., McCune et al., 2016). Universities are pressured to produce

well-rounded graduates that will meet the needs of the labour market.

Young people ingoing the labour market for the first time are confronted with many challenges,

including dealing with unemployment after qualifying or, upon discovery of employment, coping

with the transition from student to an employee, and amending to new working environments and

steering the many global career challenges of the 21st century (Nayali, 2016). Challenges include
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developing a career in a world with limited employment opportunities and contracted job security,
the increasing fast-paced technology advancements and increasing personal responsibility for
continuous up-skilling, employability and enduring learning (Nayali, 2016).

South African's higher-education institutions annually award many graduates to enter the job
market (Den Ouden, 2019:10). Higher Education and Training (2017) states that approximately
191 524 learners graduate from higher education institutions every year in South Africa. University
courses and modules cover a wide range of skills and knowledge across different learning
disciplines during undergraduate and postgraduate (Senay, 2015). However, some critical career
success determinants are still recognised as lacking in graduates technical and interpersonal

skills pool when entering the workplace (Butler, 2012).

Although university courses provide a significant amount of higher grade knowledge and
functional skills, graduates still require interpersonal and essential skills to enter and survive in
the job market (Den Ouden, 2019: 10). The career success determinants include interpersonal
skills, communication skills, technical skills, critical thinking and emotional stability (Blom & Saeki,
2011). The skills which graduates require to close out part of the unemployment rate can only be
learned through on the job experience, are but not limited to the following; communication and
interpersonal skills, problem-solving and decision making, forward-thinking, analytical skills,
ability to work in a team, business acumen, negotiation skills, people management skills,
leadership skills, strategic thinking skills, ethical behaviour, compliance and integrity, and
conceptual thinking (Den Ouden, 2019: 10). With the high youth unemployment rate in South
Africa, skills training and development programmes are implemented to curb youth
unemployment (Den Ouden, 2019: 10). A significant number of South African graduates are
among the unemployed youth. To alleviate graduates from the unemployment group, GTPs are
offered to graduates as an opportunity to improve their skillsets and become more noticeable in
the job market (Butler, 2012).

The young people's marginalisation is predominantly established in the high South African youth
unemployment rate of 55,2% (Stats SA, 2019). Given the job-scarce nation of South Africa, joining
and taking part in the world of work is particularly challenging for the youth (National Youth Policy,
2015.). Youth unemployment is a complicated matter of concern. It yields distressing effects on
the economic well-being, social barring, crime, misery, and erosion of human capital and social
unpredictability of those affected by it (Gyeke & Kyei, 2011). These issues also affect unemployed
graduates who are likely to become exposed to crime, potential harm, and other anarchies
(Kgothane, 2018). Brooks, et al., (2014) states that prolonged unemployment during youth may
affect physical and mental health, which are likely linked to depression, stress, and illness later in
life.
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Consequently, the youth are the essential human resource for the growth and development of an
economy (National Youth Policy, 2015). They are the significant agents in expanding the
economy, improving and resolving socio-economic issues, and innovating technologies. Their
ideas and energy are essential for continuous growth and development in our societies (National
Youth Policy, 2015). With a lack of decent jobs for the youth, obtaining a university alone does
not solve youth unemployment (ILO, 2020; Symington, 2012).

The lead causes of graduate unemployment are the disparity between the nature of jobs, soft
skills, and the young peoples' expectations (Litao & Yanjie, 2010). Blaauw et al. (2015) state that
South African graduate unemployment is related to the education system's weakness, wrong
choice of field, lack of quality in the secondary and tertiary education, lack of experience and soft
skills, and high expectations. The mass enrolment of students in universities happening faster in
a short period, without the labour market expanding at the same pace (Litao & Yanjie, 2010).
Significantly, university curricula are of good standard and quality (ILO, 2020) to enable graduates
to successfully participate in the working world. This will advance the school to create transitions
for the youth and graduates (ILO, 2020). The quality of education in higher education institutions
has been affected by the quantity, where universities decreased their entry requirements (Litao &
Yanijie, 2010).

Yamada (2011) states that the changeover from education to employment results from many
university graduates not meeting the high principles and competencies applicable in the labour
market. The lack of experience, work readiness and employability skills have been indicated
numerously as the core cause of graduate unemployment. Graduates do not have expertise in
team-building skills, communication skills and, management skills due to a lack or no internship
experience and training (Pheko & Molefhe, 2016). Policies and initiatives are developed to bridge
this gap between graduates and employment (Pheko & Molefhe, 2016).

Hamilton et al. (2015:29) state that it is the graduates responsibility to develop their basic and
practical skills in order to access employment. This, in turn, increases the chances of graduates
remaining unemployed, as a business will doubtful employ graduates who are not careered
mature or lack competencies required to deliver according to the average job market. This is

where GTP breaks the in-balance between graduates and employers.

Vinichenko et al. (2016:24) emphasised that graduates come across challenges from recruitment
staff strict employment criteria, where graduates undergo a rigorous selection process testing
their experience for the workplace. Graduates come across the challenge of employers who are
unwilling to invest money and time to develop and improve graduates. Employers are likely to

employ graduates who already have the relevant competencies and experience required
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The GTP initiatives will enable graduates to develop their job profile to highlight them apart from
those who have not undergone a GTP, irrespective of the expectations stated by the employer.
The GTP enables graduates to acquire the appropriate skills, attributes, competencies, values,
and career maturity that will enable them to be fit for employment. The youth who are more likely
to start their career endeavours in satisfactory and stable employment have relevant qualifications
and have undergone training (ILO, 2020). It is the employer's role to ensure that the graduates
undertaking the GTP are developed to add value in following their future career goals and plans
(ILO, 2020).

2.5 Graduate Training Programmes

Employability skills and development are the fundamental key contributors to employability
(Thirunavukarasu & Chandrasekaran, 2020). Therefore, GTP allows graduates to attain

employability skills through on the job training (Sanders, 2020).

Temporary work, internships, work experience, and placement internships are intended to provide
graduates with formal training to become employable (Thirunavukarasu & Chandrasekaran,
2020). Graduate training initiatives are established to bridge the way graduates access the
working environment (Sanders, 2020). The graduate internship help ease graduates entry into
the labour force and provides them with the necessary skills to become part of a larger

organisation (Maio, 2020).

The graduate training initiatives work as a substantial aid in transitioning graduates from students
into the work environment (Finch, 2016). Practical opportunities are provided to graduates to
enhance their employability skills (Tymon, 2018). The skills attained will set a positive curriculum
towards employment (Thirunavukarasu & Chandrasekaran, 2020)

There are different types of graduate training initiatives in all sectors, such as banking, insurance,
transport and logistics, mining, technology, manufacturing, oil and gas, energy, water and
sanitation, the public sector, etc. (Maio, 2020). Some graduate training initiatives expose

graduates to several different organisation functions (Thirunavukarasu & Chandrasekaran, 2020).

Graduate training initiatives are helpful in developing graduates to become employable by
equipping them with the necessary skills such as communication, leadership, technical, problem

solving, and teamwork which can be utilised beyond the GTP experience (Sanders, 2020).

The experience gained from participating in a graduate training programme is that graduates can

apply their education and explore a career, gain experience and increase their marketability, gain
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professionalism in the workplace, learn from others, and identify what interests them (Maio, 2020).
Graduate training initiatives tend to last one or two years (Tymon, 2018).

2.6 The theoretical literature on other similar studies

A similar study was conducted by Thirunavukarasu and Chandrasekaran, (2020) that assessed
the perceptions of graduate employability in Australia. The assessment focused on graduates
from an engineering curriculum and their expectations and overall perception of graduate
employability (Thirunavukarasu & Chandrasekaran, 2020). Thirunavukarasu & Chandrasekaran,
(2020) highlighted the gaps between the graduates academic knowledge and graduate
employability. Thirunavukarasu & Chandrasekaran, (2020) further assessed the gap which

graduates lack in understanding the opportunity and requirements of a GTP.

Another similar study was conducted by Edeme, (2019) that assessed the role of youth
entrepreneurship and the support programmes in creating capacity in Nigeria. The study focused
on youth unemployment in Nigeria, and how two remarkably different initiatives demonstrate
partnership in driving a system for improving competencies to youth workers and relevant

capacities to youth services (Edeme, 2019).

Chetty and Archer (2011) conducted a similar study in South Africa, assessing the graduate
employability of the University of South Africa. The study evaluated students who graduated in
2009 from the University of South Africa (Chetty & Archer, 2011). The study aimed to explore the
suitability and relevance of the qualifications attained for employment from the perspective of the
graduates (Chetty & Archer, 2011).

The aforementioned similar studies were adopted to assess the uniqueness and relevance of this
study. There are similar concepts from the studies mentioned above. However, this study
analysed the effectiveness of GTPs within a thriving industrial area. All participants of the GTP,
such as the graduates and graduate managers/ supervisors, were included to express their
experience and perception of the GTP. This study was not exclusive of any qualification or

university.
2.7 Chapter summary

Chapter two provided the literature review on unemployment in South Africa, youth
unemployment in South Africa, youth graduate unemployment in South Africa, and Graduate
Training Programmes. This included descriptions and statistics of unemployment and youth
unemployment, youth graduate unemployment, and their effects. The literature review also

included the description of GTP and the purpose thereof.
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Furthermore, the theoretical literature focused on other similar studies which analysed similar
terms such as youth unemployment, training programmes to combat youth unemployment, youth
graduate unemployment. The three studies identified were international, continental, and local
studies. After discussing the three studies, it was clear that this study is unique and relevant to
help curb youth graduate unemployment in South Africa. Chapter three presents the research

methodology.
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CHAPTER 3 RESEARCH METHODOLOGY

3.1 Introduction

Chapter three focused on the tools used to test the research study and the participants involved

in the study. The processes for data collection,
3.2 Research design

The study followed a qualitative method, used

management, and analysis are presented below.

an interview schedule to collect the relevant data

from participants. The feedback from participants was collected, entered and stored in a secured

Microsoft Excel Software for analysis, evaluation, recommendation purposes.

3.3 Sampling

The study was conducted to analyse the effect
the Vaal-Triangle Area.

Table 3-1: Detailed sample determinants

iveness of GTPs across industries and sectors in

Sample determinants for the study

The

determinants

reasons for the selected sample

Participants must have graduated (in any
academic discipline) between the years 2015
- 2020

The study only analysed individuals who've
completed their
between 2015 -2020.

studies and graduated

Participants should be older than 21 but
younger than 35 years.

The study analysed the youth.

Both male and female individuals could

participate in the interview schedule.

Youth unemployment in South Africa includes
both genders (Stats SA, 2019).

Participants must have undergone a GTP.

The interview schedule was completed by
individuals who have undergone a GTP. The

study analysed their experience and

outcomes of the GTP.
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GTP experience could be from any industry
(i.,e. FMCG, Transport & Logistics, Banking
and Financial Institutions, Water & Sanitation,
etc.) and in any sector (Private, Public, and
Private Public Partnership).

The study did not limit the area of profession
and sector in which the graduates underwent
their GTP.

The total sample size for the study was 50
participants from both the private and public

sectors.

Private Sector

AECI:

managers/ supervisors

7 Graduates and 3 Graduate

ESKOM:

managers/ supervisors

7 Graduates and 3 Graduate

SASOL:

managers/ supervisors

7 Graduates and 3 Graduate

Public Sector

Emfuleni Local Municipality: 7 Graduates

and 3 Graduate managers/ supervisors

Metsimaholo Local Municipality: 7
Graduates and 3 Graduate managers/

supervisors

The sample size for the study was 50 participants, which included 35 young people who have

undergone the GTP in the public and private sector and 15 managerial level individuals in the

public and private sector. The sample was collected in the two settlements Vereeniging and

Vanderbijlpark that form part of Emfuleni Local Municipality in Gauteng, and Sasolburg that forms

part of Metsimaholo Local Municipality in Free State. The participants were both from the private

and public sectors.

The interview schedule was distributed to the following organisations listed below:

e Private sector: AECI, ESKOM, and SASOL.

e Public sector: Emfuleni Local Municipality and Metsimaholo Local Municipality.
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Please note that the completion of the interview schedule was voluntary. Refer to Annexure C for
the interview schedule.

3.4 Informed consent form

All participants were requested to sign the informed consent form before completing the interview
schedule. The informed consent form ensured that participation was voluntary, reassured
participants that the data would be held in confidence and only used for the study's sole purpose,
and that all participants had the right to withdraw from participating at any time during the study.
The informed consent form was attached to the interview schedule as a cover page. Refer to

Annexure A, the informed consent form.
3.5 Data collection

The primary data collection for the study was through an interview schedule. The interview
schedule was self-developed by the researcher to determine the effectiveness of the GTP in Vaal
Triangle Area. The candidates who have agreed to support the researcher in distributing the
interview schedule were all Managers in their designated professions. They all had contacted
graduates/ interns who have undergone the GTP within their respective organisations.
Furthermore, the candidates are colleagues with the managers/ supervisors who manage GTP

and graduates.

Table 3-2 below discusses the roles of each candidate who supported the researcher in

distributing the interview schedules to both the graduates and graduates managers/ supervisors.

Table 3-2: Information of the candidates who distributed the interview schedules on behalf of
the researcher.

Name and surname Role

AECI Business Development Manager

ESKOM Senior Engineer

SASOL Manager: Internal Auditing

Emfuleni Local Municipality Senior Manager: Economic and

Development
Metsimaholo Local Municipality. Manager: Finance and Accounting
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3.6 COVID-19 Protocol

Due to COVID-19 restrictions (Department of Co-operative Governance, 2021:3), the data
collection process, i.e. the survey distribution, completion and collection, was conducted
electronically. No physical interaction was permitted during the study's distribution completion and
collection stages.

3.7 Ethical considerations

The study was conducted ethically and responsibly, which was ensured by the ethical process
which the researcher underwent. The process required the researcher to prepare the research
proposal, interview schedule, and consent form that were presented to the Economics and
Management Science Research Ethics Committee for ethics clearance. The researcher has
obtained the ethical clearance to conduct the study and signed the North-West University code

of conduct for researchers. Refer to Annexure B for the ethics certificate.
3.8 Data analysis

The main goal of data analyses was to make sense of the gathered data information. The
gualitative method was used to analyse the data was analysed. The software used to capture and
analyse the data from the interview schedule was the Microsoft Office Excel Software. This
software was used to interpret the data findings through the use of figures developed by the

software. The Microsoft Office Excel Software spreadsheets was password protected.
3.9 Chapter summary

Chapter three presented the research design, targeted sampling size, informed consent form,
data collection, COVID-19 protocol, ethical considerations, and the data analysis. The Vaal
Triangle Area was briefly described as the research setting for the study. The targeted sampling
size was also discussed in detail. The ethical considerations applied for the study included the
informed consent form that discusses the confidentiality of the data collected, and the COVID-19
protocols have all been addressed in this chapter. Chapter four presents the results and analysis

of the data collected.
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CHAPTER 4 EVALUATIONS OF THE FINDINGS AND LESSENS
LEARNED

4.1 Introduction

Chapter four focused on the evaluation and findings of the data collected. The data was collected
through an interview schedule (Annexure C).

4.2 A brief overview of the data

The evaluation and findings were of two parts; the first part of this section presented the graduates
feedback, and the second part presented the graduate managers/ supervisors feedback. All
evaluations and findings analysed form part of the data collected through the use of the interview

schedules distributed to the relevant participants.
4.3 Data analysis of the completed interview schedule for graduates

The requirements to complete the interview schedule for graduates were as follows; the graduate
must have graduated in any academic discipline, taken part in a graduate training programme

between the years 2015-2020, and must be between the ages of 21years-35years.
4.3.1 Demographics of participants

All the data was collected from AECI, ESKOM, SASOL, Metsimaholo Local Municipality, and
Emfuleni Local Municipality. The table below illustrates the 35 graduates who patrticipated in the

interview schedule by qualification.
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Number of graduates by qualification

Number of graduates
SN

2
0
= BA Human Resources = Bcom Accounting
= Bcom Economics = Bcom Financial Management
= Bcom Marketing Bcom Risk Management
m BSc. Ecological Sciences = BSc. Eng Chem
= BSc. Eng Civil m BSc. Eng Elec
= BSc. Environmental Sciences = BSc. Surveying
= N.Dip Computer Systems Eng = N.Dip Elec

N.Dip Public Relations

Figure 4-1:  Number of graduates by qualification

The majority of the participants were from the faculty of BSc. Engineering Electrical, followed by
graduates in BSc. Engineering Chemical, Bcom Economics, and Bcom Accounting. Figure 4-1
are not surprising as the Vaal Triangle Area is an industrial area that requires technical expertise

to enter into its working market.
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Allocated months for GTP by qualification

20
18
16
14
o 12
g 10
= 8
6
4
2
0
O & QO Q& D . )
S \§0® 0\)(,\\\0 S &\0 3 @@(\ {{g}@ S @Q,Q \0(\0‘21 s(g, (\Q,Q Q)@QJ . ®6®\<\®%(</ \Q(&@\é\\(\
Q—Q’% ?go ({/o fb°{b @10 é{b% \foo O 7S %o & 0 Q o8
°<°<°®o®\cf"o'%%°\’bg0® @
\2\\3@{0 S o (\cfb\ * Q;\é{‘ &° &F 9 R QT @ >
() .
& < <z>°°® o @&\\O QOGQ eQ\Q
X & eQ\Q

Figure 4-2:  Allocated months for GTP by qualification

Figure 4-2 above demonstrates that the more technical qualifications were allocated more months
than those not. The commerce (accounting) qualifications were also allocated more months than

those of operations-driven.
4.3.2 The graduates perspective of the GTP

Figure 4-3 below illustrates the effectiveness of the GTP due to the relatability of the graduates
qualifications and the employers work experience. The analysis clearly indicated that most GTP
in the Vaal Triangle Area open opportunities to graduates with technically competent

qualifications, which equip graduates to specialise in a specific discipline.

The second element of the study focused on the graduates capability to apply their qualifications
in successfully delivering their tasks. The rating was partially low, and this may have been a
combination of limited practical skills such as communication skills, creativity, problem-solving,

organisation and time management.

Graduates were also tested on their level of transition from school into the workplace, where
unfamiliar tasks and responsibilities were assigned to graduates. The deficient rating illustrates

graduates lack of resources when initially entering the working environment. There was a clear
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indication that most graduates weren't adoptable and comfortable undertaking unfamiliar tasks,
which may be due to their employable skills or confidence.

Undergraduate qualification and competency

4,30

4,25

4,20

4,15

4,10

4105 -

4,00
The work experience was I'm efficient and effective in I’m adaptable and
related to my abilities and delivering my work. comfortable in undertaking

academic discipline. work that is new to me.

Figure 4-3:  Undergraduate qualification and competency

The following figures below were driven by figure 4-3 to unpack the effectiveness of GTP in more
detail.
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Qualification was related to experience which enabled critical skills
for employability

Opportunities were
provided to improve
my problem solving

skills.
Opp_ortunltlt_es were Opportunities were
provided to improve : .
S provided to improve

my communication . :

: my leadership skills.

skills.

Opportunities were Opportunities were

provided to improve provided to improve

my technical skills. my interpersonal skills.

Figure 4-4:  Qualification was related to experience, which enabled critical skills for
employability

Figure 4-4 above illustrates the effectiveness of GTP to enable graduates to improve fundamental
skills in their designated academic discipline. The majority of the graduates provided higher
ratings towards GTPs that provided opportunities for their qualifications. Furthermore, the ratings
indicated that the graduates were generally enabled to improve their problem-solving skills, and
not so much on their communication and interpersonal skills. These skills were discussed in
chapter two of the study as fundamental skills for all graduates to gain during their term of the
GTP.

Figure 4-5 illustrates the measuring points that determine the graduates reasoning to efficiently

and effectively deliver their work.
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Determining factors that enabled the graduates to effeciantly and effectively
deliver thier tasks

The physical
environment of the
work was safe, and

ethical behavior was

encouraged.
Efforts were made to There were adequate
: resources to
make the working
: . successfully complete
environment a learning
. tasks, and co-workers
experience for me.
were helpful.
Regular feedback by The Graduate
seniors and peers was Supervisor/ Manager
provided on the provided clear job
progress of my abilities descriptions and
and knowledge. objectives.

Figure 4-5.  Determining factors that enabled the graduates to efficiently and effectively deliver
their tasks

Most of the graduates rated the managers allocated to them with a higher score as they provided
clear job descriptions and objectives. The physical working environment also played a significant
impact in driving the effectiveness of the GTP for graduates. The graduates provided a higher
rating for GTPs with a learning, safe, and ethical environment. This scoring indicates that
graduates can perform effectively and efficiently in environments that encourage them to do
better. It was rather unfortunate that the graduates weren't satisfied with the available resources
to support them in accomplishing tasks, including co-workers who took little interest in equipping

graduates during their GTP.

Figure 4-6 below illustrates the graduates ability to be flexible and agile in a new uncomfortable

environment and apply resources available to complete tasks.
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Graduates adoptability and willingness to take risks

I’'m aware and
comfortable in the

use of 4IR
I’m creative in my
I'm likely to take risk work, which has
to successfully afforded me the skills
complete tasks to become an

entrepreneur.

Figure 4-6:  Graduates adoptability and willingness to take risks

Figure 4-6 measures the graduates risk appetite to become entrepreneurial as an employer or
employee. Due to the ever-changing technology and the 4IR upon the working environment, it
was critical to accessing this function from a leadership and employability perspective.
Technology has become pivotal and requires individuals who will be agile and flexible in applying
it. Employers constantly search for individuals who can thrive under pressure, change, and are
not hindered by the disruptions but instead use the disruptions to become creative in solving

complex problems.
4.3.3 Graduates outcomes of the GTP

Figure 4-7 below illustrates the graduates outcomes post the GTP. The outcome is defined by the

possibility of becoming employed by the GTP employer or another employer.
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Post-GTP outcomes

0

= Employed = Unemployed = Entrepreneur

Figure 4-7:  Post GTP outcomes

Figure 4-7 critically assesses the effectiveness of GTP in the Vaal Triangle Area by the graduates
employability post the GTP. Figure 4-7 illustrates that the GTP effectively curbing youth graduate
unemployment due to the high percentage of graduates employed post their GTP term.

However, the 3% unemployed graduates are relatively insignificant, questioning the
entrepreneurial skills taught during the GTP to equip graduates who may not be employed post
the GTP.

Employment status

= Permanent role = Contractual role

Figure 4-8:  Employment status
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The employment status of the employed graduates were mainly assigned into permanent roles.
This employment status indicates the exceptional performance of graduates entering the GTP
and the effectiveness of curbing youth unemployment.

Figure 4-9 illustrates graduate employability by qualification. This figure indicates the graduates
employed and unemployed by qualification.

Graduate employability by qualification post GTP
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Figure 4-9:  Graduate employability by qualification post GTP

The majority of the graduates of different qualifications are employed post the GTP. The Vaal
Triangle Area is an industrial area that requires more technical expertise than other capabilities.

This is evident due to the high-level intake of BSc. Engineering and Commercial graduates.

4.3.4 Graduate recommendations on how GTP in the Vaal Triangle Area can improve

their programmes GTPs

Through the interview schedule, graduates were asked to share their views on how GTP could
enhance their overall programmes to become more effective in assisting graduates to become

employable. The common themes identified were as follows:

e GTP should be more structured and not ad-hoc
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¢ In addition to the managers and supervisors who are allocated to the graduates; reliable
mentors and tutors should be allocated to each graduate

e Graduate programmes should also seek to collaborate graduates with other institutions of
similar work

e Allocate complex, challenging and developmental work to graduates

¢ Constantly provide constructive feedback, and not wait until the end of the programme

¢ Allocate training budget, that is solely for the development of graduates
All 35 graduates indicated that they are likely to recommend friends to attend a GTP.

4.4 Data analysis of the completed interview schedule for graduate managers/

supervisors

The requirements to complete the interview schedule for graduate managers/ supervisors were
as follows; must have managed/ supervised graduates during the GTP and managed/ supervised
graduates in a GTP between 2015-2020.

4.4.1 Demographics of participants

All the data was collected from AECI, ESKOM, SASOL, Metsimaholo Local Municipality, and
Emfuleni Local Municipality. Figure 4-9 below illustrates the 15 graduate managers/ supervisors
who participated in the interview schedule by qualification and experience.
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Demographics of graduate managers/ supervisors
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Figure 4-10: Demographics of graduate managers/ supervisors

Figure 4-10 illustrates the qualifications and years of experience required to become a manager/
supervisor to graduates in a GTP. The majority of the managers/ supervisors indicated that they
are qualified engineers and financial managers/ accountants by profession. There is also a high
requirement for experienced (number of experience years) managers/ supervisors responsible
for the graduates. This indicates that GTP in the Vaal Triangle Area effectively allocates
professions with long-standing careers to manage and support the graduates in duly performing

their tasks.

Graduate managers/ supervisors in engineering are more experienced in years than all other
qualifications. It may be that engineers are technical, and their career life is set to be specialised
in a particular industry or work. The graduate managers/ supervisors with commercial
qualifications are also highly experienced and are likely to be responsible for the functions and

operations of the organisations.
4.4.2 The graduate managers/ supervisors perspective of the GTP
The graduate managers/ supervisors perspective of the GTP is another pivotal point of the

interview schedule, which will help the researcher determine the GTP's effectiveness.
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Figure 4-11 below illustrates the skill sets that graduates are supposed to learn during the GTP.
These skills have been provided by the graduate managers/ supervisors as a mandatory

requirement for all graduates.

Skills sets that graduates are required to learn during the GTP

Technical skills

Agile to new concepts Communication skills

Team work Interpersonal skills

Problem solving

Figure 4-11: Skills sets that graduates are required to learn during the GTP

The skills sets are rated as per the graduate managers/ supervisors performance reference
allocated to the graduates' Key Performance Indicators (KPI).

Conclusion: there is a clear indication that Technical skills, communication skills, problem-solving
skills, and teamwork are the most critical skills required for graduates to learn during the GTP. It
is understood that once graduates learn these skills, it enhances the GTP to become more

effective in curbing youth unemployment.

The graduate managers/ supervisors responded to the interview schedule that it is essential for

graduates to learn the skills above for the following reasons:

¢ Ability to solve complex problems

e Meet deadlines

¢ Ability to communicate in a clear and concise manner

e Develop self-career development, identify their interest and pursue it
e Navigate through work challenges

e Apply knowledge gained at the school level into the workplace

¢ Ability to learn and share in a professional environment

e To secure employment
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The responses provided by the graduate managers/ supervisors illiterates that the GTP is initiated
to curb youth unemployment essentially.

Figure 4-12 below illustrates the performance of the graduates during the GTP; the ratings are
provided by the graduate managers/ supervisors. Figure 4-11 below shows a clear indication that
the graduates entering the GTP are well prepared to expand their school knowledge into the
workplace. The rating allocated is an overall average rating from the graduate managers/

supervisors.
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Graduate managers/ supervisors response to the performance of
graduates

Graduates seek to understand and support
the mission, values, and goals of the
organization.

Graduates are able to work as part of a
team, supports and contributes towards
team effort, and resolves conflict in an
appropriate manner.

Graduates are able to work individually,
with minimal supervision, and delivers
work that doesn’t require re-work.

Graduates exhibit a professional attitude
and behavior towards their work.

Graduates are able to set attainable goals,
exhibit a self-motivated approach to their
work.

Graduates are able to break down
complex tasks, demonstrate analytical
capacity, and develop ideas solutions.

Graduates listen to peers and seniors in
an active and attentive manner, and
effectively participates in group set-ups
and meetings.

Graduates communicate their concepts
and ideas clearly through writing and
presentations.

Graduates use quantitative and qualitative
procedures to provide appropriate work
related findings and recommendations.

Graduates seek out and apply appropriate
resources.

Graduates ask purposeful and relevant
guestions
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Figure 4-12: Graduate managers/ supervisors response to the performance of graduates

The rating provided by the graduate managers/ supervisors illustrates that graduates are
proactive in applying the necessary resources and asking purposeful questions. The graduates
can set attainable goals that exhibit a self-motivated approach to their work. It is also evident that

graduates can work as part of a team and collaborate effectively towards the success of a task.

The graduates are also highly rated for seeking understanding and support for the visions and
mission of the organisation in which they are temporarily working. The graduates are also rated
high for breaking down complex tasks, demonstrating analytical capacity, and developing relevant

solutions.

Graduates are rated low for their ability to communicate concepts clearly and concisely.
Communication skills are fundamental skills required for graduates to learn during the GTP. Also,
graduates are rated low for their ability to work individually with minimal supervision. This may
factor in a lack of confidence, as graduates are newcomers in the world of work and may find

superiors intimidating due to their extensive experience.

4.4.3 Graduate managers/ supervisors recommendations on how GTP in the Vaal

Triangle Area can improve their programmes GTPs

Through the interview schedule, graduate managers/ supervisors were asked to share their views
on how GTP could enhance their overall programmes to become more effective in assisting

graduates to become employable. The common themes identified were as follows:

¢ Allocation of mentors and peers to support graduates in developing their careers

o Development of a plan and guided approach on how to implement the GTP before
graduates attending the programme

o Create a solid plan on how the graduates will rotate within the organisation during the
course of the programme

e Set business KPIs to allocated managers, supervisors, mentors, peers etc. who will be
responsible for managing and supporting the success of the GTP

¢ Increase diversity among graduates to enhance inclusion and equity among graduates

e Implement networking events for graduates to meet seniors of the organisation outside
the formal and professional environment. This way, graduates will not be intimated to ask
guestions and engage with organisational stakeholders

o Allow graduates with liberty to gain experience in departments which they are interested
in, rather than enforcing them to departments at an ad-hoc basis

e Private sector GTP should increase GTP salary to market-related rates
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The graduate managers/ supervisors provided positive data regarding the performance of
graduates from higher education. Although there have been a few comments on how graduates
lack communication skills and confidence, and these may be skills sets that higher institutions
may want to start working on to encourage and improve graduate capabilities to perform

exceptionally well in the working environment.
4.5 Chapter summary

The chapter presented the evaluation and findings of the data collected through an interview
schedule. The findings were presented by figures developed on the Microsoft Office Excel
Software. It was found that the graduates' feedback indicated that the GTP in the Vaal Triangle
Area was effective, as most graduates post the GTP were employable. The graduate managers/
supervisors feedback indicated that graduates are competent enough to enter the labour force
through internships and graduate training initiatives to improve their employability skills.
Furthermore, the graduate managers/ supervisors indicated that graduates generally portray

business acumen. Even so, confidence and communication may be of lack.

Both graduates and graduate managers/ supervisors provided recommendations to improve the
GTPs. The common themes that were drawn out from the recommendations were; the allocation
of mentors and peers to support graduates in developing their careers, designing and
implementing a structured GTP for graduates to follow instead of applying an ad-hoc approach,
and allocating budget to invest in graduate training. Chapter five presents the conclusion and

recommendations.
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CHAPTER 5 CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

The study sought to analyse the effectiveness of GTP in the Vaal Triangle Area, which will
contribute to curbing youth unemployment in South Africa. The questions which the study tried to

answer were as follows:

Chapter five summarises the evaluations and findings and draws up the conclusion and

recommendations of the main findings.

5.2 Research question resolutions

The study was able to answer the research questions as follows:
5.2.1 Research question one

Are the university certificates equipping graduates enough to become competent in the

workplace?

Chapter two of the study discussed the significance of education in combating unemployment,
specifically youth unemployment. In chapter four of the study, the graduates' feedback indicated
that their qualification enabled them to build up valuable cases when faced with problem-solving
tasks. Graduates qualifications enabled graduates to break-down complex tasks and demonstrate
the analytical capacity to apply appropriate resources in completing their tasks. Also, the graduate
managers/ supervisors indicated that the knowledge obtained at a higher education institution
positions graduates to apply their knowledge to practical work tasks quickly. Graduate managers/
supervisors further revealed that the qualifications enable graduates to be self-motivated and

drive willingness to attain set goals.
5.2.2 Research guestion two
What are the skills factors required to effectively perform within a working environment?

Chapter two of the study extensively discusses the skills required by employees and entry-level
employees such as graduates. The needed skills addressed in chapter two are communication
skills, teamwork, leadership skills, problem-solving skills etc. The employable skills required to
effectively perform in a working environment were also indicated by the graduate managers/
supervisors in chapter four of the study. The skills required to be learned by graduates during the

GTP were agile to new concepts, teamwork, problem-solving, interpersonal skills, communication
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skills, and technical skills. In summary, the main employability skills are summarised as
conceptual, interpersonal and technical skills. It is evident that the graduates were able to
effectively attain the employability skills during their GTP term as the majority of the graduates
were employable for permanent roles post their GTP.

5.2.3 Research question three

Does the relationship between a university certificate and work experience assist young
graduates in becoming employable?

Chapter four of the study indicates that most of the graduates were employed post the GTP, and
that most of the graduates were employed on a permanent role. This further demonstrates that
the GTP in the Vaal Triangle Area effectively curbing youth graduate unemployment, and

essentially youth unemployment in South Africa.
5.3 Limitations

Due to COVID-19 restrictions, this study could explore face-to-face comments/ interviews with
participants to further understand their responses. It would have been good to have a catalyst

workshop with both graduates and graduate managers/ supervisors to discuss both experiences.
5.4 Future work

Further research in this field can proceed in both the public and private sectors in other thriving
regions such as Gauteng (Johannesburg), Kwa-Zulu Natal (Durban), and Western Cape (Cape
Town). These regions are applicable as they are the top-rated employment regions in South
Africa. Perhaps more relevant recommendations on effectively conducting a GTP may be of good
use in curbing the rising youth unemployment rate. The question remains the same; how effective

are GTP in reducing youth unemployment in South Africa.
5.5 Closing remarks

Therefore, it is clear that high educational institutions are progressively responsible for producing
skilled, flexible, and competent graduates that can contribute significantly towards a knowledge-

skills-driven economy.

Itis also clear that the responsibility of higher education is not without challenge. Chapter 4 of this
research indicated that higher education improves the communication skills and confidence of

graduates when entering the workplace. Whilst higher education serves the broader purpose of
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producing well-rounded graduates, other researchers argue that higher education's role is to meet
the needs of the labour market.

The swift advancement of technology, such as industry 4.0, and the internet of things (loT),
revealed an excess demand for career-ready graduates. It is anticipated that the career-ready
graduate is technically competent and possesses professional skills attained through practical
learning incorporated into the graduates' curriculum. However, the gap still exists with graduates

Furthermore, the government is also held accountable for the high youth unemployment, and that
no solitary policy can resolve it. Still, the unsurpassed way to access the labour market for the
youth is through basic education (matric), higher education, internship/ training, and work
experience. Accomplishing higher education puts the youth at an advantage of finding
employment in the labour market. It is essential for policy designers to ensure that the initiatives
and policies aim to reduce youth unemployment and avoid the uncertainty that may impede

investments from creating work and elevating youth entrepreneurs in South Africa.
5.6 Recommendations

GTP in the Vaal Triangle Area should invest more effort in structuring their GTP, allocating
mentors/ coaches and peers to graduates, and allocate a feasible budget for graduate training

and development courses.

Together with the private sector in South Africa, the government should apply schemes and
policies that will lead the country is experience economic growth and development. In this way,
South Africa will be able to sustain the short and long-term policy initiatives that support the

reduction of youth unemployment.

Higher education can enhance graduates ability to be better equipped to enter the labour market.
There is an increasing drive for a highly-skilled, flexible, and competent individual in the labour
market, which graduates need to be well prepared to compete with (Archer & Chetty, 2011).

5.7 Chapter summary

The final chapter focused on the conclusion and recommendations of the study. It outlined the
study's initial research questions and applied chapters two and four in deriving the answers. The
research objectives of the study were attained, the limitations, future work and recommendations

to improve the outcomes were also discussed.
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ANNEXURE A: INFORMED CONSENT FORM

Ethics informed consent form

INFORMED CONSENT

Dear Participant

This Informed Consent Statement serves to confirm the following information related to the
officially approved research project at the North-West University on "The analysis of effective

Graduate Training Programmes for graduates at the Vaal-Triangle Area".

1. This study's sole purpose is to obtain information from employees, who've undergone a
Graduate Training Programme in the Vaal-Triangle, and to determine the effectiveness of

Graduate Training Programmes in the Vaal Triangle area.
2. The data's confidentiality is guaranteed.

3. The data gathered from the questionnaires will be used for research purposes, and only
the combined results will be used for research and publication purposes. At no stage of

the study can any specific respondent or his/her data entry be isolated and analysed.
54



4. The study does not have a correct or incorrect answer to any of the questions. This means

that in comparing profiles of respondents, there is not a correct or incorrect correspondent.
5. Participation is entirely voluntary, and respondents may opt out at any time.

6. The survey should not take respondents longer than 20min to duly complete it.

Please indicate your consent

| hereby give my consent after having read the above information, | YES NO

that my data may be used as stated above.

For additional information please contact the student directly on:
. 0823992807

. mavundapearl@gmail.com

Thank you for your time.
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ANNEXURE B: ETHICS CERTIFICATE

MNOATH-WEST UKIVERSITY
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Per a-mal
Dear Prof Rena

EMS-REC FEEDBACK: 25062021
Student: Mavunda, P (2325491 2){NWU-00070-21-A4)
Applicant: Prof R Rena- MBA

Your ethies application on, The analysis of efMectve Gradusre Traming Programme for
graduames ar the Vaal-Trnanghe Area, which senved 25 June 2021, refiers.
Outcome:

Approved as a minimal fisk study. A number NWU-0070-21-A4 |5 given for one year of ethics
clearance.

Piease nate that the ethics approval of this application |s subject o the Cowid-19 protocals.
Kind regards,

AL Eevan-Txe

Prof Ayesha Bevan-Dye
Deputy Chairperson Vanderbijlpark: Economic and Management Sciences Research

Ethics Committee (EM5-REC)
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ANNEXURE C: INTERVIREW SCHEDULE

Research Topic: The analysis of effective Graduate Training Programmes for graduates at the Vaal-
Triangle Area

Student Name: FT Mawunda Supervisor: Prof R. Rena
Student contact details:

« 0323882807
+  mavundapeariomail com

Fiease note thaf due fo COVID-19 restrichons, all dats collection procedures will be done electronically. Mo physical
inferachon will be permitted.

Interview Schedule for graduate Managers/ Supervisors

Reguirements to complete the survey questionnaire is as follows:
= The survey should not take you longer than 20min to duly complete
= Should reside in the Vaal-Triangle area
= Must have managed! supervised graduates during the Graduate Traming Programme
= Must hawe managed/ supervised graduate in a Graduate Training Programme between the years 2015-2020
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About the requirements of a graduate supervisord manager

Which qualification{s} is required to become a
supenisor! manager te graduates who are
undergoing a Graduate Traming Programmes ?

What experience does a supervisor! manager
require to successfully frain  graduates into

employable employees?

About your employment background

What is your level (associate, specialist. manager,
senior manager, direcior, partner, etc.)?

In which sector is your organisation? Public Private

In which industry (FMCG, Transport & Logistics,

Banking,  Financial Institutions, Insurance,
Engineening, Water & Sanitation, etc) s your
organisation?
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Please describe your role as the manager
supenisor o the graduates who undertake the
Graduate Tramning Programme.

About the Graduate Training Programme

Which skills and knowledge are the graduates
supposed to keam throughout the Graduate Training
Programme?

Why is it important for the graduates to leamn the
skills and knowledge taught during the Graduate
Traming Prograrmme?

About the performance of the graduates during the Graduate Training Programme

By the wse of a cross, rate your level of agreement with each statement below:

Neither
Disagres agree nor | Agree iﬂT
disagres

Strongly

Graduates ask purpeseful and relevant questons di c
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Heither

Graduates seek out and apply approprate | Strongly . Strongly
rESOUICEs. disagree Disagree :E:;E;':ew Agree Agres
Graduates wuse quantiative and qualitative Neither

procedures to provide appropriate work related dSim:nnglz Disagres agree nor | Agree EgT
findings and recommendations. === disagres

Graduates communicate their concepts and ideas | Strongly Disagree EE:._:"EE;W Agree Strongly
clearly through writing and presentations. disagree =0 diE.l,ag'ee Agree
Graduates Fisten to peers and seniors in an active Neither ;
and attentive manner, and effectively participates in dSim:ungI: Disagres agree nor | Agree igree
group set-ups and meetings. === disagres

Graduates are able to break down complex tasks, Meither

demonsirate analytical capacity, and develop ideas dSim:nnglz Disagres agree nor | Agree EgT
solutions. 7 disagres

Graduates are able to set attainable goals, exhibit a | Strongly Disagree EE:._:"EE;W Agree Strongly
seff-motivated approach to their work. disagree =0 diE.l,ag'ee Agree
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. . . Meither
Graduates eshibit a professional attitude and | Strongly . Strongly
behavior towards their work. disagree Disagree :EFEE nor | Agree Agree

isagres

Graduates are able to work individually, with minimal Neither
supenvision. and delivers work that doesn't require dSim:-ngI: Disagres agree nor | Agree w
re-work. =agre disagres
Graduates are able to work as part of a team, Neither
supports and confributes towards team effort, and dS_m:-ngly Disagres agree nor | Agree Strongly
resolves conflict in an appropriate manner. Isagree disagres Agree
Graduates seek to understand and support the | Strongly oi Neither Strongly
mission, values, and goals of the onganization. disagree Isagras 35_‘?;::'- Agree Agree

Open statement: Industry-specific skills
Are there any skills, functions, competencies which you feel are important and have not been listed on this evaluation?
50, please list the skills set below and asses the graduates accordingly.

Neither
S_m:-ngly Disagree agree nor | Agree Strongly
disagree disa Agree
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Meither
Strongly ; Strongly
di : Disagres :Free nor | Agree g
Meither
Strongly - Strongly
di : Disagres :Free nor | Agree g

Your additional information and recommendation o the Graduate Training Programme

What additional knowledge matenal and traming,
would you recommend to the Graduate Training
Programime?

What changes would you recommend to improve the
Graduate Traming Programme?
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Do you hawve any other comments?

Please submit the completed interview schedule to mavundapear@gmail com.
End of Survey. Thank you.

63




Research Topic: The analysis of effective Graduate Training Programmes for graduates at the Vaal-

Triangle Area

Student Name: FT Mawunda Supervisor: Prof B. Rena
Student contact details:

0323802807

« mayundapeari@omail com

Flease note thaf duwe fo COVID-13 restichons, all dafs collection procedures will be done elecfromically. No physical
inferachon will be permitted.

Interview Schedule for Graduate individuals

Reguirements to complete the survey guestionnaire is as follows:

The survey should not take you longer than 20min to duly complete

Should reside in the Vaal-Triangle area

Must hawe graduated in any academic discipline

Must hawve experience in a Graduate Training Programme between the years 2015-2020
Must be older than 21; howewver, younger than 35
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Your academic background

What is your qualification|s)?

In which year did you obtain the qualification(s)?

About your Graduate Training Programme

In which year did you underge the Graduate Training

Programme? s | 2016 | 2007 | 2m8 | 2010 | 2020

In which sector was the Graduate Training Programme? Pubdic Private

In which industry (FMCG, Transport & Logistics, Banking,
Financial Institutions, Insurance, Enginesrng, Water &
Sanitation, etc.) was the Graduate Training Programme?
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How long (monthsf years) was the Graduate Training
Programime?

About your experience of the Graduate Training Programme

By the wse of a cross, rate your level of agreement with each staterment below:

The physical environment of the work was safe, and etnical | Strongly | Nedther Strongly
behavior was encouraged. disagree ISagres Eﬂg!;r;':r Agree Agres
Neither
There were adequate resources to successfully complete | Strongly . Strongly
tasks, and co-workers were helpful. disagree Disagree zﬂ-.r:;r:: Agree Agres
. . . Neither
The Graduate Supervisor’ Manager provided clear job | Strongly . Strongly
descriptions and objectves. disagrze Disagree ;E;_:: Agree Agres
Regular feedback by seniors and peers was provided on the | Strongly Disagree ET;I'_W Agree Strongly
progreses of my abilities and knowledge, dissgree |~ o8 dgam Agres
: ) MNeither
Efforts were made to make the working environment a | Strongly . Strongly
leaming experience for me. disagree Disagree :ﬂ:;r:g Agree Agres
The work experience was related to my abdities and | Strongly Disagree :erf:]:'nur Agres Strongly
academic discipline. disagree |- 00 diiagme Agres
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. . ) . Neither
Opportunities were provided to improve my problem solving | Strongly . Strongly
skills. disagree Disagree EEEEI_EEW Agree Agres
. . . . MNeither
Opportunities were provided to improve my leadership | Strongly . Strongly
skills. disagree Disagree EEE;EE” Agree Agres
. . . ) MNeither
Opportunities were provided to improve my nterpersonal | Strongly . Strongly
skills. disagree Disagree EEE;EEW Agree Agres
Neither
. . . . . Strongly . Strongly
Opportunities were provided to improve my technical skills. | © Disagree | agree nor | Agree
disagree disagree Agres
Opportunities were provided to improve my communication | Strongly Disagree gegeeaw fgres Strongly
skills. disagree =20 d:i.agree Agree
MNeither
I'm efficient and effective in delivering my work. :mgly Disagree | agree nor | Agree Strongly
isagree dizagree Agree
. . . . Neither
I'm adaptable and comfortable in undertaking work that is | Strongly . Strongly
new to me. disagree Disagree EEE:;FEEW Agree Agree
MNeither
I'm aware and comfortable in the use of 41R dsiﬂ'm!;': Disagree |agree nor | Agres EEI'_:'EI:"
7 disagree
L . MNeither
I'm creative in my work, which has afforded me the skills to | Strongly . Strongly
become an entrepreneur. disagree Disagree EEE;EEW Agree Agres
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Open statement: Industry-specic skills
Are there any skills, functions, competencies which you feel are mportant and hawe not been listed on this evaluation?
If so. please list the skills set below and asses the graduates accordingly.
MNeither
Strongly . Strongly
- Disagree | agree nor | Agree
disag disagree hgres
Neither
Strongly . Strongly
- Disagree | agree nor | Agree
disag disagres Agres
MNeither
Strongly . Strongly
- Disagree | agree nor | Agree
disagree disagree Agres
About your experience post the Graduate Training Programme
After the Graduate Training Programme, where you Employed (P ) Entreg r
employable or became an entreprensur? Tick the
propriate colemn
ap Employed {Contract) Unemployed
If employed (permanent’ contract), was it with the same
organisation you underwent your Graduate Training
Programme?
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If you became an enfrepreneur, in which ndustry are you
in?

If you are unemployed, what are you planning o de n the
near future?

Your additional information and recommendation to the Graduate Training Programme

What additional knowledge material, and training would you
recommend to the Graduate Training Programme?

What changes would you recommend to the Graduate
Tramning Programme to improve the training. skills and
owverall experience?
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Would you recommend a friend fo the Graduate Training
Programime?

Dwo you have any other comments or recommendations?

Please submit the completed interview schedule to mavundapeard@gmail .com.
End of survey. Thank you.
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Author:
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