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Abstract 

The incidence of unemployment falls most harshly on youth, who are generally low 

skilled and often have no experience of formal sector employment; with just 24.4 

percent of young people being active in the labour market. In an attempt to assist this 

disenfranchised so called ‘lost generation’ there has been a major shift from passive 

to active labour market programmes in many countries across the world in support of 

the unemployed, where these programmes often concentrate on the youth. But the 

results on these active labour market interventions are very mixed, in terms of their 

effectiveness, with some countries having experienced significant improvements in 

unemployment levels; and others are yet to bring to fruition the economic benefits the 

programmes had hoped to achieve. Through the use of a qualitative research method 

approach, by means of surveys, this paper aims to lend to the lessons around youth 

labour market interventions by conducting a case study on a particular NGO’s youth 

intervention program to see if it has had any impact on reducing youth unemployment. 

What sets the programme apart is that it offered meaningful volunteering as a form of 

work experience as well as a self-development component which allows the youth to 

be more self-aware. The study found that overall the time youth spend in 

unemployment after completing the programme decreased by 6 months and that other 

unemployment duration determining factors play a key role in determining how long a 

youth spends in unemployment. The study found that the attitudes of the participants 

changed to a more positive outlook on their future prospects once they have 

completed the program; which lends itself to have a positive impact on job search 

activity.  
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1. Introduction

The level of unemployment, particularly youth unemployment, in post-apartheid South 

Africa has been persistently high; and the estimation of the relationship between 

unemployment duration and the probability of finding work is becoming increasingly 

important. The persistence of chronically high unemployment is arguably the most 

important impediment to poverty reduction in South Africa (Ligthelm, 2006:30). Unlike 

other emerging market economies, the South African labour market is characterised 

by very high levels of unemployment (National Planning Commission [NPC], 2011:12-

13) which further exacerbates the poverty and inequality problem that South Africa

has been battling at least since the beginning of the democratic era. 

On a global scale, South Africa makes up 2 percent of the world’s unemployment rate 

yet only makes up 0.5 percent of the global labour force (National Treasury, 2011:13). 

Unfortunately, the incidence of unemployment falls most harshly on youth, who are 

generally low skilled and often have no experience of formal sector employment. In 

2018, the youth unemployment rate was at 52.85% (Statistics South Africa, 2018). 

Although youth unemployment is a global phenomenon; for a country with 35.7 percent 

of its citizens being youth (Statistics South Africa, 2018), this has negative implications 

of another ‘lost generation’ in South Africa. 

The uncompetitive primary and secondary sectors are amongst the relevant legacies 

of the Apartheid economy which have consistently resulted in job losses since 1994, 

as well as an unskilled and a partially misaligned labour force (NPC 2011:13). The 

problem of youth unemployment is most critical because in it lies a very slow uptake 

of young entrants. Certainly the remnants of the apartheid era have left the country 

with a ‘lost generation’, but the problem facing the country now is that a there is a new 

generation being generated where young people have little link into the economic and 

social participation offered by the world of work (Altman, 2003: 22).  

While the booming years of 2002-2007 led to a significant decline in the unemployment 

rate, the 2008/9 global financial crisis had overall negative effects on South Africa’s 

labour market. Unemployment went up from 27.5 percent in 2008 to 32.7 percent in 

2010 (Ismail & Kollamparambil, 2015:301). During this period the youth were impacted 



 9 

the most with unemployment rising from an already high 51.5 percent to 60.3 percent, 

almost 9 percentage points (Ismail & Kollamparambil, 2015:301). Many youths find 

themselves experiencing long spells of unemployment, and without proper 

intervention, these youth are at risk of remaining in unemployment. Thus further 

ballooning the youth unemployment problem as the number of the young who are 

unemployed is growing much faster than that of any of the other unemployed age 

groups. 

 

Relating to the causes of youth unemployment- there are macroeconomic as well as 

microeconomic reasons for the high level of youth unemployment. The most 

commonly cited of the macroeconomic determinants are youth wages, aggregate 

demand, the size of the youth labour force and the ever-present lack of skills 

(Mlatsheni, 2014:27; O’Higgins, 2001). The unemployment rate of young people 

appears to be more sensitive to changes in aggregate demand than adult 

unemployment. This is because young people are more likely than older workers to 

leave their jobs voluntarily during a recession (Mlatsheni and Rospabé, 2002). Another 

major influence on youth employment is the extent of job availability and the nature of 

that employment (Mlatsheni, 2014:11). When an economy is not growing at a fast 

enough pace, employment creation as well as any attempts to increase the extent of 

youth labour market employability become dampened (Mlatsheni, 2014:11).  

 

Microeconomic theory provides explanations that are not solely unique to the youth 

but still impact the youth. Examples are human capital theory which offers a 

justification for some of the differences in productivities, indicated by the level of 

education. A second example is job search theories which states that some of the 

differences in unemployment can be explained by different variations of job search 

methods. There are also the controversial variations in how unemployment duration 

affects employability; these are more extensively discussed further in the paper. Then 

there is imperfect information about the labour market which may also be a cause of 

youth unemployment where an employer’s lack of knowledge about the applicant’s 

productivity causes them to discriminate against the candidate based on stereotypes 

from the employer. But what is commonly known to be a major contributing factor to 

youth not finding work is their respective level of education and experience (Mlatsheni, 

2014).  
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This paper concentrates on the microeconomic causes of youth unemployment by 

looking at a case study of an NGO’s youth participants, specifically how the 

programme affects the participants’ length of unemployment and how that translates 

to successful transition into the world of work. 

 

The question of whether the length of time an individual spends outside of work 

diminishes their job market opportunities attracts substantial attention from policy 

makers and researchers alike. This reflects the widespread belief that the adverse 

effect of longer unemployment spells- commonly referred to as ‘negative duration 

dependence’- entails a large social cost while undermining the functioning of the 

labour market. Several past studies indicate that the transition from school to work in 

South Africa is quite difficult (Wittenberg, 2005; Lam et al., 2008) and that 

unemployment is duration dependent (Brick & Mlatsheni, 2007). It has proven rather 

difficult to credibly establish that a job seekers chance of finding employment worsens 

with the length of his or her unemployment spell. The difficulty arises in part due to job 

seekers with different unemployment spells who appear similar to researchers but may 

actually look very different to employers. Consequently, the job-finding probability 

might decline with unemployment duration either because of “true” duration 

dependence or because unemployment spell lengths correlate with other fixed 

characteristics that are observed by employers but not necessarily researchers (Kroft, 

Lange & Notowidigdo, 2013: 1123). 

 

The difficulty young people experience in finding employment in the formal sector is 

heavily tied with their lack of experience (van Aardt, 2012: 55) which employers see 

as an important indicator of ability, resulting in a large number of youths being 

unemployed or spending sustained periods without jobs after completing some form 

of secondary or higher education training (van Aardt, 2012: 59). In light of this 

prominent youth unemployment problem, a wide range of active labour market policies 

(ALMPS) and other interventions, provided by both the public and private sector, have 

been put in place to alleviate youth unemployment. Training interventions supported 

by the public sector were introduced as a means to fast track the development of 

employees and serve as an entry point for young people looking for jobs (National 

Treasury, 2011:20). Job training and placement programs function to reduce the 

demand for social assistance by assisting job seekers to either find employment 
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directly or upskilling them to improve their chances of finding employment (Nattrass, 

2002:212). In addition, the youth wage subsidy was introduced with the aim of 

providing young, inexperienced workers with decent work and experience of the formal 

labour market (National Treasury, 2011: 33). The implications of the introduction of 

this type of intervention are discussed in length in the paper drawing on lessons from 

both the local and international experience.  

 

In South Africa, the NGO sector is generally dominated by organisations that are in 

collaboration with the government’s objectives; stepping in to alleviate economic and 

social hardships, or to advocate for policy improvements to government service 

provision (Dieltiens, 2015: 487). Typically, NGOs are not thought of as organisations 

that help unemployed youth find work but with so few formal institutional avenues to 

bridge the gap between school and work and with youth unemployment reaching 

unprecedented levels, non-government organisations such as Action Volunteers 

Africa (AVA) have acted as a support mechanism to help these youth build more 

sustainable futures. AVA is a local NGO that recruits, trains and places unemployed 

youth in full-time volunteering positions in other NGOs, SMMEs and schools where 

youth can gain the identified lack of work experience as well as develop much needed 

soft skills to ensure a promising job path for their participants. To date, AVA has 

impacted over 700 volunteers and 80 percent of these have managed to secure further 

work opportunities.  

 

The effects of ALMPs, on job finding rates are typically decomposed into two separate 

effects. The first one is the locking-in effect and the second is the post-programme 

effect. The locking-in effect refers to the period a person participates in a programme. 

During this period, typically job search intensity is lowered, because the participant 

has less time to engage in job searching, and also because the individual might want 

to complete an ongoing skill-enhancing activity. Ex ante it is thus predicted that the 

rates of finding a job decline during participation in a programme. The post-programme 

effect refers to the period after the participant has completed the programme. If a 

labour market programme like AVA has increased the individual’s employability, then 

an increase in the job finding rate is to be expected (Rosholm & Svarer, 2008: 3). The 

analysis of this research paper is based on post-programme effects. This research 

paper sets to explore what are the various factors that contribute to the lengthening of 
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youth unemployment duration and whether AVA has had an impact in changing these 

outcomes. This paper also sets to determine whether the intervention programs of 

AVA have had any meaningful impact on reducing the unemployment duration of its 

participants through its volunteer work placement services which will be determined 

by conducting a qualitative analysis of the data received from the participants. 

 

The remainder of the paper is constructed as follows: an in-depth literature review 

follows this section, focusing on various ALMPs from other countries as well as the 

lessons drawn from these interventions to see what has worked for the developed 

north in contrast to the developing south, and more specifically South Africa. The 

section following the literature review states what the research questions of this paper 

are as well as some of the findings of the paper pertaining to the research questions. 

Section IV gives a brief background to AVA detailing what services the organisation 

offers to young people, along with information on its three programmes and how these 

are structured. The data description is covered in section V followed by the analysis 

in section VI which talks about the factors that contribute to youth unemployment. The 

analysis of the survey follows a qualitative analysis method, where the findings 

gathered from analysing the administered survey are discussed in relation to the 

findings of various literature pertaining to the different factors that contribute to youth 

unemployment durations. Then lastly, section VII gives recommendations around how 

AVA can further contribute to the upskilling of their participants; before I make my 

conclusions in section VIII.  
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2. Literature Review 

2.1. Active labour market policies: What does and does not work?  

The shift from passive to active labour market programmes is one of the relatively 

recent changes in many countries’ support for the unemployed, where these 

programmes often concentrate on the youth. “Passive” labour market policies refer to 

the support that unemployed individuals receive, with little attempt to monitor their job 

search process or provide resources to assist with job search or skills retraining; for 

example, unemployment insurance. “Active” labour market policies intend to directly 

affect the employment prospects of the unemployed by encouraging (or coercing) 

participation in activities and workshops that teach job skills and provide training. The 

most common forms of active labour market policies are: employment subsidies, 

retraining and education programmes, public employment opportunities, job search 

assistance programmes and self-employment assistance (Smith, 2006: 6).  

 

Publicly funded training is a policy instrument within the active labour market policies 

framework. It consists of policies aiming to improve the access of the unemployed to 

jobs, job-related skills and the functioning of the labour market (Martin, 2000). 

Training is the most common instrument within this set of policies. It has several 

modalities (training for the unemployed, displaced or active workers) and is used to 

impact on labour supply, by providing or updating relevant skills to the population, 

with the ultimate goal of increasing employment and incomes (Ibarrarán & Rosas 

Shady, 2009: 4). 

 

Training programmes are amongst the few economics and social studies which have 

been studied and evaluated very rigorously to determine the impact that they have of 

unemployment evaluations as usually a lot of money is channelled into these 

programmes; but most of the existing literature focuses on evaluating programs in the 

U.S. and Europe only.  

 

This literature review draws on lessons from programmes that were implemented in 

countries from across the world including South America, Africa and Australia; in order 

to get a more wholistic review of the impact that ALMPs have had on reducing 

unemployment- more specifically youth unemployment.  
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2.1.1. Different job training programmes and their effects 

ALMPs in Latin America are quite similar to programs from Europe and North America, 

where programs are targeted at less-educated youth- with the explicit aim of raising 

participants’ job skills and matching them to suitable employers (Card et al., 2011: 

268). The poor quality of basic education in most Latin American countries 

compounded with high early school dropout rates has resulted in a large group of 

poorly educated youth with unfavourable labour market perspectives (Ibarrarán & 

Rosas Shady, 2009: 3).  For this group, a common intervention that has been 

promoted through the region is short training programmes aimed at providing basic 

job readiness skills as well as some trade specific abilities (Ibarrarán & Rosas Shady, 

2009: 3).  

 

The findings from the thematic evaluation on Latin American programmes was that 

the effect of job training on employment varies by age, gender and region. Generally, 

women and younger people obtain higher employment rates. They also found positive 

impacts in terms of the quality of jobs that trainees get once they find employment 

Ibarrarán & Rosas Shady, 2009: 32). While Latin American ALMPs do not tackle the 

root cause of unemployment – they rely heavily on a positive macroeconomic context 

– where job creation is directly impacted by economic growth. 

 

Albeit a common cause for high unemployment rates, low levels of education are not 

the sole reason for the increasing and overwhelming rates of youth unemployment as 

even the most highly educated and skilled youth have struggled with the transition 

from education to work. As a result, various interventions across member states of the 

European Union (EU) aim to intervene in the youths’ transition to successful 

employment by providing policies that offer an array of services (European Foundation 

for the Improvement of Living and Working Conditions, 2012).   

 

Similarly like the EU, the United States runs a no-cost education and vocational 

training programme which is administered by the U.S. Department of Labour which 

started in the 1960s, called Job Corps. The programme connects the youth with the 

skills and education they need to help them get started with their careers (U.S 

Department of Labor, 1964). Job Corps has yielded statistically significant earnings 

gains for disadvantaged youth. But they had to rely on savings from reduced criminal 
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activity among the target group in order to produce a net social benefit, given that the 

program is such a high cost1. When compared to the Job Training Partnership Act 

(JTPA), the short-run impacts of the programme on young women appear to be zero 

(although the longer impacts appear to be more positive); while the short-run impacts 

for young men were negative (Card et al., 2011: 270). Contrarily, the Job Corps 

programme appeared to have a significantly short-run effect on both genders but little 

to no long-term effect.  

 

Another programme which was modelled after Job Corps called Job Start has made it 

possible to identify specific sites where the program appeared to work for 

disadvantaged youth. An example of a site that appeared to deliver great gains is the 

Centre for Employment Training (CET) in San José. Out of the 13 Job Start sites, it 

was the only one which delivered statistically significant earnings gains for youth 

(Martin & Grubb, 2002: 20). The evidence found in programme evaluations conducted 

in Canada and the U.S. suggests that the biggest payoffs for disadvantaged youths 

come from early interventions. 

 

Studies showing the effectiveness of training programmes in developing countries are 

relatively limited. But in their review of 69 impact evaluation of unemployed youth 

training programs, Betcherman et al. (2004), conclude that training programs in Latin 

America are on average more positive than the impacts of programs in the U.S. and 

Europe. Similarly, a study by Ñopo and Saavedra (2003) analysed a sample of training 

programs in Latin America and their conclusion is that the employment and income 

impacts of the programmes run in developing countries, exceeds the impacts in 

developed countries.  

 

The difference with the more recent programmes is that they now also place great 

emphasis on the private sector, both as a provider of training and as a demander of 

trainees just as the Kenyan government has partnered together with the Private Sector 

Alliance to initiate Kenya’s Youth Empowerment Project (KYEP) in 2010. The aim of 

the programme is to help youth acquire work experience and skills through internships 

and providing relevant training in the formal and informal sectors, in essential life skills, 

 
1 The evaluation results in support of this positive assessment of Job Corps were based on non-
experimental methods done almost 30 years ago. 
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and in business. The project targets youth between the ages of 15 to 29 who have at 

least 8 years of schooling and provides them with training, private sector internships 

and work experience (World Bank, 2012: 3). 

 

The Kenyan project planned to benefit an estimated 11, 000 young people within the 

first 4 years of its inception. A unique aspect of the project is that it is driven by 

associations of employers who determine the type of training to be provided in each 

sector and who are in a good position to make sure that young people are equipped 

with the knowledge and skills demanded by the labour market (World Bank, 2012: 3). 

Unfortunately, no evaluations of this programme have been conducted so its 

effectiveness cannot be ascertained. This is a recurring theme for most African 

ALMPs- they lack formal monitoring and evaluations which will have major implications 

for future funding or expansion opportunities.  

 

A major contrast between the prerequisites of the interventions across the countries 

discussed above is the level of education. Some country programmes require at least 

an upper secondary education whereas others targeted early school dropouts.  

The regions face different challenges (early school drop-outs vs unemployed upper 

secondary schoolers) and hence the need for differing entry requirements for the 

ALMPs; which will also speak to the success of each programme. Additionally, the 

type of jobs that a country’s economy can offer its unemployed will also influence the 

training prerequisites required from job seekers. More advanced economies will 

require a higher level of education than low-income or emerging economies. 

2.1.2. Initiating self-employment as a form of youth empowerment 

Job search assistance used to form a major part of early 1990s intervention in Europe 

and North America but as of late more policies are focusing on the skills most needed 

by the economy as in the past this was neglected thus limiting the effectiveness of the 

programme. An example is Egypt’s more recent shift towards more demand-driven 

skills development interventions by partnering training providers with the private sector 

(International Labour Office [ILO], 2017: 15). Most of the programmes introduced in 

the 90s focused on providing skills development programmes and initiating self-

employment support. More recently, skills training has been frequently combined with 

financial services and access to credit, with the sole objective of promoting self-
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employment and improving the sustainability of the business projects created. But 

these programmes have faced multiple challenges that limit their effectiveness thus 

making it hard to measure their impact (World Bank, 2012). 

 

Uganda has a Youth Opportunities Programme (YOP) which was initiated in 2005. 

The YOP provides youths with vocational skills to enable them to earn income and 

improve their livelihoods. The program provides a cash grant which allows youths 

between the ages of 20 to 30 to invest in skill training and setting up small businesses; 

and in some cases, the training provides life skills and psychological counselling. 

Participants are required to submit a proposal which if successful the participant will 

receive a lump sum cash transfer of US$7,100 which is typically spent on technical 

support and start-up costs (World Bank, 2012: 3). Since its inception the Ugandan 

Youth Opportunities Programme continues to have large positive economic effects- 

the number of hours of employment outside the household doubled for the beneficiary 

group and their cash earnings increased by nearly 50 percent more than those of the 

control group. The estimated real annual return on capital (of the grants) was 35 

percent on average (World Bank, 2012: 3). 

 

Significant impacts are often estimated for self-employment programmes, but these 

are only appropriate for a limited proportion of the unemployed (Martin & Grubb, 2001). 

In a country like South Africa young workers are relatively less involved in self-

employment than adult workers as a lack of capital is a major constraint to this 

endeavour (Mlatsheni & Rospabe, 2002). This statistic is further exacerbated along 

racial lines where only 4,8% of Blacks are in self-employment compared to 7,1% of 

whites (Mlatsheni & Rospabe, 2002). 

2.1.3. Public Works Programmes 

The Expanded Public Works Programme (EPWP) is South Africa’s largest ALMP 

whose aim is to promote economic participation amongst marginalised job seekers. 

Public works programmes are often launched with several objectives in mind. The 

most common of which is often to provide poor households a source of income by 

creating temporary jobs. 
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 In Southeast Asia governments introduced a variety of public works programmes. 

East Asia did not have a strong tradition of active labour market programs with the 

exception of the fairly widespread use of public works to create work or earning 

opportunities on a short-term basis. Other instruments such as employment services 

or retraining have not been used in any significant scale to integrate unemployed 

workers into the labour force. This reflects the region’s stage of development and its 

prevailing ideologies regarding the role of public policy, and it also reflects the low 

unemployment rates in most countries post 1997 (Betcherman et al., 2000: 23). Public 

works programmes in the Philippines have created at least 476, 000 jobs.  

 

Indonesia reintroduced the labour-intensive infrastructure construction programmes 

that had been phased out in the early 1990s. The Korean public works programmes 

generated 440,000 jobs in 1998 and nearly 1.2 million jobs in 1999 providing jobs for 

the country’s 1.7 million unemployed. Without the presence of unemployment 

insurance funds, public works programmes provide workers with much needed 

income. These schemes have also proved more cost-effective than income support 

systems such as subsidies. For example, the Indonesian public works programme 

spent less than $4 for each $1 that was transferred to the poorest 15 percent of the 

population (Islam et al., 2001: 16).  

 

The objectives of a public works programme may well change over time. For instance, 

the Bolivia’s Plan Nacional de Empleo de Emergencia (PLANE) was launched as a 

temporary intervention with the aim to create employment for poor families in urban 

and rural areas during the economic crisis. But it was extended and incorporated as a 

permanent anti-poverty instrument in the Red de Proteccion Social (RPS), due to the 

prolonged difficult economic and social circumstances. Similarly in Mexio, the 

government launched the Programa de Empleo Temporal (PET) to support income 

generation of the most vulnerable and it is currently addressing the structural problems 

which inhibit income and employment generation (Milazzo et. al., 2009). 

 

For South Africa, the success of the programme cannot be strongly advocated as the 

duration of the jobs was very limited, there was a lack of training, and low labour 

intensity that increased the cost per job created. There is also little evidence 
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supporting the notion that EPWP projects improves participant’s subsequent transition 

to formal private or public sector employment (National Treasury, 2011: 22). 

 

Given the variation in use and efficiency of public works programmes in several 

countries, it is useful to ask what exactly makes the programme a successful safety 

net that can create employment and reduce poverty? A thorough study conducted by 

Milazzo et.al., (2009) highlights the following as important factors for a successful 

public works programme: a) it is important to consider a public works programme that 

has clear objectives, following examples of patterns from countries with similar income 

levels; b) the program has to result in the creation of a valuable public good; c) the 

programme has to be carefully designed and the incorporation of all key features such 

as the level of the wage rate and labour intensity has to be defined; d) a credible 

monitoring and evaluation system right upfront prior to launching of the programme. 

 

Perhaps as a solution to the major youth unemployment in the country, South Africa 

still has a very long way to go in terms of redesigning a public works programme that 

is suitable to the country’s needs. 

2.1.4. Subsidised jobs 

The South African government implemented the country’s first wage subsidy 

programme to combat youth unemployment in 2011, which is National Treasury’s 

most direct and most expensive labour market intervention to date. The Employment 

Tax Incentive Bill (ETI) is a tax incentive that firms which are registered for Pay-as-

You-Earn (PAYE) tax can claim when they hire a worker between the ages of 18 and 

29 (National Treasury, 2011). The wage subsidy is meant to address labour market 

imperfections through three major channels:  

i) Risk discount: The wage subsidy compensates an employer for the costs and 

risks that are associated with hiring young workers whose productivity is 

uncertain. 

ii) Training compensation: The wage subsidy compensates an employer for the 

training and up skilling costs that firms incur when they hire a young skilled 

worker 

iii) Labour market participation: The wage subsidy improves the hope and 

confidence among the youth regarding their employment prospects. There is 
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an argument that the subsidy programmes can increase the job search efforts 

of the targeted workers since it gives them the expectation that their success 

rate in the labour market is now higher (Moeletsi, 2017: 5). 

 

The British government tackled youth unemployment through various similar 

interventions in order to prevent further long spells of unemployment. The New Deal 

for Young People programme was developed with the aim to increase the likelihood 

of entering a job for those with 6+ months of unemployment in the current spell. There 

are two stages of the intervention. First, after 6 months of unemployment, participants 

are placed into a Gateway programme that provides intensive support for and 

monitoring job search activity. Then if nothing comes of the job search, the participant 

is placed onto one of a range of options- which are either subsidized jobs offered by 

the private sector, subsidized self-employment, an environmental or charitable sector 

work experience scheme or full time education (Gregg, 2001:627). The New Deal is a 

classical combination of efforts intended to improve the employment prospects of 

unemployed youth by containing elements of job search assistance, subsidised 

employment, retraining and public employment.  

 

Through a study for estimating what the effects of the New Deal (UK) employer 

subsidies are on reemployment rates Van Reenen (2004) focused on the 

reemployment rates at the end of the Gateway period. By using differences-in-

differences estimates the findings were that the employment rates of eligible 18 to 24- 

year olds are around 5 to 11 percentage points higher at the end of the four-month 

Gateway period due to the New Deal. Additionally, he suggests that about half of this 

programme effect is due to the subsidisation of employment (Van Reenen, 2004). 

 

Contrary to traditional employment programmes, Gerfin & Lechner (2002) find a 

successful Swiss temporary employment programme that is unique. This programme 

is based on a wage subsidy scheme where the unemployed are encouraged to accept 

jobs that pay less than they would receive from the unemployment insurance. The 

difference with this programme is the jobs are within the regular labour market. Here, 

the presumption for this positive effect is that working in a job in the competitive market 

is valued by potential future employers because the unemployed keep work-habit 

specific human capital. What this means is that working in a market environment is 
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different from the work environment in an employment programme intended solely for 

the unemployed. Carling and Richardson (2001) came to a similar conclusion for 

Sweden. They reported that the more regular work participants are allowed to engage 

in, the better the programme is relative to others.  

 

Instead of requiring the eligible unemployed to seek subsidised employment on their 

own, some countries have opted to facilitate the matching process between subsidised 

employment and eligible workers. This is done by requiring firms to post vacancies for 

jobs they would like to fill with subsidised workers to local employment service offices.  

This type of ALMP was enacted in Australia and Germany. In Australia the programme 

is called Jobstart, and various evaluations estimate that programme participation 

boosted employment rates of participants by at least 30 percentage points after the 

subsidisation period came to an end. This type of subsidised employment was found 

to be more effective than any of the other Australian ALMPs, such as retraining (Smith, 

2006: 17). 

 

Levinson (2007) did an extensive study on the pitfalls of wage subsidy programmes 

which make them susceptible to criticism. Levinson explains that the wage subsidy 

favours targeted workers over those who are not part of the target group. The 

untargeted group has two subgroups, those who are employed and those who are 

unemployed thus there are two kinds of displacement effects. The first one is referred 

to as the “substitution” effect. The substitution effect happens when a subsidized 

worker is hired at the expense of an older worker. This means that firms are not 

actually increasing their total employment in response to the subsidy but rather are 

hiring a subsidised worker and firing an ineligible worker who has different 

characteristics. Hence firms are simply reshuffling the pool of the unemployed instead 

of absorbing parts of it.  But with the strict labour market regulations in South Africa, 

such dismissals would be difficult to implement, hence it is unlikely that this substitution 

effect would occur at a significant rate. National Treasury’s argument is that the 

differences in worker productivities of young and older workers would prevent the older 

workers from being substituted (National Treasury, 2011). 

 

The second displacement effect occurs when a new employment opportunity arises, 

and a young worker is favoured over an older worker which is actually the main aim of 
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the Employment Tax Incentive (ETI)- to provide young people an easier chance of 

entering the labour market. Levinson (2007) argues that this displacement should not 

be a major concern as the absolute monetary amount of the subsidy is so small that it 

is unlikely for this substitution effect to occur at low paying jobs (Levinson, 2007). 

Additionally in order to counter this displacement effect, a penalty fee of the sum of 

R30 000 is payable to SARS if an employer is found guilty of displacing workers 

(National Treasury, 2011). 

2.1.5. South Africa’s expenditure on ALMPs in comparison to other 

countries 

There are large cross-country differences in the intensity of the public spending effort 

on ALMPS. Within the OECD, overall spending on ALMPs is relatively high, 

particularly in Denmark, Sweden, Netherlands and Finland where more than 1% of 

GDP is dedicated towards ALMPs. The US, Japan, Korea and Israel are amongst 

those with below OECD average expenditures on their ALMPs. Expenditure data for 

South Africa indicates that spending is concentrated more on direct job creation efforts 

through EPWP (about 81%) and skills development via NSF and learnership 

programmes (about 17%). But spending on public employment services and private 

sector incentives is very low as a share of GDP (National Treasury, 2011). 

 

In previous years, active spending tended to be essentially unresponsive to the 

business cycle. But as Table 1 below indicates, this time there is a difference: public 

spending on ALMPs has been much more responsive to the increase in 

unemployment since 2007 than would have been expected on the basis of past 

business-cycle trends. However, the increase in spending on ALMPs has not been 

large enough in most cases to maintain the level of support per unemployed job seeker 

at the pre-crisis levels (Martin, 2015 :4). 
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Table 1: Indicators of the intensity of ALMPs, 2007 and 2012 

 
Source: OECD Database on Labour Market Programmes 

 

2.1.6. Volunteering as a means to preparing for work  

Volunteering is an important behavioural strategy with regards to increasing 

employment possibilities for emerging adults (Shore & Tashchian, 2013). According 

to Krumboltz (2009) individuals engage in behaviours in both planned and unplanned 

contexts that result in cumulative learning experiences when volunteering. These 

experiences influence future actions and are associated with the acquisition of 

newfound skills, interests, knowledge, beliefs, preferences, and emotions. 

Country 2007 2012 2007 2012 2007 2012

Australia 0.31 0.29 76 57 1.5 2.3

Austria 0.67 0.75 54 58 3.8 3.7

Belgium 0.68 0.81 34 39 5.4 6.9

Canada 0.28 0.24 51 41 0.6 0.5

Chile 0.11 0.10 0 43

Czech Republic 0.25 0.26 125 108 1.2 1.1

Denmark 1.29 2.10 86 124 4.7 6.0

Estonia 0.05 0.29 50 66 0.2 1.0

Finland 0.86 1.03 60 71 3.7 4.4

France 0.94 0.90 76 62 6.1 5.1

Germany 0.75 0.69 58 70 4.0 3.3

Greece 0.15 0.22

Hungary 0.35 0.73 97 174 2.3 7.4

Ireland 0.64 0.91 70 34 3.1 4.0

Israel 0.19 0.17 31 30 4.3 4.5

Italy 0.46 0.45 67 28 6.9 4.6

Japan 0.18 0.21 64 62

Korea 0.13 0.32 52 107

Luxembourg 0.46 0.62 88 95 6.2 7.9

Mexico 0.01 0.01

Netherlands 1.10 0.98 78 51 3.4 4.1

New Zealand 0.34 0.29 148 78 2.0 2.3

Norway 0.55 0.54 262 154 2.3 2.2

Poland 0.50 0.42 98 140 3.6 3.6

Portugal 0.51 0.49 49 30 3.2 3.4

Slovak Republic 0.22 0.26 61 59 2.8 3.1

Slovenia 0.20 0.27 67 32 3.5 2.8

Spain 0.79 0.89 54 31 19.6 11.4

Sweden 1.02 1.33 138 202 1.2 1.1

Switzerland 0.55 0.57 98 97 1.2 1.2

United Kingdom 0.31 0.41 194 137

United States 0.12 0.12 40 30

OECD 0.50 0.57 72 67 3.6 3.6

% of GDP

Public Expenditure on 

ALMPs

Ratio of ALMP spending 

to passive spending

% % of labour force

Participants stocks on 

ALMPs excluding PES 

and administrationcosts



 24 

Volunteering is an example of an exploratory activity that has the potential to generate 

beneficial outcomes and events, including direct experiences that can lead to a set of 

new skills (Krumboltz, 2009). 

 

Volunteering activities provide opportunities for individuals to come into contact with 

others and engage in enriching experiences that lead to ongoing accumulation of 

knowledge and life experiences (Konstam et. al., 2014). It has theoretically been 

suggested that volunteering contributes to the career development of individuals (Elis, 

1993; Krieshok et al., 2009). A national survey conducted in the United States, found 

a significant and stable association between volunteering and employment among 

individuals older than 16 years (Spera et.al., 2013). But findings to date are minimal 

and may not be generalisable to young adults navigating the current labour market, 

specifically in terms of finding high-skill and high-paying jobs. 

 

An argument can be made that volunteering allows for the exploration of one’s skillset 

and abilities. To support this assertion, Tuffrey (2013) finds that effective corporate 

Employee Volunteer Programmes significantly increase levels of job satisfaction. 

Additionally, longitudinal studies have supported that volunteering appears to have 

long-term positive effects on career development (Wilson & Musick, 2003). In their 9-

year survey of college freshmen, Astin et.al., (1998) found that students who 

volunteered during their time in college were more likely to obtain graduate degrees 

and higher paying jobs. Wilson and Musick (2003), in contrast found that women who 

volunteered were not better positioned to be employed 18 years later. But they were 

more likely to have higher status jobs in comparison to those who has not volunteered. 

The findings from this research support Astin’s findings as the youth from the AVA 

programme reported that they were inspired to further their studies after completing 

their respective AVA programmes. The career prospects for youth with a tertiary level 

education are much higher which means that these youth are in a better position to 

find higher paying jobs. 

 

Limited research findings suggest that individuals benefit from engaging in volunteer 

activities; most likely by accruing social capital and job-related skills. Konstam et.al., 

(2014) found that a small increase in volunteer hours significantly increased the 

likelihood of reemployment within 6 months of young adults facing unemployment. 
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They further find that volunteering appears to be an effective strategy for young adult 

job seekers across cultural and economic contexts. This is a positive finding for 

practitioners working with unemployed youth, engaging in volunteering activities as it 

appears to be a worthwhile expenditure of time and effort, given the goal of reducing 

unemployment in a challenging socio-economic environment. 

2.2. Measuring Youth Unemployment Durations and Outflow Rates 

While youth unemployment rates indicate the magnitude of the problem South Africa 

faces, it fails to capture the intricate nature of unemployment as it fails to take into 

account the duration that individuals spend in unemployment (Ismail & 

Kollamparambil, 2015: 301). Duration dependence is often estimated by use of the 

hazard rate (out of unemployment); which examines how the conditional probability of 

leaving the state of unemployment changes as duration increases. It is the probability 

that an individual will make a transition into employment, in a given interval, conditional 

on having been in a state of unemployment at the beginning of said interval (Brick & 

Mlatsheni, 2008: 2). Economic theory would suggest that duration dependence is 

negative thus it is commonly perceived that short-term unemployed job seekers find 

jobs much faster compared to their long-term unemployed counterparts. For instance, 

Shimer (2008) shows that the rate of finding a job declines across the first 12 months 

of an unemployment spell, using pooled data from the Current Population Survey. The 

findings of Kroft, Lange & Notowidigdo (2013) show that the rate of finding a job falls 

sharply with the length of the unemployment spell, particularly during the first few 

months. However, beyond one year of unemployment, a much weaker relationship 

between the job-finding rate and unemployment duration exists. 

 

The duration of unemployment in developing countries averages around 42 months. 

In Sri Lanka the unemployment duration is four years or more oddly, with the more 

educated having longer spells. In Ethiopia, young men and women are on average 

unemployed for 45 months which is similar to China whose figure is 47 months and 

36 months for South Africa (Serneels, 2007: 178). 

 

Although there is a broad rapport amongst researchers that the escape from 

unemployment declines with the duration, there is less agreement about whether this 
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represents a causal relationship or simply a correlation, driven by the composition of 

the unemployed pool. In their review of the large literature of Europe-based empirical 

studies, Machin & Manning (1999) find little evidence of duration dependence, once 

observable fixed characteristics are controlled for. This is contradictory to the findings 

of Imbens & Lynch (2006), who used a sample of 5000 young women and men from 

the National Longitudinal Survey Youth Cohort 1979. After controlling for a rich set of 

individual characteristics, they found evidence of negative duration dependence in the 

rates of finding work.  

 

There are also contradictory findings in the literature on how the duration dependence 

varies with labour market conditions.2 For instance, Imbens and Lynch (2006) find that 

duration dependence is stronger when local labour markets are tight, which is what 

Sider (1985), as well as van den Berg and van Ours (1996) reported. Conversely, 

Dynarski & Sheffrin (1990) find that duration dependence is weaker when markets are 

tight; while others find that the interaction effect between market tightness and 

unemployment duration varies over the length of the spell. For instance, it may be 

possible to have the interaction effect be positive for some unemployment durations 

and negative for others (Butler & McDonald 1986; Abbring, van den Berg, & van Ours 

2001). 

 

The challenge that the observational studies discussed above face is that they cannot 

separate unobserved heterogeneity from “true” duration dependence. Individual 

differences in the rates of finding a job that are not observed by researchers will lead 

to decreasing job-finding rates in the population, even if job-finding rates themselves 

do not decline with duration (Kroft, Lange & Notowidigdo, 2013: 1129). The theoretical 

predictions of the search model suggest that the rate at which the unemployed find 

work should decrease over time, due to compositional effect and duration 

dependence. Compositional effects are the natural ordering that happens when 

superior job candidates exit unemployment and the remaining pool of candidates have 

a decreased probability of receiving a job offer. Duration dependence suggests that 

those who have been in unemployment for long periods of time, lose skills and 

decrease the intensity of their job search efforts over time (Blanchard & Diamond, 

 
2 The relationship between market tightness and duration dependence may be driven by the cyclical 
variation in the skill composition of unemployed workers (Darby, Haltiwanger & Plant, 1985). 
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1994: 422). Intuitively, as unemployment durations lengthen, then the pool of 

unemployed individuals increasingly shifts to those with permanently low job-finding 

rates (Kroft, Lange & Notowidigdo, 2013: 1129). 

 

A number of studies predict that duration has a causal effect on job-finding rates. First, 

employer screening models emphasise unobserved worker heterogeneity and sorting. 

When a firm matches with an applicant, it receives a signal about the unobserved 

productivity of the worker and bases its hiring decision on this signal (Vishwanath, 

1989; Lockwood 1991). A firm that is seeking a suitable candidate to fill a vacancy 

views unemployment duration as negatively correlated with unobserved productivity 

as a longer unemployment spell reveals that prior firms learned the worker was 

unproductive. On average the long-tern unemployed will have lower exit rates than the 

short-term unemployed. An implication of screening models is that the gap in exit rates 

contracts in slack labour markets3. Therefore, workers match less often with firms in 

slack markets; thus spell length is less indicative of the unobservable characteristics 

of workers than it is of the overall aggregate labour market conditions (Kroft, Lange & 

Notowidigdo, 2013: 1130). 

Second, human capital models focus on how a single worker’s skills depreciate as 

their unemployment spell lengthens. Intuitively, in this millennial era where technology 

and software advances swiftly, it is reasonable to assume that the longer one stays 

out of employment the more out of tune they will be with current work operations. In 

this case, the model also generates negative duration dependence (Acemoglu 1995; 

Ljungqvist & Sargent 1998). 

  

Third, ranking models (Blanchard & Diamond 1994; Morscarini 1997) emphasize the 

consequences of crowding in the labour market; in these models, vacancies potentially 

receive a number of applications. Ranking models assume that when firms are faced 

with multiple applicants, the applicant with the shortest unemployment spell will be 

favoured. The immediate implication is that the exit rate from unemployment is a 

decreasing function of duration. To add to this, in tight labour markets, applicants for 

a given position are less likely to face competition from applicants with shorter 

 
3 In labour economics, a tight market has more jobs than workers. Whereas a slack market has more 
workers than jobs 
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durations; which means that under employer ranking, duration dependence is weaker 

in tight labour markets. 

 

Lastly, some models of duration dependence emphasize changes in search 

behaviour. Over time, workers may become discouraged and reduce their search 

intensity or they may have fewer vacancies to apply to- as in stock-flow search models 

(Coles & Smith 1998). 

3. Research Questions and Findings 

The primary research questions addressed in this study are: 

i) How effective have the active labour market programs introduced by both 

government and other NGOs been in reducing youth unemployment? 

ii) What proportion of those who went through the AVA program got 

employment after completing the programme; and what are the other 

common exit states? 

iii) What is the duration of unemployment that these participants experienced 

post AVA and is it any different from before they joined AVA? 

iv) In what way do the other determining factors of unemployment affect the 

AVA participants? 

v) Is it possible to translate the lessons from AVA’s program to a national level 

or to implement this program with other programs? 

 

This case study’s findings reveal that, on a global scale, there are mixed results on 

the effectiveness of labour market interventions with a few programmes working really 

well- particularly those who are closely partnered with the private sector. There is a 6-

month difference in unemployment duration before and after the programme which is 

indicative of the impact that the skills learned through volunteering is adding to the 

youths’ employability. The most common exit state for the participants is employment 

with 50 percent of the participants finding employment after work; 40.5 percent opt to 

further their studies and the remaining 9.5 percent continue to be unemployed. The 

other determining factors for unemployment such as individual characteristics, 

household characteristics, social capital and job search activity are found to affect the 

participants in a similar way as what the literature describes. Unfortunately, given the 
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small sample of the study, there can be no implications drawn from the analysis that 

could influence policy. 

4. Background to AVA 

Action Volunteers Africa (AVA) is a youth empowering NGO based in Wynberg, Cape 

Town. Their model aims to illustrate volunteering as a key to unlocking the potential of 

unemployed youth within the Cape Town metropolitan. Unemployed youth can apply 

to any of their three volunteering programmes through an online application or by 

going directly to their offices. 

 

AVA has a two-tiered approach to upskilling youth. The first step of the model is for 

the participants to go through training where they undergo comprehensive orientation 

training and receive ongoing support during their work placement. The volunteering is 

enriched by a unique self-development curriculum designed to encourage the 

volunteers to identify and strengthen their innate abilities while gaining valuable first-

time working experience. Through the self-development component the volunteers are 

exposed to sessions designed to build a positive mindset and navigate the obstacles 

preventing them from achieving their full potential.  

 

Often youth find themselves in various progress-hindering socio-economic challenges 

that places them at a great disadvantage. Through the self-development component 

of AVA’s programmes the youth are able to see themselves in a more positive light, 

surpassing their circumstances because the effects of negative labour market 

experience have been well-documented to cause depressive symptoms (Mlatsheni, 

2014: 23). The importance of having a self-development component to the programme 

where self-worth and self-awareness can be cultivated is that it gives young people a 

sense of ownership and responsibility for their future because it is important that in 

addition to their education and training young people also develop a sense of 

ownership of their future along with the skills and competences to make an informed 

decision about their future (Hawley et al., 2012:59). Through the self-development 

aspect of the programs AVA is giving holistic support in that they are not just equipping 

the young people with skills to help them transition to work but they are also providing 

guidance. If young people are to be equipped with confidence and competences 



 30 

necessary to manage their progression independently, there needs to be 

accompanying guidance and measures to promote ‘pathways’ for young people; in 

addition to the skills development they are receiving (Hawley et al., 2012:59). 

 

Given that young people are not a homogenous group, and even though it is 

impractical to tailor a programme to every individual’s needs it is helpful to have 

options which the young person can choose from thus ensuring that their interests are 

met. AVA has three different programmes from which participants can choose from, 

each has been briefly described in the following sub section. All the programmes 

offered at AVA have an on-the-job focus where participants are placed as volunteers 

on one of their three programmes namely: Work for Progress, Khanyisa and 

YearBeyond. A transport allowance of the sum of R2000 a month is awarded to the 

volunteers to assist them with getting to and from work. In addition, the volunteers 

have access to one on one career coaching and support in planning their individual 

career goals. Since their inception in 2012, AVA has helped 700+ young people to 

secure further opportunities for work or full time study and have firmly set youth on the 

path towards sustainable careers (Action Volunteers Africa, 2015). 

 

4.1. The Three AVA Programmes 

4.1.1. Work for Progress 

AVA’s core programme started in 2013, aimed at youth between the ages of 18-25 

who have not yet managed to progress after school, AVA connects these youths to 

full-time volunteering positions in a variety of NGOs.  The curriculum focuses on the 

development of new basic skills and supports the volunteers in building the confidence 

they need to reap the full benefits of their experience. 

 

In 2017 AVA partnered with a variety of small businesses that were willing to host 20 

recruits. Recruits have been working full-time in the partner businesses, gaining new 

valuable skills and have started adding value to their host companies. The aim of the 

programme is to get small businesses to recognize the willingness of young people to 

learn and the value they can add with a little guidance, patience and mentorship. 

Besides the obvious benefits of gaining skills, experience and self-confidence, the 
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AVA Work for Progress programme enables young people to identify future 

opportunities and advance their careers. 

4.1.2. Khanyisa  

Through this programme unemployed youth gain valuable work experience while 

playing a meaningful role in society. The ongoing self-development allows an 

opportunity for them to grow in self-confidence and use this as a stepping stone to 

further their opportunities.  

 

Volunteers implement the Shine4 reading model with grade 2 learners in school who 

have been struggling with confidence in reading. This intervention gives the learners 

the opportunity to improve reading skills in a fun environment, while building 

meaningful trusting relationships with young mentors. Shine has successfully trained 

volunteers to run the Shine paired and shared reading, in turn these volunteers have 

taught learners to read.  

 

This program allows volunteers the opportunity to explore their passion for teaching 

and develop the ability to expand their horizons and networks in the education 

department. In 2015 this programme was piloted in 3 schools, working with 20 

volunteers. In 2016, with support from the Jobs Fund, LiteraSEA the programme ran 

in 8 schools with 60 volunteers. In 2017 the programme has expanded into 24 schools 

with 100 volunteers. 

 

4.1.3. YearBeyond (YeBo)  

This is a flagship youth development programme of the Western Cape Provincial 

Government, designed to improve educational outcomes in underperforming primary 

and high schools around the province. AVA recruits and orientates bright and 

motivated young people as volunteers to tutor and mentor learners in school-based 

extramural programming, while simultaneously giving them the opportunity to build 

their personal profile through developmental activities.  

 
4 The Shine Literacy Programme conducts assessment of foundation phase learners to identify those 
needing literacy support and works to build those learners’ literacy skills through paired reading 
conducted by volunteers. 
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YearBeyond is a partnership between the Western Cape departments of the Premier, 

Education, and Cultural Affairs and Sports. AVA piloted YearBeyond in 2014 with 20 

volunteers in four schools in the Cape Flats and in 2015 they scaled up to 16 schools. 

In 2016 the programme expanded again, running in 22 schools. The programme has 

consolidated in 2017 and is running in 20 schools with 105 volunteers. This unique 

initiative is a collaboration between a variety of educational NGOs  and other NGO 

implementing agents. The programme has a dual development focus: educational 

enrichment for learners, and leadership and employability readiness for volunteers. In 

this way, the model is characterised by a pay-it-forward approach; what the 

organisation gives to volunteers, they give to learners.  

 

From the participants who responded to the survey, 35 went through the Year Beyond 

programme while 8 completed the Khanyisa programme and 3 completed the Work 

for Progress programme. 

5. Data Description 

5.1. Non-experimental research design 

The before-and-after method is the non-experimental design used for this research. 

Although it suffers from many threats on internal validity and with the absence of a 

control group – where no strong causal effects can be attributed to the programme 

intervention itself; it was chosen for its ability to provide preliminary evidence for 

intervention effectiveness which can be most useful when supplemented with 

complementary information. The non-experimental research design is outlined below: 

 

One group pre-post-test design 

This is a presentation of a pre-test, followed by a treatment, and then a post-test where 

the difference between O1 and O2 is explained by X: 

 

     O1 X O2 

However, some prominent threats to the validity of the above assertion exists: 
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• History – between O1 and O2 many events may have occurred apart from X to 

produce the differences in outcomes. The longer the time lapse between O1 

and O2, the more likely history becomes a threat. 

• Maturation – between O1 and O2 the programme participants will have grown 

older or internal states may have changed and therefore the differences 

obtained would be attributable to these changes as opposed to X (Campbell & 

Stanley, 1963) 

The data used for this research is based on an online survey administered to post-

AVA participants i.e. those participants who have gone through the programme. The 

survey contains labour market related data associated with young Blacks and 

Coloureds between the ages of 18 to 28, residing in the Cape Town area; which means 

it is not a representative sample of the Cape Town Metropolitan area but reflects a 

young unemployed contingent of Blacks and Coloureds in Cape Town.  

 

This is a simple before and after survey where the survey tried to gauge whether 

completing the programme had any impact on the participant’s unemployment 

duration. Detailed information on labour market status outcomes was collected both 

from the individual employment status and retrospectively for previous years. The 

survey covered questions about individual and household characteristics, level of 

schooling, attitude towards self-development, unemployment duration before and after 

joining AVA, number of job offers before and after the programme, reservation wages 

as well as current exit states. The duration of unemployment is measured as the length 

of time between the date of entry into unemployment before joining AVA, and the 

amount of time spent before finding a job after completing the AVA programme. 

Appendix A has the full list of questions asked in the survey. 

 

To ensure that the survey was sufficiently sound, consistent and provided relevant 

evidence; I ensured that the measurement of information was consistent across all 

respondents through using a structured survey. There was a set list of options for each 

question to ensure that the information is consistent. For example, the unemployment 

duration was measured in months, income bands were set from which the respondents 

could select their household income, education bands were set from which 

respondents could select their highest level of education etc. In measuring 
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unemployment duration, the questionnaire incorporates different types of validity the 

first of which is face validity. Questions asking participants to rate their level of self-

awareness and work-readiness both employ this type of validity. Criterion validity was 

applied across criteria such as the amount of time spent on a weekly basis searching 

for jobs, the number of jobs offers received and the reservation wage of the 

participants; which are all variables that we would expect unemployment duration to 

be correlated with. 

 

Of the 800+ participants who had gone through the programme, the AVA facilitators 

had only retained 106 of those participants’ contact details. The questionnaire was 

sent out to those 106 participants requesting them to fill out a short survey.  

 

Participation in the survey was completely voluntary and the participants could opt not 

to answer the survey by selecting the “No” option at the beginning of the survey which 

asked for their consent to participant in the survey. In order to increase the response 

rate an incentive was given in the form of three R500 shopping vouchers for three 

lucky winners who completed the survey.  

5.2. Ethical Considerations 

Ethical clearance was obtained from the Action Volunteers Organisation to firstly send 

out a survey to their participants where they would share their experiences with the 

organisation. Then a second leg of consent was obtained from participants where the 

first page of the survey asked the participants whether they consent to answering the 

survey. If the participant clicked “yes” then the browser would guide them to the next 

section; if they clicked “no” then the browser would take them to the end of the survey 

without capturing any of their information. Only one participant refused to take part in 

the survey. The participants were guaranteed anonymity therefore all the names of 

the participants have been altered to protect their identities. 

5.3. Data Limitations 

The response rate to the survey was not very good as there were roughly three 

responses a week from the time the survey was sent out in June 2018 till January 

2019. In an attempt to get more responses, I switched my method of data collection to 
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telephone interviews. However, the facilitators only had forty participants’ contact 

numbers and of those forty only ten were reachable and completed the survey via 

telephone. The survey was sent out three more times to those participants, who had 

still not answered the questionnaire between the months of August and September. 

But in the end, after four months of keeping the survey open and sending out emails 

prompting responses; I only managed to have 42 responses out of a total of at least 

800 participants. In another attempt to get more responses to the survey, a text 

message was sent to fifty newly graduated AVA participants, with a link to the survey. 

Of those fifty participants only 4 participated by answering the survey between the 

months of December 2018 and January 2019. In the end the survey received a total 

of 46 responses as such a qualitative approach was adopted to understand the 

experiences of the participants and how AVA has affected their unemployment 

durations. The relatively small number of participants who responded to the survey 

affects the extent to which their responses could be seen to be representative of the 

participants of AVA in general and even less so the marginalised youth demographic 

of the Cape Town area. 

6. Data Analysis 

Generally, voluntary programs are found to be more effective than mandatory 

programmes (Friedlander, et al., 1997) and in the case of work experience programs, 

private sector programs are thought to be more effective that those run by the public 

sector (Kluve, 2006). For some unemployed, participating in an ALMP might not be 

very attractive as some may see it as a tax on leisure which will force them to increase 

their job search efforts and lower their reservation wages, and as a consequence they 

will leave unemployment faster when faced with a threat of a mandatory programme 

than without the threat (Rosholm & Svarer, 2008: 4) but these considerations only 

apply where there is some form of unemployment support which creates the choice to 

remain on the assistance or to participate in the ALMP with the possibility of finding 

work at a lower wage than one’s reservation wage. The idea is that, anticipation of 

participation in ALMP may affect the hazard rate out of unemployment from the first 

day of unemployment, which makes estimating the effectiveness of programmes on 

reducing unemployment duration biased. But since participation in AVA is not 
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mandatory and South Africa does not have monetary unemployment support, thus the 

threat effect on this programme does not apply.  

 

As previously mentioned, the analysis of the survey is qualitative. I have grouped the 

participants into various sub-groups by gender, household and individual 

characteristics, job search activity, and reservation wage. Each section of the analysis 

is themed by different unemployment duration determining factors. By using the 

participants’ reported unemployment duration (in months) each section discusses how 

AVA has played a role in affecting the unemployment duration of its participants across 

the various determining factors. As part of the post-programme effect analysis, in 

addition to looking at AVA’s impact on unemployment duration; I look at how AVA 

influences other important factors such as attitudes when faced with unemployment 

and trying to find work. Unemployment duration for this study is defined as the time 

spent job seeking before and after the programme. 

6.1. Selected sample composition 

It is well known that unemployment in South Africa runs along racial lines, as well as 

gender, spatial and educational lines. Table 2 summarises all the participants into basic 

description groups. Majority of the participants are black and female; very few of them 

come from households where there is not at least one person who is currently 

employed in one or other sector. There is an equal number of participants who have 

dependents as there are participants who have none and only 18 of the 46 participants 

come from households where there is at least one grant recipient.  
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Table 2: Summary of participants 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The deliberate structuring of a political and economic system that was designed to 

secure the advantage of one ethnic group at the expense of the inhabitants of the 

country- is of course the main reason for these structural differences in level of income, 

education and consequently unemployment. As a result more Africans than any other 

racial group are unemployed, more rural than urban dwellers are unemployed, and 

more women than men are unemployed (Schöer, 2004:5). It is not surprising then that 

evidence supports that unemployment duration in South Africa varies by race; even 

more so that the racial composition of the AVA participants is completely made up of 

coloured and black youth. It generally takes black youth longer to transition to a first 

job, but there is no difference in hazard rate between whites and coloureds, according 

to a study done by Lam et. al (2010) using data from the Western Cape Province. 

While 25 percent of the White unemployed who are actively looking for work find jobs, 
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only 10 percent of similar Africans find work (Kimani, 2015: 101). White youth are often 

much more educated and more connected than their racial counterparts which gives 

them a greater competitive advantage compared to their counterparts. Therefore, it is 

very seldom that white youth would participate in an unemployment programme like 

AVA which is why the sample is completely made up of black and coloured youth. 

 

From the table above, it can be observed that the participants’ education levels are 

not very high as majority have only completed their secondary education obtaining 

their matric. And even though there are only 2 households with no employed members, 

50% of the households are still dependent on state grants as a source of income; 

which speaks to the remnants of apartheid and how it has impacted the livelihoods of 

these young people. 

6.2. Factors Affecting Unemployment Duration 

The empirical model for unemployment duration controls for observable variables that 

are likely to affect a young person’s cost of unemployment, leisure, income 

preferences, or distribution of employment opportunities. Individual characteristics 

such as age, gender, educational attainment, household composition, prior work 

experience etc. are all such variables. This section looks at what the findings of the 

literature are pertaining to the effect that these factors have on unemployment 

duration. Some inference is also drawn from the data collected through the survey to 

support or contrast what the literature has to say.  

6.2.1. Gender 

Through volunteering, youth from disadvantaged communities gain insight into the 

workplace, the stability of having a routine and access to networks, which is why 

volunteering is seen as a meaningful transitional period for elevating youth into full-

time work. Most volunteering programmes often involve the youth with community-

service work which gives them a feeling of fulfilment, purpose and the confidence that 

comes with being needed. But voluntary work means there is no income, which means 

maintaining commitment to the volunteering job could be challenging. Volunteering 

also often results in gender-bias, with more women completing the programme than 

men, who are generally under more immediate pressure to provide financially for their 

families (Dieltiens, 2015: 10).  



 39 

 

The survey asked participants to state, in months, the length of their unemployment 

duration before they joined AVA as well as the length of their unemployment duration 

once they completed their respective programme. Generally, women have longer 

unemployment durations as compared to men due to reasons associated with 

childbearing and rearing. But from our sample, there is roughly only a one-month 

difference in mean durations between men and women both before and after the 

programme; each reducing with about 6 months respectively after the programme. 

The reason for the small difference in unemployment duration between males and 

females could be because the sample of participants is very young and therefore most 

of the females have not reached childbearing age yet as many of them have just 

recently matriculated. There are actually only two females in the sample who have 

their own children and 4 males with children. 

 

When asked to express their unemployment experience before and after AVA one 

male had this to say: 

Before I joined AVA, I never had any luck finding employment. I 

completed my matric and I just could not find work which was 

important because I have a child to support. But after completing my 

Year Beyond programme I was able to find work within less than 2 

months. I joined AVA because at the time I couldn't find a job and I 

got the call to come for an interview and from that moment I decided 

to do well on the interview and remain in the program for the entire 

duration and then make friends and work on improving certain skills 

of mine which I have  

 (Ntando5, 23 years old, male with 1 child). 

 

Of the 26 females in the survey, 9 said they never had any luck finding work before 

they joined AVA and 4 of those 9 have continued to remain in unemployment even 

after completing their respective AVA programmes. One of the participants who said 

they never had any luck finding employment before AVA had this to say:  

 
5 All the names of the participants are fictitious in order to protect the identity of the participants. 
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Although I am not currently looking for work, I believe it would take me 

shorter to find work now that I have completed my AVA programme 

(Simi, 22 years old, female with 1 child). 

There appears to be a much greater sense of urgency for Ntando* to find a job 

compared to Simi*. 

 

Table 3 below summarises the exit states by gender and the average unemployment 

duration measured in months. 

 

Table 3: Exit states by gender and unemployment durations (months) 

 

6.2.2. Transitions into various exit destinations 

A challenge that many youths face is making a successful transition from school to 

adulthood. The risk of unemployment in the school-to-work transition is associated 

with the standard correlates of inequality (Hällsten, Edling and Rydgren, 2017:236), 

with education, social background and cultural norms playing a key role globally and 

in the South African context. But the reality is that youth still experience difficulty 

entering the labour market for various other reasons either than the ones stipulated 

above (Mlatsheni, 2014:9). Majority of the youth who go through the AVA programme 

end up successfully securing employment, this holds true for both male and female 

participants. The next most dominant exit state is education followed by continued 

unemployment. The female participants are the ones who experience the longest 

duration of unemployment at 7 months while their male counterparts only experience 

3.5 months of unemployment. Interesting to know is some of the reasons why such a 

considerably large proportion of the participants opt to continue with higher education 

even though their odds of finding work are considerably greater after concluding the 

programme. The survey asked the participants who stated that they had gone back to 

Employment 20%

Education 15%

Unemployment 9%

Employment 26%

Education 22%

Unemployment 9%

Gender Exit States
Average Unemployment 

Duration (months)

7

5,5

Male

Female 

43%

57%

2,3

1,95

3,5

1,75
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school to study why they chose to go back to school after the programme, and these 

were some of their responses: 

 

 

To be honest, at first, I joined (AVA) because I had nothing to do and 

didn't want to spend my gap year not being productive but after joining 

and experiencing working in a school and with these kids, I realised 

that there is so much more in giving back and trying to make a 

difference. Once I completed my Year Beyond programme, I decided 

to register at a local TVET because I developed an interest in a course 

I was previously not interested in (teaching) (Neveshni, 20 years old). 

 

It appears quite a number of the participants who went through Year Beyond quoted 

similar reasons for going back to further their studies; that being part of the programme 

ignited a passion for teaching thus enticing them to pursue a teaching qualification. 

Another 20-year-old female said: 

 

I decided to go back to school because I previously did not meet the 

entry requirements for the course, I wanted to do but after completing 

Year Beyond I did qualify for the course (Allison). 

 

An additional reason why such a large proportion of the participants decide to pursue 

a higher education after completing the AVA programme could be that all available 

jobs in the market are for skilled employees and having a higher education is a signal 

to employers that an employee is immediately productive (Ismail & Kollamparambil, 

2015: 305). A total of 6 of the 17 participants who decided to further their studies cited 

‘I wanted to gain more relevant skills’ as a reason for going back to school.  

 

Furthermore, for an unequal country such as South Africa- affordability is a major 

hindering factor for many youths which prevents them from furthering their education. 

The recent student protests revolving around a call for free education, has shed plenty 

of light on the plight of these poor students and the exclusionary reality that exorbitant 

tertiary fees create for poor youth. There were 3 participants who said that their reason 
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for deciding to further their education was based on receiving funding to further their 

studies. One 18-year-old male said: 

 

I have decided to further my studies at Life Choice Academy, they 

teach us the art of coding front end and back end, this was made 

possible by me receiving funding for my studies after completing the 

Year Beyond programme. 

 

Therefore, AVA has not only helped a handful of participants transition more 

successfully from school into work, but they have also equipped these youths with 

knowledge to want to further their education so as to better their chances of finding 

employment, in addition to exposing these youth to opportunities that can help them 

fund their tertiary studies.  

 

Additionally, the results also show that even after completing the programme there is 

still a handful of participants who remain in unemployment. There is an equal share of 

unemployed men as there are women (4 participants each). When asked whether they 

think that they will find work in the future now that they have completed the AVA 

programme, 7 of the 8 participants responded ‘yes’ while the other one responded 

‘maybe’, meaning that these youths are still quite hopeful about their future prospects 

albeit not fully optimistic. 

 

Furthermore, the survey had a section for self-employment where participants where 

asked if they were currently self-employed and follow-up questions about how they 

came about to be entrepreneurs. Self-employment is typically one of the four main exit 

states and Ismail & Kollamparambil (2015) find that nationally, 7 percent and 6 percent 

of men and women respectively exit into self-employment. These individuals spend a 

much longer time in unemployment with women taking the longest time to transition 

into this state. Their findings are consistent with the ‘Push’ hypothesis which states 

that individuals enter self-employment purely as a means of survival, when there are 

no other viable options such as wage-employment and higher education. But this part 

of the survey was not answered by any of our participants, therefore there can be no 

lessons learnt about the effect of the AVA programme on creating entrepreneurs. 
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6.2.3. Individual Characteristics 

6.2.3.1. Age 

Studies have found age to have a negative impact on the probability of an individual 

finding employment. For example, being 15 to 24 years old decreases the probability 

of finding employment by 30 percent as compared to youth between the ages of 24 to 

30 years old (Mlatsheni & Rospabé, 20002: 8). This means that youth unemployment 

is much stronger among the youngest people possibly because they are perceived as 

not having enough experience that will enable them to more easily adjust to the world 

of work.  

 

From the participants who answered the survey, the youngest cohort was aged 19-20 

and they made up a great proportion of those participants who were recorded saying 

they never had any luck finding work before as well as after they completed their AVA 

programme. This speaks back to age decreasing one’s probability of finding work as 

none of these participants had any prior work experience, given they had just 

completed their matric. This also speaks to the value that employers perceive in a 

matric certificate, but this will be further discussed in the following subsection. Many 

of them have decided to go back to school to further their studies as they have either 

developed an interest in a course they were not previously interested in or they want 

to gain more skills. But Vasileiou, et.al. (2018) argue that the high unemployment rate 

of young people stems mainly from the characteristics of the labour market and less 

from their personal attributes like age. Using data from Israel and 34 OECD countries, 

they demonstrated that a country’s growth rate is the main factor that determines youth 

unemployment. 

 

Of the older age cohort (25-29 years old), the average unemployment duration before 

they joined AVA was 3.5 months and after they completed their programme all of them 

said that they were able to find work within less than 2 months of completing their AVA 

programme, all of whom completed the Year Beyond programme. 

 

Figure 1 below depicts clear evidence on the possibility of non-linearity in search 

outcomes by age. This supports the findings of Vasileiou, et.al. (2018) that age is not 

a determinant of finding work successfully. 
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Figure 1: Unemployment duration as a function of age 

 

6.2.3.2. Education 

Given the apartheid legacy of an inferior Bantu education for black learners, the impact 

of low levels of education and resultant skills gaps on earnings differentials and 

employment is an unfortunate but recurrent theme (Fourie, 2012: 16). The post 

education period where youth often transition from formal education to a career varies 

significantly from individual to individual, but this transition is even more marred along 

racial lines. Kuron et al., (2015) have termed this period “emerging adulthood” and 

characterised it as a period of great variability among individuals in terms of their 

educational, residential and marital status, among other demographic variables.  

 

With regards to education, many youths quit their studies and enter the labour market 

prematurely for a number of reasons such as the need to support younger siblings, 

lack of affordability to go to a tertiary institution or not meeting entry requirements for 

university. This premature entry into the labour market is concerning as even some 

youth with post-matric qualifications have trouble finding work. Even graduates are 

finding it difficult to secure employment in today’s market. Some young graduates said 

it took them up to 24 months of unemployment before they secured a job (Fourie-

Malherbe & Lourens, 2017: 36). Individuals who have completed their matric represent 

41 percent of the population and approximately 40 percent of these matriculants were 

unemployed even as far back 2002 (Statistics South Africa, 2018), an indication really 
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of the ballooning problem of youth unemployment. Companies are nervous of hiring 

matriculants mainly for two reasons: firstly, the matric certificate is not a trusted 

indicator as a good predictor of performance on the job; and secondly, young people 

with no former exposure to the world of work lack the etiquette to strive in a 

professional environment (Dieltiens, 2015: 7). These results and employer perceptions 

are discouraging in light of the traditional view that completing secondary education is 

considered to be a way out of poverty and unemployment. Even more so, because 

secondary education costs much less than tertiary education; meaning that poor 

households will be further entrenched into poverty as their access to higher education 

is limited by their level of income. Unfortunately, the reality is that completing 

secondary school does not appear to have a substantial effect of successfully finding 

a job immediately after school. This suggests that there is a problem with the youth’s 

work-readiness upon entering the labour market and more attention needs to be paid 

to education and training policies to address the problem (Mlatsheni, 2014:12). It 

appears that a tertiary education provides a greater safeguard against unemployment 

as only 14.6 percent of those in possession of a tertiary degree are unemployed 

(Bhorat & Oosthuizen, 2005).  

 

Furthermore, favourable employment outcomes are closely tied with skills 

acquisitions. If young people fail to acquire the appropriate skills that match employer’s 

needs, they expose themselves to lengthy spells of unemployment. Evidence from 60 

developing countries suggests that youth spend on average 1.4 years in temporary 

and intermittent spells of unemployment before they find stable employment 

(Mlatsheni, 2014:17). Additionally the evidence generally indicates that educated 

women have the highest chances of securing a job (Kimani, 2015: 100). Compared to 

primary or less educated women, women who have a college education (secondary) 

have a 79 percent (respectively, a 28 percent) higher transition rate to employment 

(Ahn & Ugidos‐Olazabal, 1995: 259). However, although some studies find that 

education shortens the transition period into employment for both men and women, 

Böheim & Taylor (2000) find that obtaining a formal education does not have a 

significant effect on the transition out of unemployment for men. Even though the 

evidence on the effect of education on exit is mixed, there is a general consensus that 

unskilled or low educated workers suffer particularly long unemployment spells mainly 

due to reduced opportunities of employment.  
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From our results, majority of the participants had completed their secondary education 

and were in possession of their matric. Before joining AVA almost all of the participants 

in possession of a matric never had any luck finding employment although they say 

they were actively looking for work. The average unemployment spell for this group 

was 12.75 months. After completing the programme, the employment prospects for 

those who were looking for work improved as the average unemployment duration for 

that specific group was 3.25 months. 

 

A recurring theme from most of these young people is their sense of hopefulness in 

their future prospects post AVA. For some, the programmes offer some form of 

guidance regarding what they can pursue once they have completed the programme 

as one 21-year-old female said: 

I just matriculated and thought volunteering would be a great way to 

find what I wanted to do with my life (I am still not sure though) 

(Melishia, 21 years old female). 

 

I joined AVA after matric because I wanted to get used to being in a 

teaching environment with the children to better my skills as I am 

interested in teaching (Kendrick, 19 years old male). 

6.2.3.3. Employment History 

A lack of work experience has the tendency to hamper employment options for young 

job seekers. According to an analysis based on panel data comprising of matched LFS 

waves between September 2001 and March 2004, individuals who have never before 

had a job are 35 percentage points more likely to be unemployed than individuals who 

have worked before (Fourie, 2012: 15). Employers are increasingly requiring a well-

rounded candidate profile that includes ‘hard currencies’ such as part-time work 

experience and involvement in extra-mural activities, and more ‘soft currencies; such 

as eloquent speech and interpersonal skills, which requires being socialised into the 

habits and routines of work-life (Dieltiens, 2015; Fourie-Malherbe & Lourens, 2017). 

For those AVA participants who had previous work experience their unemployment 

durations before the programme were much lower; they were on average six months 

lower than the participants who had no past work experience.  
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In addition, only 3 out of the 8 who had previous work experience have exited into 

higher education while the remaining 5 have gone on to find better work; which 

suggest that having prior work experience reduces the likelihood of exiting 

unemployment to seek higher education. This is partly because these individuals are 

already able to signal to future employers that they do not require much training and 

can therefore be seen as already productive. The participants who had prior work 

experience stated the following reasons for joining AVA: 

 

‘I was looking to change career paths’ 

‘General unhappiness at the previous workplace’ 

‘Expectations of higher income after getting new skills from AVA’ 

These are all reasons that indicate that there was a sense of hopefulness, and 

increased expectations about their future prospects once they were done with the 

programme. 

 

The post-programme difference in durations was greater for the ‘No work experience’ 

cohort, as there was a 6 months duration difference in the before and after of this 

cohort; which perhaps this suggests that AVA’s programmes are much more beneficial 

to those participants who have never had work experience than for those who have 

had work experience. 

6.2.4. Household Characteristics 

An individual’s family composition and circumstances can be a hampering or assisting 

factor in finding said individual employment. Dependent children, siblings, or parents 

as well as the existence of other employed persons in the household might also affect 

one’s unemployment duration. It has been shown that having working family members 

increases unemployed women’s probability of finding work by roughly 30 percent, in 

Spain (Ahn & Ugidos‐Olazabal, 1995: 259).  

 

The number of income earners in the household and the receipt of a grant could 

capture potential disincentive effects of alternative sources of income on the job 

search behaviour. Alternative sources of income may push up young women’s 

reservation wages and lower their job search intensity. Ismail & Kollamparambil (2015) 
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find that the presence of an income earner in the household significantly reduces the 

probability of women leaving unemployment; which lends strong support to the 

hypothesis that having another income earner in the household acts as a disincentive 

effect when exiting unemployment. Using a panel data set from the KwaZulu-Natal 

KIDS survey, Dinkelman (2004) investigates household related factors that may 

influence the success of job search of individuals in a five-year period. Throughout all 

the regressions run in the paper, the factor that is consistently most significant is the 

presence of pensioners in the household. Having a larger proportion of pensionable 

age members in the household dramatically reduces the probability of search success 

for men. The presence of old men in the household also reduces the success that 

women have in their search for work- perhaps due to the need to take care of these 

men. Conversely, having an old woman in the household hugely increases the search 

success of women- appearing to release working-age women from household duties. 

Generally, men do not suffer from the disincentive effects of having income earners 

perhaps because they are often expected to be bread winners (Fourie, 2012; Ismail & 

Kollamparambil, 2015).   

 

The net effect, for individuals without jobs, is that the household may function more as 

a safety net than as a source of finances for successful search activities. In this respect 

having more pensioners (more especially male) and working adults in the household 

may function more as a safety net than as a source of finances for successful job 

search activities (Dinkelman, 2004). 
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Figure 2: Unemployment durations (months) by gender and household characteristics 

 

 
 

Source: author’s own calculations using survey results on unemployment duration 

 

The survey asked the participants to indicate their estimated household income, 

whether there is someone in the household in receipt of a government grant as well 

as whether the individual has any dependents- be it children of their own, siblings, 

extended family or parents. Figure 2 above summarises the average unemployment 

durations of the participants for each of the household characteristics by gender, 

before and after completing the programme. There is not much of a difference in the 

unemployment duration before the programme for males (9,4 months) and females 

(9,75 months); what is notable is that there is 5 months difference in duration for 
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women (13 months) with dependents than for men (8,7 months) with dependents 

before the programme. Young women are usually given the responsibility of child 

rearing even if the children are not their own but are perhaps younger siblings which 

could be a possible explanation behind the 5-month difference in unemployment 

duration between the males and females. 

 

The post-programme unemployment duration for female youth with dependents 

reduced more than for male youth with dependents. Most of the participants who have 

dependents exited into employment, more especially the young women. This suggests 

that individuals with dependents are less likely to exit into higher education which 

indicates one of two things: either human capital investment can be postponed to a 

later date, or the opportunity cost of rearing a child or being responsible for family 

members is far too great and hence human capital investment is forgone (Ismail & 

Kollamparambil, 2015: 307).  

 

For those male participants who come from a household with at least one dependent 

and a grant recipient (11,2 months) there is a 5-month difference in unemployment 

duration compared to those males who come from a household with a dependent but 

not one with a grant recipient (6,2 months). Whereas for the young women- there really 

is not much of a difference whether they come from a household with a grant recipient 

(13,5 months) or not (12,3 months) as there is only 1-month difference between these 

two groups if you also come from a household with dependents. This could mean that 

young men are facing more pressure to find work to support their families since there 

is no grant money to fall back on. On the other hand, if you’re a male who comes from 

a household with no dependents but one with a grant recipient you are likely to 

experience an unemployment duration of only 4 months; whereas those who come 

from a household without dependents and no grant recipient experience an 11-month 

unemployment duration. A similar pattern can be observed for females. From the 

sample the males in the no grant, no dependent cohort are all from households who 

have an estimated income of between R,5000 and R18,000 or more per month, which 

supports the literature in that a household with income earners may function as a 

safety net instead of being a source of finance to fund job search activities. None of 

these participants spent more than R70 a week looking for work and on average only 
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2 hours of search activity was conducted, further supporting the notion that there is a 

disincentive to find work. 

 

With regards to income levels, one would expect durations to be higher for those 

participants who belong to the higher end of the income spectrum as a result of the 

disincentive effects. But our results show the converse, where the R2000-R10 999 

income level cohort show the longest spells of unemployment and the R11 000- 

R18 000 and more show much shorter mean durations before the programme. After 

completing the programme, most of the income levels show unemployment durations 

of about 2 months each with the exception of the lowest income level cohort (less than 

R2000 a month) showing increased mean durations of 4 months. From this group only 

3 out of the 10 belonging to the group exited into employment; another one of the 

participants said that the reason for them still currently being in unemployment is 

because ‘I have received job offers, but I am waiting for something better to show up’ 

which implies that this particular individual had a considerably high reservation wage; 

the individual stated their reservation wage at ‘more than R8000 per month’. Of the 

remaining participants, 3 of them have decided to go back to school while 2 continue 

to search for work. 

6.2.5. Job search costs 

Job search requires jobseekers to overcome a variety of psychological and 

behavioural challenges as it is a highly self-regulated task. Studies show that the 

intensity of job search depends on the individuals’ biases in beliefs about returns to 

search efforts, their level of patience, their locus of control as well as their self-

confidence and willpower (Abel et al., 2017:1). 

 

Therefore, given the absence of a formalised system of facilitating job search activity 

in AVA to aid the transition from education to employment, employment search activity 

becomes very important. For unemployed youth who live outside of urban centres, 

they do not usually have access to print media and internet cafes come at a steep cost 

which means that many do not know about job openings or application procedures 

(Dieltiens, 2015: 11). From the developed world context where unemployment rates 

are relatively low, a lack of active job search is almost exclusively seen as being 

voluntary and is usually underpinned by reservation wage consideration (Mlatsheni, 
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2014:18); but not so for the South African context as costs related to job search 

together with the mass level of unemployment are among the factors which have been 

proven to be further inhibitors (Mlatsheni, 2014; Dieltiens, 2015). The prevalent high 

levels of youth unemployment and the costs involved with finding work tend to 

discourage intensive job search activity amongst young people.  

 

The decision to engage in job search and the choice of search method is determined 

by four main factors: the probability that a job will be located, the probability of securing 

a job, the financial cost of the search method and the amount of time spent pursuing 

the search method (Schöer, 2004:56). Various search methods create different 

degrees of access to the labour market in terms of providing the searcher with 

information and their ability to transmit that information between the jobseeker and the 

employer. The pursuit of certain search methods are either facilitated or constrained 

by a job seeker’s individual and household characteristics (Schöer, 2004:1). For the 

unemployed to be not searching for work- it is usually an outcome of discouragement 

as the activity of job search is constrained by impediments such as poverty, cost of 

search, long spells of unemployment and adverse local economic conditions. In terms 

of job search costs, social networks have shown to generate the least amount of 

financial burden on the household while it still allows the jobseeker to pursue other 

non-market activities (Schöer, 2004:55). What most young people have resorted to 

using (outside of LinkedIn) to aid their job search is to post their abbreviated curriculum 

vitae on their various social media platforms in hopes that recruiters will come across 

their posts. 

 

In a study to find the relative importance of job attributes in the candidate’s decision to 

take a job; location was found to be an important factor. Location is defined in terms 

of where a job is located relative to where the jobseeker stays or other areas of 

economic and recreational activities (van der Merwe, 2012:25). The location of 

residential areas relative to jobs or job opportunities, which are usually centred within 

the city, contributes in addressing some of the imbalances that exist within the urban 

system. Research has shown that neighbourhoods can negatively influence youth 

behaviour and labour market outcomes, particularly if there are no positive role 

models, lack of informal job contacts and the presence of disruptive forces (Mlatsheni, 

2014: 22).  
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From our pool of participants, the common areas of residence were around the 

townships and Cape Flats, which are roughly a R12-R25 for a one-way trip into the 

city. Accessibility of the workplace to those seeking employment is a primary concern 

especially for a country like South Africa where marginalised groups have limited 

access to affordable transport and how this has further excluded these already poor 

groups from participating in productive economic activities (van der Merwe, 2012:1).  

 

Table 4 below summarises the one-way cost to the CBD using either a minibus taxi or 

the metro rail train. 

Table 4: Summary of transport costs to the CBD (2018 prices) 

 

In terms of transport costs, the average fare trip in Cape Town for rail is R1.50; for 

taxis R2.60 and for bus R2.80 (Naidu, 2009:14). For 40% of Coloureds and 60% of 

Africans this amounts to 8% (for rail), 14% (for taxis) and 15% (for buses) of their 

annual income spent on transport alone. Additionally, there is no system that interlinks 

Location CBD Taxi Fare 

(2018)

Metro rail 

Fares (2018)

Athlone  R             9,00  R           8,00 

Avondale  -  R           8,00 

Bellville  R           14,50  R           8,00 

Bonteheuwel  R           10,00  R           8,00 

Century City  R             9,00  R           7,50 

Delft  R           12,00  - 

Diep River  -  R           8,00 

Dunoon  R           11,00  - 

Fractreton  R             8,00  - 

Gugulethu  R           12,00  - 

Hanover Park  R           10,00  - 

Hout Bay  R           10,00  - 

Joe Slovo  R             9,00  - 

Kensington  R             8,00  - 

Khayelitsha  R           25,00  R         10,00 

Langa  R             8,00  R           8,00 

Manenberg  R             9,00 

Mitchell's Plain  R           12,00  R           9,00 

Mowbray  R             9,00  R           7,50 

Nyanga  R           12,00 

Plumstead  -  R           8,00 

Retreat  R           19,00  R           8,00 

Wynberg  R           12,00  R           8,00 
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these three services such as a “through ticketing” which means that commuters who 

use more than one mode of transport per journey pay a much higher fare altogether.  

 

On average a peak morning work trip is 14km, which is considerably high by 

international standards and this is mostly due to the physical distances between home 

and the place of employment (Naidu, 2009:14) deliberately created by the spatial 

planning of the apartheid era. Reliance on public transport is skewed to the 

disadvantage of the marginalised, whom make up our entire sample. Only 1 in 16 

whites are dependent on public transport while 42% of Africans, and 33% of Coloureds 

rely on public transport. Given that majority of the jobs in Cape Town (80%) are located 

in the CDB, the Southern and Northern Suburbs, this means very long commuting 

distances and times for those living in the Cape Flats (Naidu, 2009:18) as well as high 

transport costs which can easily be a deterring factor when seeking employment.  

 

In order to bridge this access gap created by limited access to transport, AVA provides 

its participant with a transport stipend of R2000 each month; a much-needed aid given 

that majority of the participants who go through the AVA programme are either Blacks 

or Coloureds- a very marginalised group in South Africa both location-wise and 

economically. This stipend is used to by the participants to travel to and from their 

various volunteer workplaces. 

 

In order to gauge job search intensity, the participants were asked to indicate how 

many hours they spend a week looking for work, the weekly costs that comes with job 

searching- this includes internet café costs, transport costs, printing and sending CVs 

etc. In addition, they were also asked to indicate how many jobs offers they receive a 

month both before and after the programme. The data shows that the average job 

search costs are R74,72 while on average 2,5 hours is spent looking for work each 

week. The amount of job offers that the participants received increased from before 

the programme 0,28 to 1,92 offers per month after the programme.  Assuming all else 

equal and that the job search intensity is the same after as before the programme this 

could mean that the additional skills acquired through AVA is working to the advantage 

of its participants as more job offers are received on average in a month.  
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Before I joined AVA, I was unemployed for about 2 months. I was 

spending a lot of money trying to find work…about R150 a week… 

because I stay in Khayelitsha and a taxi to town costs R25 one way 

and you also have to pay for internet…I would be on the internet for 

about 3,5 hours a week just looking for work and I didn’t used to get 

job offers. But once I was finished with Khanyisa it took me about a 

week to find a job then the following year I went back to school to 

further my studies (Shumani, 19). 

 

But not everyone was as fortunate as Shumani, as some youth still find themselves in 

unemployment even after completing the programme and spending a lot of money as 

well as time looking for work.  

 

Since I completed my matric, I have been actively looking for work, 

but I couldn’t find any work. I would spend about 3 hours a week 

looking for work…and roughly R100 every week using the internet, 

going to town to look for jobs but still I could not find any work. Even 

after I joined the Khanyisa programme cos I wanted to gain more skills 

when I finished, I still could not find any work. I haven’t had any jobs 

offers from any of the places I applied to (Viwe, 19 years old). 

 

The depression that very often accompanies failure to successfully secure 

employment manifests as a type of incapacity that prevents structured job search from 

happening. If the youth are overly pessimistic about the labour market, then they will 

not engage in rigorous job search which will feed back and further contribute to 

entrenching youth unemployment (Mlatsheni, 2014: 23). For the AVA participants who 

completed the programme, they spent a considerably reduced amount of time in 

unemployment; particularly those who spend 3 to 4 hours or more in a week looking 

for work. These participants had a much greater reduction in unemployment- if we 

compare the before and after mean durations, those who were spending 3 hours 

searching for work only spend 3 months in unemployment before finding work, and 

those who spent 4 or more hours now only spend about 4 months in unemployment 

from 12 months before the programme. 
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6.2.6. Social Capital 

Another barrier to employment has been argued to be due to weak connections 

between the unemployed and their knowledge about possible job openings. More than 

often youths have more limited occupational contact networks that are largely shaped 

by their parent’s social positions which limits their access to information about jobs 

(Dieltiens, 2015; Hällsten, Edling & Rydgren, 2017). Employment, particularly in the 

middle to upper income classes, is increasingly a function of networks otherwise 

termed ‘social capital’. Social capital can be viewed as individual-level resources (e.g. 

monetary resources) or other valued assets (e.g. information) that individuals can 

access through their networks and use to often achieve positive outcomes (Hällsten, 

Edling and Rydgren, 2015:55).  

People who have lived, studied or worked with already-employed people are more 

likely to find work than those whose social circle is made up of people who have been 

exposed to long bounds of unemployment (Nattrass, 2002:214).   

 

Furthermore, recruitment in the labour market is often informal and acquaintances play 

an important role in this process, pointing to the importance of information flows in 

social networks. Many firms ask their employees if they know of anyone who would 

be suitable to apply for existing vacancies because middle class employees are more 

comfortable with other middle-class employees- hence a firm is more likely to opt for 

a person from a similar social background (Nattrass, 2002:215). And as much as there 

are a number of unfilled vacancies and youth ready to fill those positions- matches are 

not being made because information is not being shared because young people do 

not know about openings since they do not have strong networks (Nattrass, 2002; 

Dieltiens, 2015). For example, from our sample of participants 9 out of the 46 

participants were working in sectors which one of their household members is currently 

working in because the household member informed them of an available vacancy at 

their workplace.  

 

This means that individuals who belong to sociodemographic groups with low levels 

of education, income and social resources will have more constricted and weak 

bridging ties in their network; in comparison to those who belong in the middle-and 

upper-income cohort with more education. This means that these youth are further 

marginalised through structural barriers that cut off their access to a variety of 
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extensive resources such as information about vacancies higher up in the organisation 

(Moore et al., 2009:1076) and therefore limits their options to vacancies of the same 

lower level operations as their family member. For example, one of the participants 

stated that one of their household members works in retail as a cashier, and now they 

are also working as a cashier because of the information that they received from their 

household member. 

 

Youth with many employed household members they have more information about job 

openings, thus facilitating their job search which is likely to increase their success rate 

(Hällsten, Edling and Rydgren, 2017:235). However, the usefulness of these social 

networks depends on the overlap of supply networks through which those seeking 

employment look for a job and the recruitment networks through which employers use 

their existing workforce to source new workers (Schöer, 2004:56). This means the 

jobseekers positioning within the network in terms of proximity to the recruitment 

network is very important. The closer they are to the recruitment network the more 

likely they are to locate and get a job. From an employer’s perspective, recruitment 

through job referral networks gives access to a better pool of applicants, allows for 

better job-worker matches which tend to reduce the costs of screening and increases 

economic returns (Hällsten, Edling and Rydgren, 2017:235). Through referrals 

employers are expanding their horizon of applicants by tapping into pools of applicants 

that would have otherwise not applied to the firm (Fernandez, Castilla and Moore, 

2000:1291).  

 

Close to two thirds of the employed in the Khayelitsha/Mitchell’s Plain Survey of 2000 

found their jobs through social networks. They found employment because friends or 

relatives informed them about a vacancy or put them in contact with someone from 

their workplace(Schöer, 2004:1). According to a report by the World Bank (2014), 58 

percent of youths believe that networks and connections are more important than skills 

for finding a job. In addition, young people will tend to prefer public sector jobs and 

hence be less interested in ALMPs that may lead to a private sector job (ILO, 2017).  

The proportion of income earners in the household could also be helpful in explaining 

social networks as the employed in the household provide access to networks which 

could provide employment opportunities for others in their household (Ismail & 

Kollamparambil, 2015: 306).  
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Given that AVA works mostly with youth who belong to the lower-income, low 

education cohort the relationships that the organisation has with other supporting 

organisations, as well as private and public sector entities could be the only connection 

the participants are able to make with people whom they are able to create stronger 

networks with. From the survey only 9 of the 46 participants were employed in sectors 

in which one of their household members worked in, and it was their household 

member who informed them of a vacancy in their place of work. 

 

One of my family members works in communications as a call centre 

agent, the others are working at a retail like Truworths, but I am 

working as a call agent now because my sister told me they were 

looking for people (Chantal, 20 years old female). 

 

My dad helped me get into construction because he is also in 

construction, so it was easy like that. I do maintenance work (Ulrich, 

21 years old male). 

 

When asked where they would rank ‘Connections in the place where you want to work’ 

on a scale of 1 to 7; 1 being least important and 7 being most important- 23 percent of 

the participants ranked it a 6 while 13 percent ranked it a 7. This means that 36 percent 

of the participants either think networking is an extremely important or a very important 

determining factor in finding work successfully. The youth whose socio-economic 

circumstances do not afford them the privilege of said social networks are set at a 

disadvantage. Therefore, these young people are not wrong to think that connections 

are important as the array of literature discussed has reiterated how crucial it is to 

have networks or social capital. Hence it is important that these youth programmes 

serve as some form of networking agent that can bridge this social capital gap. AVA 

works with organisations such as Ernest and Young and Stellenbosch University by 

hosting various workshops and competitions with these organisations. Perhaps 

stronger networking links can be formed with these organisations through mentoring 

initiatives. 
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6.2.7. Reservation Wage 

The reservation wage can be seen as a measure of an individual’s reluctance or 

eagerness to accept employment and plays a key role in traditional job search theory 

by determining the unemployment duration and the speed at which job-seekers will be 

reintegrated into the labour market (Caliendo, Lee & Mahlstedt, 2017: 162). The period 

of unemployment or the amount of search depends on the wage rate that the individual 

thinks his service can command in the labour market and on the opportunity cost of 

the searching activity. In labour supply theory, the reservation wage is where 

individuals are assumed to only participate in the labour market if their offered wage 

is above their acceptable cut-off (Caliendo, Lee & Mahlstedt, 2017:86). In other words 

it is “the highest wage at which an individual would rather ‘choose leisure’ or continued 

job search rather than work”, (Nattrass & Walker, 2005:501). Normally, one would 

expect people to have a higher reservation wage when unemployment benefits are 

available as is the case in Great Britain. But in South Africa’s case, the reservation 

wage is more likely to be affected by the jobseeker’s perception of their value to the 

labour market and the level of desperation they are experiencing to find work (Nattrass 

& Walker, 2005:501). If a jobseeker believes that his skills are highly sought after in 

the labour market, then they will reject any job offers that fall short of their expectations 

and remain unemployed (McCall, 1970:114). 

 

In addition, duration of unemployment is also likely to matter for reservation wages but 

the relationship between these two variables is complex, there is no consistent 

evidence that unemployed people have unrealistic job and wage aspirations (Fourie, 

2012: 11). For example, if those who are in long-term unemployment are choosing to 

stay unemployed longer in the hopes of better job offers; then presumably they have 

the financial resources to sustain this- and thus may report higher reservation wages 

than the short-tern unemployed (Nattrass & Walker, 2005:503). Nattrass and Walker 

(2005) report their findings on a survey of metropolitan workers designed to determine 

whether the unemployed are indeed setting a reservation wage that is too high. They 

first determine what respondents would regard as a minimum monthly wage below 

which they would not accept any job even if that means remaining unemployed. 

Secondly, they compare that reservation wage (R1159 in 2000/1) with the predicted 

wages workers realistically could expect to earn, given their characteristics. From their 

sample, the reported reservation wage is only on average 85% of the predicted wage. 
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A regression also reveals a significantly lower chance of being employed when the 

average wage exceeds the predicted wage, supporting the finding of no evidence that 

relatively high reservation wages are a cause of unemployment (in the area of 

Khayelitsha/Mitchell’s Plain). 

 

Furthermore, Lilenstein & Seekings (2017), used panel data on youth in Cape Town 

in order to ascertain whether there is any evidence that unrealistically high reservation 

wages are contributing to unemployment in their sample. They found that unemployed 

youth are very unlikely to hold ‘unrealistic’ reservation wages (i.e. in relation to their 

predicted wages), with only 4% of the sample falling in this category. 

 

The survey asked the participants what their reservation wage is as well as to state 

their level of income. Given the sample the reservation wage averages R5409 

whereas the average income is only R3778 which means that a lot of these youth are 

accepting jobs that are below their reservation wage. For example, 22-year-old 

Abongile stated that her reservation wage was R10 000 per month but when asked 

what her current monthly income is, she said she is only making about R2000 per 

month. Similarly, with 8 of the other respondents- they stated a reservation wage which 

was significantly higher than their current income level. But for some of these 

participants, whose reservation wage was above their current income level, the survey 

shows that they came from households with a greater level of income. For example, 

although John said his reservation wage is R5000 per month he is currently earning 

between R2,000-R4,999 a month, but he comes from a household where the monthly 

income is between R11,000- R14,999 which is perhaps why he was willing to work for 

less than he had set for himself as a reservation wage. 

 

Conversely, a female participant from the sample said she rejected a few jobs offers 

because “I am waiting for better job offers to come along”. The participant has no 

previous work experience, with only a matric qualification. She is still considerably 

young (21 years old), with only 9 months of unemployment; perhaps this is the reason 

for her reservation wage being so high- she has not yet been exposed in long spells 

of unemployment that might force her to reduce her reservation wage which was in 

the R8000,00 or more category. Another 27-year-old female stated that her 

reservation wage is R6000 per month. She was not getting any job offers before she 
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joined AVA and after the programme, she stated that she was getting at least one job 

offer a month. When asked why she did not accept the job offer she said that the work 

required her to have resources she doesn’t have; they required that she have her own 

laptop and car in order to work at the company. And here is another factor which 

barricades entrance into the labour market for marginalised youth. The need to have 

certain resources as a job requirement is exclusionary to say the least because it 

closes doors to many poor black and coloured youths who do not have the luxury of 

owning a car or even a laptop. 

 

On the other hand, if  the long-term unemployed experience some sort of depreciation 

in their human capital and adjust their market value perceptions accordingly, then a 

negative relationship will exist between the duration of unemployment and their 

reservation wage (Nattrass & Walker, 2005:503). But it is also possible that the longer 

people stay out of work the less likely it is that they will be able to gauge their market 

value correctly as the labour market is ever changing in terms of the skills and level of 

experience it requires. But often graduates and school leavers are misinformed about 

the pace of success in the workplace, as a result they set quite high wage expectations 

because they are unaware of the reality of entry-level wages in their fields of study 

(Mncayi & Dunga, 2016: 420), which is also the case from this sample. When looking 

at the average reservation wage for just the participants with a matric the average sum 

comes to R4,690 per month which is just more than twice as much as what Cecil & 

Leibbrandt (2016) calculated to be the mean wage earning for matriculants (R2271) 

using CAPS data. 

 

A few studies have evaluated how individuals’ perceived reemployment chances 

influence their reservation wage and the conclusion is that unemployed job seekers 

set a higher reservation wage when expecting good reemployment chances. 

Reservation wages thus relate positively to a person’s employment efficacy.  

 

Before I joined AVA, I was working for a clothing manufacturing 

factory. I heard about AVA and decided to join because I had 

expectations of a better income after completing the AVA programme 

and getting new skills. After completing the programme, I received a 

job offer which I didn’t take because it was paying me less than 



 62 

R10,000 a month so I decided to go back to school to further my 

studies (Chad, 27 years old). 

 

The idea of having a high “market value” often makes job seekers believe that they 

are justified to demand higher wages. Conversely, individuals perceiving difficulties to 

find employment may be more inclined to lower their reservation wage to increase 

their chances of finding work. The self-awareness of their weak labour market situation 

makes them expect few job offers, and intend to accept the first offer they get, even if 

this implies settling for a very low paying job (De Coen, Forrier & Sels, 2015: 99). For 

example- for 24-year-old Tashniqa who has a child who she supports; with only one 

other household member receiving a grant for older persons and after she had been 

actively looking for work, she has set her reservation wage at less than R2000 and is 

currently working as a teacher’s assistant making R2000 a month. 

6.2.8. The importance of attitudes 

The importance of self-worth and self-awareness is that it gives young people a sense 

of ownership and responsibility for their future, hence personal development is a 

necessary first step in training young people for the workplace. It is important that 

through their education and training young people develop a sense of ownership of 

their future along with the skills and competences to make an informed decision about 

their future (Hawley et al., 2012; Dieltiens, 2015). Through the self-development 

aspect of the programs, AVA is giving holistic support in that they are not just 

equipping the young people with skills to help them transition to work but they are also 

providing guidance and personal development. Several authors, e.g. Martin & Grubb 

(2002) highlight the importance of poor attitudes towards work among disadvantaged 

youth as a major factor in explaining the poor record of special youth measures. Often 

times the youth are so discouraged by their socio-economic circumstances that they 

are not very hopeful about their own futures and therefore place little effort into 

changing their circumstances. They feel that nothing positive can come out of their 

lives because they have either seen parents or siblings or neighbours who have been 

in a similar situation. By understanding that many young people, especially those who 

come from a marginalised background, have suffered trauma which has left many with 

few ambitions beyond the boundaries of their known world, a youth training program 

will be better able to cater for the needs of young people. If young people are to be 
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equipped with confidence and competences necessary to manage their progression 

independently, there needs to be accompanying guidance and measures to promote 

‘healthy pathways’ for young people; in addition to the skills development that they are 

receiving (Hawley et al., 2012; Dieltiens, 2015). 

 

In light of the above, part of the data that was collected encompasses attitudes- mainly 

if there was a change in the attitude of the participants about the prospects of their 

future and job application outcomes once they had completed the AVA programme 

and undergone the self-development aspect. It is not at all easy for many programs to 

influence the attitudes of its participants in ways that improve jobs and earning 

prospects of disadvantaged youth. But the provision of mentoring programs, by 

providing for both on-going contact with an adult over an extended period of time 

coupled with elements of monitoring as well as support (which is what AVA offers with 

the self-development and support component of its program) can overcome negative 

attitudes to work (Martin & Grubb, 2002: 20). 

 

Specific questions in section 8 of the survey were used to gauge whether the was a 

change in attitude of participants. The questions stated: 

 8.1 Before I joined AVA, I was enthusiastic about my future: 

  -Strongly Agree 

  -Agree 

  -Disagree 

  -Strongly Disagree 

 8.2 After I joined AVA, I was more enthusiastic about my future: 

  -Strongly Agree 

  -Agree 

  -Disagree 

  -Strongly Disagree 

8.3 Before I joined AVA, I was positive that I would receive a job offer is I applied 

for 

a position: 

-Strongly Agree 

  -Agree 

  -Disagree 
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  -Strongly Disagree 

8.4 After I joined AVA, I was more positive that I would receive a job offer is I 

applied for a position: 

-Strongly Agree 

  -Agree 

  -Disagree 

  -Strongly Disagree 

8.5 Before I joined AVA, I was confident in my ability to complete tasks: 

-Strongly Agree 

  -Agree 

  -Disagree 

  -Strongly Disagree 

8.6 After I joined AVA, I was confident in my ability to complete tasks: 

-Strongly Agree 

  -Agree 

  -Disagree 

  -Strongly Disagree 

8.7 The AVA programme that I was a part of adequately prepared me for the 

world of work 

-Strongly Agree 

  -Agree 

  -Disagree 

  -Strongly Disagree 

 

Using a Likert scale similar to the Rosenberg Self-Esteem Scale (Rosenberg, 1965; 

Baumeister et al., 2013) numbers were allocated points: “Strongly Disagree” is 1 

point, “Disagree” 2 points, “Agree” 3 points, and “Strongly Agree” is 4 points. By 

tracking the scores of the before and after questions I was then able to ascertain 

whether there was a change in the attitude of the participants. The results are depicted 

in Figure 3 below. 
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Figure 3: Change in Attitudes 

 

The before and after responses to question 8.1 show a significant change in attitude 

about how the participants felt about their future prospects. Before the programme 

roughly only 20 percent said they felt really enthusiastic about their futures and almost 

half said that they either strongly disagree or disagree with the statement in question 

8.1. But there was a major improvement in attitude after the programme, with none of 

the participants stating that they still strongly feel unenthusiastic about their future. 

Although 5 percent still felt unenthusiastic about their future an aggregate of 95 

percent either agreed or strongly agreed that the AVA programme made them feel 

more positive about their futures. Physical and mental health is just as important as 

the availability of jobs. The stress of not finding a job may give rise to demotivation 

and depression, which will in turn further hamper effective labour market participation 

(Mlatsheni, 2014: 10) by discouraging active job search. A change in attitude about 

future prospects is indicative that AVA has given these youths a more positive outlook 

on life.  

 

In responding to question 8.2 about job offers, again we see a major improvement in 

attitudes with 17 percent of those who said they strongly disagree with the statement 

going down to zero percent after the programme, and the 41 percent who disagreed 

going down to 5 percent. Again, 95 percent of the participants either agree or strongly 

agree with the statement that they are now more positive about receiving job offers 
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having completed the AVA programme. Question 8.5 and 8.6 measure the changes 

in self-esteem the participants by asking about the confidence they have in their ability 

to complete tasks. Before the programme most of the participants (76 percent) either 

disagreed or agreed with the statement but after the programme, 75 percent strongly 

agreed with the statement and 23 percent said they agree with the statement.  

 

Therefore, it is reasonable to say that the self-development component of AVA has 

played an important role in significantly changing and improving the attitudes of their 

participants. It is not enough to only provide disenfranchised youth with technical or 

soft skills, but it is also important to tend to the mental health of young people. The 

provision of guidance measures and policies promoting successful transition into the 

labour market need to go beyond providing information and training. They need to also 

be equipping the young person with the confidence and competences necessary to 

manage their progression independently. A good quality programme encompasses 

career guidance, holistic support and self-development which are part of the key 

ingredients to support young people’s transition from unemployment to work; or to 

reintegrate them into further education (Hawley et al., 2012: 58).  

 

AVA has taught me so much about myself and my capabilities, AVA 

gave me confidence and made me want to give back to the community 

(Teressa, 26 years old).  

6.2.9. Most Important Perceived Skills and Factors for Finding Work 

Employers have different perspectives on what they expect from job seeking 

candidates. Studies exploring employers’ expectations in South Africa point to varying 

perspectives, but these are four categories of skills that employers value the most: 

1. Basic skills and understanding; 

2. Knowledge and intellectual ability 

3. Workplace skills and applied knowledge; as well as 

4. Interactive and personal skills (Fourie-Malherbe & Lourens, 2017: 15). 

 

Additionally, thirteen employers from various sectors were asked about what they look 

for when screening potential job applicants and their response was that the academic 

qualification of the applicant was considered to be ‘the  first tick’ in the box, with 70% 



 67 

of them referring to the importance of a good academic record (Fourie-Malherbe & 

Lourens, 2017: 41). But a good academic track record is not the always attainable for 

marginalised youth as many of them come from disenfranchised under-resourced 

schools. In fact, a number of the participants said they had joined AVA with the 

expectation of an increased level of education- which is of course not a direct service 

offered by the programme.  

 

There appears to be a mismatch between what factors/skills job seekers think matters 

in securing them employment and what employers are actually looking for in 

candidates. Therefore, in an attempt to get insight on what job seekers deem are 

important factors in securing employment, the survey asked the participants to rank a 

list of factors according to what they think is most important to least important. 

 

The participants were given a list of 7 factors and asked to assign a number between 

1 and 7 for each factor; 1 being least important and 7 being most important, essentially 

ranking each factor from most important to least important. The list of factors given 

was: 

• Level of education 

• Connections in the place where you want to work 

• Soft skills (i.e. teamwork, organisation skills, communication etc.) 

• Technical skills (i.e. programming, data analysis, accounting etc.) 

• Past work experience 

• Information about job openings 

• How close the workplace is to home? 

 
 

Figure 4 below summarises the outcomes of this section of the survey which asked 

about what participants perceive to be the most important determining factors for 

finding work successfully. The lighter shades depict the least important factors while 

the darker shades represent what participants perceive to be the most important 

factors. Level of education is viewed as the most important factor with 33 percent of 

the participants ranking it a 7; followed by soft skills (23 percent), work experience (21 
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percent) and then connections in the workplace (13%). Education, work experience 

and soft skills overlap with the skills that employers seek in potential job candidates. 

 

Figure 4: Perceived determining factors for finding work successfully 

 

A similar study by Fourie-Malherbe & Lourens (2017), found similar results from their 

sample of graduates seeking employment. The participants firmly believed that higher 

education is indispensable to obtain employment, which is what the general 

consensus is about obtaining tertiary education especially since graduates experience 

the lowest rates of unemployment. There are two issues that are most noticeable for 

young people once they leave education: first is the degree to which educational 

systems instil specific, rather than general skills; and second is the extent to which 

there are direct links between the educational system and employers (Breen, 

2005:126). When there is greater emphasis on specific skills and a closer link between 

schools and employers, there exists an easier transition from education to the labour 

market because these two issues send a very clear signal to employers about the 

potential productivity of a given job seeker in the job that the employer wants to fill  

(Breen, 2005:126).  

  

Although AVA does not provide further education services it has successfully helped 

a significant proportion of its participant to exit out of unemployment and enter higher 

education. Furthermore, the implications of employers’ expectations of a good 

academic record for the employability of job seekers from disadvantaged backgrounds 
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needs careful considerations because these job seekers are often first-generation 

students or even matriculants which sets them back compared to their upper-middle 

income counterparts. Employers need to take a broader view of prospective 

employees than just their academic records (Fourie-Malherbe & Lourens, 2017: 41).  

 

However, AVA does cover the work experience and soft skills aspect of the 

determining factors which have both contributed to the upskilling of these youths.  

 

 

Employers value being able to work independently as well as having technical 

knowledge which was associated with achieving success in the workplace. A 2017 

survey by the National Association of Colleges and Employers found that “ability to 

work in a team” was the attribute most commonly cited as desirable in a candidate 

(Deming, 2017). There is also an increase in evidence of the growing importance of 

social skills in studies of how ICT has changed the organisation of the workplace. 

These studies show that computerization leads to the reallocation of workers into 

flexible, team-based settings that facilitate adaptive responses and group problem-

solving (Autor, et.al., 2000).  

 

But from the sample technical skills were ranked between the 3 and 4 range, which 

means that participants do not think that it is overly important that one must have 

specific qualifications such as web developer or accountant in order to obtain a job; 

indicating a mismatch between perceived determining factors by job seekers and 

employers. In addition, South African employers mentioned a variety of preferred soft 

skills and personality traits they expect from candidates. Specific mention was made 

of problem-solving skills; critical thinking, reliable, trustworthy, good worth ethic and 

ability to work in a team. Communication, management, computer skills were the main 

generic skills required (Fourie-Malherbe & Lourens, 2017: 42). 

 

Additionally, the participants were asked to indicate the most valuable soft skill that 

they acquired through AVA by answering the question: “Completing my AVA 

programme has improved my…” and then choosing a trait from the list of options or 
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‘other’ if the list did not include their most valued soft skill. The list of options to choose 

from was: 

• Problem solving ability 

• Managing stressful situations 

• Communication with other staff members 

• Punctuality 

• Executing tasks on time 

• Critical thinking 

 

 

Figure 5: Most Valued Soft Skills by Participants 

 

 

The pie chart in Figure 5 depicts a summary of the soft skills which the AVA participants 

valued most through their experience with the programme. Communication skills is 

cited as the most dominant soft skill with 36 percent followed by managing stressful 

situations (26 percent) and problem-solving ability (24 percent). The ability to manage 

stressful situations can translate into the ability to work under pressure by meeting 

demanding deadlines as is the case in most workplaces. Executing tasks in time can 
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be viewed as an indication for having good work ethic, of which only 2 percent of the 

participants stated as their most valued skill which AVA has taught them. 

 

The drive to foster ‘employability’ among young people, where employability refers to 

skills, personality traits, attitudes and competences that will enable them to increase 

their chances of getting a job or progressing into higher education or even self -

employment, is plentiful and it comes from both public and private sector 

organisations. But the development of young people is so multifaceted and intricate 

that most organisations do not get it right. As much as improving young people’s 

technical skills is important so is the development of their qualities, attitudes and soft 

skills if the goal is to successfully integrate these youths into the labour market.  

 

These soft skills are important in helping one gain and keep employment. Young 

people in South Africa, especially those that leave school early may not possess such 

skills and are often faced with very little choice as to what jobs they can do.  

 

An organisation such as AVA caters for the wholistic development of disadvantaged 

youth in ways which society ordinarily fails to do.  Not only does the organisation offer 

valuable work experience through its volunteering component to increase their 

participants’ attractiveness to employers, they also address the gap range of various 

basic skills which these young people often lack. Simple practices like punctuality, 

communicating with senior staff and fellow colleagues, dressing appropriately for work 

and just having good work ethic is important for the workplace and these are not often 

taught in school. 

 

 

 

 

 

7. Recommendations 

While this paper has explored a number of factors that influence youth unemployment 

duration, there are only a few that AVA can directly influence such as attitudes and 
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skills acquisition. While other factors such as the participants’ socio-economic 

background, and the implications of that, cannot be directly influenced by the 

organisation the organisation can still be a major component in better linking 

marginalised youth to the labour market, for example, through avenues such as 

creating stronger networks. Based on the above findings pertaining to the determining 

factors of youth unemployment based on this case study on the AVA participants, a 

few lessons and recommendations can be made to ensure that AVA extends the role 

it plays in the lives of their participants and that the youth get the best out of the AVA 

programmes.  

7.1. Record keeping 

The first and perhaps the most important recommendation is to keep a rich data base 

of all the participants who go through the programme. In order to meaningfully 

determine whether the programme is working to reduce youth unemployment, data 

needs to be collected for each group upon entering and completing the programme. 

The participants could complete a basic online survey at the beginning of the 

programme that asks them to provide information pertaining to their socio-economic 

background, length of unemployment, skills they hope to acquire from AVA, job search 

activity etc. this will serve as the baseline data. Once the participants have completed 

the programme, they should be asked follow-up questions about their job prospects, 

their experience of unemployment after the programme, length of unemployment, 

skills acquired, new income levels etc. this will serve as the post programme data thus 

allowing for ex-post evaluation on the effectiveness of the programme. If the causal 

effects of the programme can be determined, and if those effects are found to be 

significant then the AVA model could be implemented in other ALMPs and even policy 

for youth unemployment eradication. 

7.2. Exposure to career guidance 

Career guidance is already a valuable service that AVA provides to the participants. 

However, an important addition to the service would be to help the youth create more 

realistic expectations for their future job prospects so that they avoid the possibility of 

pricing themselves out of employment. Participants need to understand that past work 

experience, level of education and skills all play a role in how the labour market 
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perceives them as job seekers. Therefore, if a young person is misinformed about 

what level of income, they can expect given their skills and education level, they will 

most likely price themselves out of the labour market by turning down offers which do 

not meet their unrealistic income level expectations; and thus, further extending their 

unemployment duration. 

7.3. Stronger partnering with the private sector 

Evidence from European countries on the impact of ALMPs in reducing youth 

unemployment is mixed and the reason for this is partly because of the lack of 

experimental studies and the wide variation in evaluation methods. Nevertheless, the 

overall key finding is that if policy wants programs serving youths to be more beneficial, 

there needs to be a strong partnership with the private sector, or the private sector 

needs to at least be involved in setting up the programme or policy. This will ensure 

that the training or work experience that the young people receive is in line with the 

demands of the labour market. The lesson from the successful German public 

empowerment program is the emphasised need to include employers in the design of 

the programme. By determining what set of skills employers are looking for AVA can 

incorporate these more directly in their various programmes. 

 

Countries that have succeeded in executing strong private-public partnerships have 

experienced significant reductions in the level of youth unemployment. The 

programmes usually aim to provide youth with work experience from an age as early 

as high school. In this way learners obtain first-hand experience throughout their 

schooling career which will also mean more informed subject choices and later on 

tertiary education selection. Since the private entity will be bearing significant risk and 

management responsibility, there needs to be a great incentive in place such as lower 

corporate tax rates or credit against income tax.  

 

Another reason to form stronger relationships with the private sector is that sometimes 

perceptions of youth are laced with undertones of gender and racial stereotypes. An 

example of racial and gender stereotypes is that, coloured youth tend to be marred as 

unreliable and afflicted with drug abuse; while young women are perceived as 

undependable because of unplanned pregnancies and other family responsibilities 

(Dieltiens, 2015: 7). And often times employers will conceal their preferences for a 
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particular type of employee under guises of requiring the candidate to ‘speak 

eloquently’ or to come from a particular institution or to speak a specific language. 

These stereotypical elements mean that marginalised young people have a greater 

disadvantage in overcoming unemployment. Therefore, NGOs such as AVA face the 

battle of trying to prevent them from perpetuating and further hindering a young 

person’s success. 

 

Gender-based and racial stereotypes are not fact-based information and often these 

stereotypes are what misinforms senior executives and other major decision makers 

about the talents of young people. Although changing the perceptions of employers 

based on these stereotypes is not a factor that can be changed by AVA- through 

working more directly with the private sector these young people can be given a better 

chance to showcase their talents without their race of gender being used against them 

as a form of bias. 

 

The role of information asymmetries large in the low-skill sector in South Africa. 

Information asymmetries are prevalent in this market and employers struggle to 

identify high ability job seekers. Another contribution which the private sector can 

make is a simple intervention - encouraging job seekers to obtain a standardized 

reference letter from a former employer. This can lead to substantial improvements in 

firms’ ability to select job seekers of higher ability from the large pool of applicants 

(Abel et.al, 2017). Other ways in which the private sector can contribute to the plight 

of unemployment is to contribute funds for skills development and workplace training 

through the Skills Development Levy, as the literature review has indicated positive 

findings of training programs in developing countries. 

 

But the role of the public sector can only be as strong as the government policies that 

support the ALMPs. South Africa’s spending on ALMPs is low but comparable to most 

OECD countries. If the spending on labour policies, and the related incentives are 

strengthened, then can public sector engagement also be strengthened to play a much 

larger role in making youth more employable thus reducing youth unemployment.  
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7.4. Set up networking events 

Social capital has been found to be among the leading factors that lead to successful 

employment as more and more employers are recruiting through networks. As the 

study has shown, the youth are aware that good connections can get you a job and 

they even think it is one of the most important determining factors for finding work. 

Therefore, the youth should be given an opportunity to network outside of their social 

circles. This can be achieved in one of two ways: the first being AVA setting up and 

arranging a networking session themselves where they invite various businesses to 

present about their companies and what opportunities the youth could take advantage 

of in their companies. But this will come at a rather high cost when taking into account 

the amount of time and resources that go into organising such an event. The second 

and more cost-effective method would be to liaise with universities such as the 

University of Cape Town’s Career Service and ask them if the AVA participants could 

attend one or two of their major career fairs. These career fairs are a great way to 

network with recruiters as the participants can ask questions about the application 

process, entrance requirements and the possibility of getting funding to study. By 

exposing youth to other career options, they can be inspired to want to study further 

with the possibility of getting funding to pursue their studies or they can make 

connections with other students who can assist them by giving advice on their studies 

and how to overcome certain challenges. 

8. Conclusion 

The main aim of this case study was to investigate how the unemployment duration 

(in months) of youth who have completed the AVA programme has changed since 

their exit from the programme. The study found that the unemployment duration for 

the AVA participants reduced by at least 6 months for men and 5 months for women. 

Therefore, making the programme equally beneficial for both the young men and 

women. The study further went on to explore some of the other common determinants 

of youth unemployment and found that with regards to exit states- employment was 

the most common exit state with majority of the participants successfully finding work 

after completing the programme. Their success in finding work can be attributed to the 

work experience that they have gained while volunteering. The programme appears 

to be most effective for youth who have never had work experience as the post 
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programme unemployment duration for those without work experience was 6 months 

less than for those with job experience. The second most dominant exit state was 

education- most of the participants cited that after completing the programme they 

were either better equipped to apply for a certain university degree or had access to 

resources to fund their studies. In this regard, AVA has helped a number of these 

young people further their studies. 

 

From the individual as well as household characteristic level; the study confirms most 

of the findings from the literature. The optimism that the AVA participants feel after 

completing their program has lent a key role in maintaining job search activity as most 

of the participants stated that they spent quite a considerable amount resources in 

searching for work; this is also evident by the number of average job-offers they were 

receiving which increased from 0.28 to 1.92 offers per month. Social capital continues 

to be a critical asset to have when securing employment as many more employers are 

using referrals as a search mode for suitable candidates. Most school leavers often 

have a misinformed view of what entry level salaries are like, similarly in the case 

study it was found that a few of the youth had priced themselves out of the labour 

market by declining job offers which do not meet their income expectations. 

An important take away from this case study is the need to have a self-development 

component in a youth ALMP. A positive attitude can go a long way in influencing job 

search activity. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 77 

 

 

 

 

References 

Abbring, J. H., van den Berg, G. J., & van Ours, J.C., 2001. Business Cycles and Compositional 

Variation in U.S. Unemployment. Journal of Business & Economic Statistics, 19: 436–448. 

 

Abel, M., Burger, R., Carranza, E. & Piraino, P., 2017. Bridging the Intention-Behaviour Gap? 

The Effect of Plan-Making Prompts on Job Search and Employment. Policy Research Working 

Paper. (September):1–23. 

 

Acemoglu, D., 1995. Public Policy in a Model of Long-term Unemployment. Economica. 62: 161–

178. 

 

Action Volunteers Africa, 2015. AVAfrica. [Online]  Available at: http://www.avafrica.org.za/about 

[Accessed 01 November 2018]. 

 

Ahn, N. & Ugidos‐Olazabal, A. 1995., Duration of Unemployment in Spain: Relative Effects of 

Unemployment Benefit and Family Characteristics. Oxford Bulletin of Economics and Statistics. 

57:249–264. DOI: 10.1111/j.1468-0084.1995.mp57002006.x. 

 

Altman, M., 2003. Jobless or job creating growth? Some preliminary thoughts. TIPS/DPRU 

Annual Forum. 1–24. 

 

Astin, A. W., Sax, L. J., & Avalos, J., 1998. Long-term Effects of Volunteerism During the 

Undergraduate Years. Review of Higher Education. 22: 187–202. 

 

Autor, D., Levy, F., & Murnane, R., 2000. Upstairs, Downstairs: Computer-Skill Complementarity 

and Computer-Labor Substitution on Two Floors of a Large Bank. 

 

Baumeister, R.F., Campbell, J.D., Krueger, J.I., Vohs, K.D., Solomon, L.J., Rothblum, E.D., 

Korrelboom, K., Maarsingh, M., et al., 2013. Mindfulness and Self-esteem: A Systematic Review. 

Personality and Individual Differences. 35: 213–240. DOI: 10.1007/s12671-015-0407-6. 

 

Betcherman, G., Dar, A., Luinstra, A. & Ogawa, M., 2000. Active Labor Market Programs: Policy 

Issues for East Asia. Washington, DC. 

 

Bhorat, H. & Oosthuizen, M., 2005. The Post-Apartheid South African Labour Market. Cape 

Town: Development Policy Research Unit, Working Paper 05/93. 

 

Blanchard, O. J., & Diamond, P., 1994. Ranking, Unemployment Duration, and Wages. Review 

of Economic Studies, 61: 417–434. 

 

Böheim, R. & Taylor, M. P., 2000. Unemployment duration and exit states in Britain. Technical 

Report. ISER Working Paper Series. 

http://www.avafrica.org.za/about


 78 

 

Breen, R., 2005. Explaining cross-national variation in youth unemployment: Market and 

institutional factors. DOI: 10.1093/esr/jci008. 

 

Brick, K. & Mlatsheni, C., 2007. Examining the degree of duration dependence in the western 

cape labour market, Technical report, University of Cape Town: Southern Africa Labour and 

Development Research Unit. 

 

Butler, R. J., & McDonald, J. B., 1986. Trends in Unemployment Duration Data. Review of 

Economics and Statistics. 68: 545–557. 

 

Caliendo, M., Lee, W.S. & Mahlstedt, R., 2017. The gender wage gap and the role of reservation 

wages: New evidence for unemployed workers. Journal of Economic Behavior and Organization. 

136:161–173. DOI: 10.1016/j.jebo.2017.02.011. 

 

Campbell, D. & Stanley, J., 1963. Experimental and quasi-experimental designs for research. 

 

Coles, M. G., & Smith, C., 1998. Marketplaces and Matching. International Economic Review. 

39: 239–254. 

 

Gerfin, M., & Lechner, M., 2002. A Microeconometric evaluation of the active labour market 

policy in Switzerland. Economic Journal 112, 854–893. DOI:10.1111/1468-0297.00072 

 

Card, D., Ibarrarán, P., Regalia, F., Rosas-Shady, D. & Soares, Y., 2011. The Labor Market 

Impacts of Youth Training in the Dominican Republic. Journal of Labor Economics. 29:267–300. 

DOI: 10.1086/658090. 

 

De Coen, A., Forrier, A. & Sels, L., 2015. The impact of age on the reservation wage: The role of 

employment efficacy and work intention: A study in the Belgian context. Journal of Applied 

Gerontology. 34: 83-112. DOI: 10.1177/0733464812473201. 

 

Deming, D.J., 2017. The Value of Soft Skills in the Labour Market. Available at: 
https://data.nber.org/reporter/2017number4/deming.html. [Accessed on January 16 2020] 
 

Dieltiens, V., 2015. A foot in the door: NGOs as workplace intermediaries in the South African 

youth labour market A foot in the door: NGOs as workplace intermediaries in the. Johannesburg. 

 

Dinkelman, T., 2004. How household context affects search outcomes of the unemployed in 

Kwazulu-Natal, South Africa. South African Journal of Economics. 72: 484-521. 

 

Dinkelman, T., 2004. How household context affects search outcomes of the unemployed in 
KwaZulu-Natal, South Africa: A panel data analysis. South African Journal of Economics. 72: 3.  
 

Dynarski, M. & Steven M. S., 1990. The Behavior of Unemployment Durations over the Cycle. 

Review of Economics and Statistics. 72: 350–356 

 

Ellis, J. R.,1993. Volunteerism as an enhancement to career development. Journal of 

Employment Counseling. 30:127–132. DOI:10.1002/j.2161-1920.1993.tb00170.x 

 

https://data.nber.org/reporter/2017number4/deming.html


 79 

European Foundation for the Improvement of Living and Working Conditions., 2012. 

Effectiveness of Policy Measures to Increase the Employment Participation of Young People, 

Dublin: Eurofound. 

 

Fernandez, R.M., Castilla, E.J. & Moore, P., 2000. Social Capital at Work: Networks and 

Employment at a Phone Center. American Journal of Sociology. 105:1288–1356. DOI: 

10.1086/210432. 

 

Fourie-Malherbe, M. & Lourens, E., 2017. From Graduate to Employee: Examining the Factors 

that Determine the Professional Success of Graduates from Disadvantages Backgrounds. 

Pretoria, South Africa 

 

Fourie, F.C.N. 2012., The South African Unemployment Debate: Three Worlds, Three 

Discourses? (January):1–59. 

 

Friedlander, D., Greenberg, D. & Robins, P. K., 1997. Evaluating government training programs 

for the economically disadvan- taged. Journal of Economic Literature, 35: 1809-1955. 

 

Gerfin, M. & Lechner, M., 2002. A Microeconometric Evaluation of the Active Labour Market 

Policy in Switzerland. The Economic Journal. 112: 854–893. Available at: 

http://onlinelibrary.wiley.com/doi/10.1111/1468-0297.00072/full [Accessed 22 September 2018] 

 

Gregg, P., 2001. The Impact of Youth Unemployment on Adult Unemployment in the NCDS. The 

Economic Journal. 111: :626–653. DOI: 10.1111/1468-0297.00666. 

 

Hällsten, M., Edling, C. & Rydgren, J. 2015., The Effects of Specific Occupations in Position 

Generator Measures of Social Capital. Social Networks. 40:55–63. DOI: 

10.1016/j.socnet.2014.06.002. 

 

Hällsten, M., Edling, C. & Rydgren, J., 2017. Social capital, friendship networks, and youth 

unemployment. Social Science Research. DOI: 10.1016/j.ssresearch.2016.06.017. 

 

Hawley, J., Hall, A. M., Weber, T., Mascherini, M., Salvatore, L. & Meierkord, A., 2012. 

Effectiveness of policy measures to increase the employment participation of young people.  

 

Ibarrarán, P. & Rosas Shady, D., 2009. Evaluating the impact of job training programmes in Latin 

America: evidence from IDB funded operations. Journal of Development Effectiveness. 1:195–

216. DOI: 10.1080/19439340902918094. 

 

ILO., 2017. Towards Evidence-Based Active Labour Market Programmes in Egypt: Challenges 

and Way Forward. 

 

Imbens, G. & Lynch, L., 2006.  Re-employment Probabilities over the Business Cycle. 

Portuguese Economic Journal. 5: 111–134 

 

Islam, R., Krishnamurty, J., Puri, S., Asia, S.E. & Office, I.L., 2001. Active Labour Market Policies 

in East and South-East Asia: What has been done and what can be done? Geneva. 

 

http://onlinelibrary.wiley.com/doi/10.1111/1468-0297.00072/full


 80 

Ismail, Z. & Kollamparambil, U., 2015. Youth Unemployment Duration and Competing Exit 

States: What Hides Behind Long Spells of Black Youth Unemployment in South Africa? African 

Development Review. DOI: 10.1111/1467-8268.12150. 

 

Ismail, Z., & Kollamparambil, U., 2015. Youth Unemployment Duration and Competing Exit 

States: What Hides Behind Long Spells of Black Youth Unemployment in South Africa? African 

Development Review, 27: 301–314. Available at: https://doi.org/10.1111/1467-8268.12150 

[Accessed 18 September 2018]. 

 

Kimani, E.M., 2015. Education and Labor Market Outcomes in South Africa: Evidence from the 

National Income Dynamics Study. University of Cape Town. 

 

Kluve, J., 2006. The effectiveness of European Active Labor Market Policy. Discussion Paper no. 

2018. 

 

Konstam, V., Tomek, S., Celen-Demirtas, S., & Sweeney, K., 2014. Volunteering and 

Reemployment Status in Unemployed Emerging Adults: A Time-worthy Investment? Journal 

of Career Assessment. 1-14. 

 

Kroft, K., Lange, F. & Notowidigdo, M.J., 2013. Duration Dependence and Labor Market 

Conditions: Evidence from a Field Experiment. The Quarterly Journal of Economics. 1123–1167. 

DOI: 10.1093/qje/qjt015.Advance. 

 

Krumboltz, J. D., 2009. The Happenstance Learning Theory. Journal of Career 
Assessment. 17: 135–154. DOI:10. 1177/1069072708328861 
 

Kuron, L. K. J., Lyons, S.T., Schweitzer, L., Eddy, S.W., 2015. Millennials’ Work Values: 

Differences Across the School to Work Transition. Personnel Review. 44: 991-1009 

 

Lam, D., Leibbrandt, C., Mlatsheni, C., 2007. Education and Youth Unemployment in South 

Africa. International Policy Center, 34, 1-32 

 

Levinson, J., 2007. Two Policies to Alleviate Unemployment in South Africa, Working Paper, 166. 

s.l.:Center for International Development at Harvard University (CID). 

 

Ligthelm, A., 2006. An Evaluation of the Role and Potential of the Informal Economy for 

Employment Creation in South Africa. South African Journal of Labour Relations, 30: 30–50 

 

Lilestein, K., & Seekings, J., 2017. Youth Unemployment and Reservation Wages in Cape Town, 

South Africa. Centre for Social Science Research, UCT. 

 

Ljungqvist, L., & Sargent, T.J., 1998. The European Unemployment Dilemma. Journal of Political 

Economy. 106: 514–550. 

 

Lockwood, B., 1991. Information Externalities in the Labour Market and the Duration of 

Unemployment. Review of Economic Studies, 58: 733–753. 

 

Machin, S. & Manning, A., 1999. The Causes and Consequences of long-term Unemployment in 

Europe. The Handbook of Labour Economics. 3: 3085-3139 

 

https://doi.org/10.1111/1467-8268.12150


 81 

Martin, J. P., 2000. What Works among Active Labour Market Policies: Evidence from OECD 

Countries’ Experiences. OECD Economic Studies. 

 

Martin, J.P. & Grubb, D., 2002. What Works and for Whom: A Review of OECD Countries’ 

Experiences with Active Labour Market Policies. 8: 9–56. DOI: 10.2139/ssrn.348621. 

 

Martine, J.P., 2015. Activation and Active Labour Market Policies in OECD Countries: Stylised 

Facts and Evidence on their Effectiveness. Journal of Labour Policy. 4:4-29. DOI 

10.1186/s40173-015-0032-y 

 

McCall, J.J., 1970. Economics of Information and Job Search. Quarterly Journal of Economics. 

84:113–126. 

 

Milazzo, A., del Ninno, C. & Subbarao, K., 2009. How to Make Public Works Work: A Review of 

the Experiences. The World Bank 

 

Mlatsheni, C. & Rospabé, S., 20002. Why is Youth Unemployment so High and Unequally 

spread in South Africa? 

 

Mlatsheni, C., 2014. Youth Unemployment and the Transition from School to Work in Cape 

Town. 

 

Mncayi, P. & Dunga, S.H., 2016. Career choice and unemployment length: A study of graduates 

from a South African university. Industry and Higher Education. 30: 413–423. DOI: 

10.1177/0950422216670500. 

 

Moeletsi, T., 2017. South Africa’s Youth Unemployment and the Employment Tax Incentive: An 

Empirical Re-evaluation. 

 

Moore, S., Daniel, M., Gauvin, L. & Dube, L., 2009. Not all Social Capital is Good Capital. Health 

and Place. 15: :1071–1077. DOI: 10.1016/j.healthplace.2009.05.005. 

 

Moscarini, G., 1997. Unobserved Heterogeneity and Unemployment Duration: A Fallacy of 

Composition. Yale University Working Paper. 

 

Naidu, C., 2009. Spatial Mismatch in Cape Town: Business Location and the Impacts on 

Workers. University of Cape Town. Available: 

https://open.uct.ac.za/bitstream/handle/11427/8955/thesis_hum_2009_naidu_c.pdf?sequence=1. 

 

National Planning Commission (NPC). 2011. National Development Plan. Available at: 

http://www.npconline.co.za/medialib/downloads/home/NPC%20National%20Develo 

pment%20Plan%20Vision%202030%20-lo-res.pdf (accessed on 10 June 2018). 

 

National Treasury. 2011. Confronting Youth Unemployment: Policy Options for South Africa. 

Discussion paper for public comment. Pretoria: National Treasury. 

National 

 

Nattrass, N. & Walker, R., 2005. Unemployment and Reservation Wages in Working-Class Cape 

Town. South African Journal of Economics. 73: 498–509. DOI: 10.1111/j.1813-

6982.2005.00034.x. 

https://open.uct.ac.za/bitstream/handle/11427/8955/thesis_hum_2009_naidu_c.pdf?sequence=1


 82 

 

Nattrass, N., 2002. Should Youth Unemployment be Targeted as Part of a Comprehensive 

Welfare Policy in South Africa? Social Dynamics. 282: 207–236. 

 

Ñopo H. and J. Saavedra., 2003. Recommendations for the Improvement of the Projoven 

Baseline Survey and Suggestions for the Construction of a Randomized Baseline as part of an 

Experimental Design. 195-216 

 

O’Higgins, N., 2001. Youth unemployment and employment policy: A global perspective. ILO. 

Geneva 

 

Quintin, G., 2010. Jobs for Youth: Greece. Des emplois pour les jeunes. 

DOI:10.1787/9789264082106-en 

 

Rosholm, M., Svarer, M., 2008. The threat effect of active labour market programmes. 

Scandinavian Journal of Economics. 110: 385–401. DOI:10.1111/j.1467-9442.2008.00544.x 

 

Schöer, V., 2004. Job Search Strategies and Social Networks: Evidence from the 

Khayelitsha/Mitchell’s Plain Survey. University of Cape Town. Available: 

https://open.uct.ac.za/bitstream/handle/11427/5695/thesis_com_2004_schoer_v.pdf?sequence=

1 [Accessed 15 August 2018]. 

 

Serneels, P., 2007. The Nature of Unemployment among Young Men in Ethiopia. Review of 

Development Economics. 11: 170-186 

 

Shimer, R., 2008. The Probability of Finding a Job. American Economic Review: Papers & 

Proceedings. 98: 268–273. 

 

Shore, T.H., & Tashchian, A., 2013. Perceptions of unemployed workers: Unemployment 

Duration, Volunteerism, and age. The Journal of Applied Business Research. 29: 983 – 990. 

 

Sider, H., 1985. Unemployment Duration and Incidence: 1968–1982.  American Economic 

Review, 75: 461–472. 

 

Smith, C., 2006. International Experience with Worker-side and Employer-side Wage and 

Employment Subsidies, and Job Search Assistance Programmes: Implications for South Africa. 

 

Spera, C., Ghertner, R., Nerino, A., & DiTommaso, A., 2013. Volunteering as a pathway to 

employment: Does volunteering increase odds of finding a job for the out of work? Washington, 

DC: Corporation for National and Community Service, Office of Research and Evaluation.  

 

Statistics South Africa, 2018. Youth Unemployment is still High in Q1: 2018. [Online]  

Available at: http://www.statssa.gov.za/?p=11129 [Accessed 28 June 2018]. 

 

Tuffrey, M., 2003. Good Companies, Better Employees—How community Involvement and Good 
Corporate Citizenship can Enhance Employee Morale, Motivation, Commitment and 
Performance. London, England: The Corporate Citizenship Company. Available at: 
https://www.centrica.com/files/reports/2005cr/files/csr_Good_companies_better_employees.pdf 
[Accessed 20 January 2020] 
 

https://open.uct.ac.za/bitstream/handle/11427/5695/thesis_com_2004_schoer_v.pdf?sequence=1
https://open.uct.ac.za/bitstream/handle/11427/5695/thesis_com_2004_schoer_v.pdf?sequence=1
http://www.statssa.gov.za/?p=11129
https://www.centrica.com/files/reports/2005cr/files/csr_Good_companies_better_employees.pdf


 83 

U.S Department of Labor, 1964. Job Corps. [Online]  Available at: 

https://www.dol.gov/general/topic/training/jobcorps [Accessed 05 November 2018]. 

 

van Aardt, I., 2012. A Review of Youth Unemployment in South Africa , 2004 to 2011. South 

African Journal of Labour Relations 36: 54–68. 

 

van den Berg, G. J., & van Ours, C. J., 1996. Unemployment Dynamics and Duration 

Dependence. Journal of Labor Economics, 14: 100–125. 

 

van der Merwe, W., 2012. An Investigation of the Perceived Consequences to Employees of 

Reducing Employment Related Trip End Choices in Cape Town. University of Cape Town. 

Available:https://open.uct.ac.za/bitstream/handle/11427/9081/thesis_ebe_2014_tamukamoyo_h.

pdf?sequence=1 [Accessed 15 August 2018] 

 

Van Reenen, J., 2004. “Active Labour Market Policies and the British New Deal for the Young 

Unemployed in Context.” In Seeking a Premier Economy: The Economic Effects of British 

economic Reforms, 1980-2000, Chicago: The University of Chicago Press. 

 

Vasileiou, K., Barnett, J., Thorpe, S. et al., 2018. Characterising and justifying sample size 

sufficiency in interview-based studies: systematic analysis of qualitative health research over 

a 15-year period. DOI:10.1186/s12874-018-0594-7 

 

Vishwanath, T., 1989. Job Search, Stigma Effect, and Escape Rate from Unemployment. 

Journal of Labor Economics, 7: 487–502. 

 

Wilson, J., & Musick, M., 2003. Doing well by doing good: Volunteering and Occupational 

Achievement Among American Women. The Sociological Quarterly. 44: 433–450. 

DOI:http://www.jstor.org/stable/ 4120714 

 

Wittenberg, M., 2005. Job Search in South Africa: A Non-parametric Analysis. South African 

Journal of Economics 70, 1163–1196. DOI:10.1111/j.1813-6982.2002.tb00062.x 

 

World Bank., 2012. Labor Market Programs. Africa Social Protection Policy Briefs. The World 

Bank. 1–https://www.chet.org.za/publications/papers-search4. 

 

 

  

https://www.dol.gov/general/topic/training/jobcorps
https://open.uct.ac.za/bitstream/handle/11427/9081/thesis_ebe_2014_tamukamoyo_h.pdf?sequence=1
https://open.uct.ac.za/bitstream/handle/11427/9081/thesis_ebe_2014_tamukamoyo_h.pdf?sequence=1


 84 

Appendix A: 

AVA Graduates Questionnaire 
 

Hello :) 

My name is Mapaseka Setlhodi and I am doing my Masters in Economic Development.  

 

I am interested in finding out how AVA has played a role in better equipping youth with skills 

that make them more employable. I want to understand if the different AVA programmes have 

prepared youth differently for work, and what elements of those programmes has done so. I 

also want to gauge how AVA’s overall programmes are affecting employment rates. I would 

like to interview people who have gone through one of the AVA programmes and are now 

either employed, self-employed, continuing with their studies or still looking for work/ other 

opportunities. 

 

Through completing this survey you will be contributing to help AVA improve the services that 

it provides to other youth like yourself. 

 

The survey shouldn't take more than 15 minutes to complete. 

So if you could please complete this short online survey, it would go a long way in helping me 

complete my studies.  

 

By completing this survey, you stand a chance to win one of three gift cards valued at R500 

each. 

 

* (Required) 

 

Do you understand the terms of completing this questionnaire and thus agree to complete 

the questionnaire? * 

 Yes 
 No 

 

 
 

This section asks for basic information. Your name and surname will be made anonymous to protect your 

identity. 

Name * 

Your answer 

Surname * 

Your answer 

Age * 

Your answer 

Gender * 

Consent 

Individual Characteristics 
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Your answer 

Population group (Race) * 

Your answer 

Area of residence (please write the specific location e.g. Delft or Khayelitsha or Wynberg) 

Your answer 

Highest level of education * 
 

 Incomplete high school 
 Matric 
 Trade/Technical/Vocational training (at a TVET or FET college) 
 Diploma 
 Degree 
 Other: 

 

Estimated monthly household income 

 

 Less than R2000 
 R2000-R4999 
 R5000-R7999 
 R8000-R10999 
 R11000-R14999 
 R15000-R17999 
 R18000 or more 

 

Dependents means anyone you are supporting financially. This could be siblings (brothers, sisters, 

cousins) or parents, grandparents or any children of your own who you need to support financially.  

 

Do you have any dependents? * 

 Yes 
 No 

Which kind of dependents do you have? 
 

 Siblings (includes cousins, nephews and nieces) 
 Parents 
 Grandparents 
 Own children 
 Non-blood relatives (e.g. friend's children) 

How many dependents do you have? 
 

 1 
 2 

Dependents 
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 3 
 4 
 More than 4 

 
 
 

This section asks questions about any government grants that a member of your household may be 

receiving. 

Are you or anyone in your household getting any form of government grant? * 
 

 Yes 
 No 

Please specify the type of grant that you or your household member is receiving 
 

 Child Support Grant 
 Grants for Older Persons 
 Disability Grant 
 War Veteran's Grant 
 Social Relief of Distress 
 Care Dependency Grant 
 Foster Care Grant 
 Grants-in-Aid 
 Other: 

 
 
 
 

This section explores your work history both before and after AVA 

When did you join AVA? * 
Date 

 

Which AVA program did you participate in? * 
 

 Year Beyond 
 Work 4 Progress 
 Khanyisa 
 Khulisa 
 AVA 2015 
 AVA 
 Shine 

Did you stay in AVA for the entire length of the program? * 

 

 Yes 
 No 

 

 

Grants 

History with AVA 
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Please state the reason(s) why you left AVA before completing your program 

Your answer 

 
 
 
What skills did AVA give you that made you feel more prepared about going to work. Select as many that 

apply to you. 

The most valuable work readiness skill that I learned from my AVA program is... 
 

 Time management 
 Project planning 
 Resource management 
 Communication skills 
 Writing skills 
 Problem solving 
 Ability to work in a team 
 Other: 

 
 
 
This section explores you and your household's work history both before and after AVA 

How many people in your household are working right now? 

 None 
 One 
 Two 
 Three 
 More than three 

 

Please select which sector your household members are currently working in 

 Manufacturing (e.g. factory) 
 Mining ( e.g. Anglo America, De Beers) 
 Agriculture (e.g. fishing or farming) 
 Communications (e.g. marketing, advertising, journalism) 
 Tourism (e.g. Hotel manager, tour guide) 
 Wholesale and retail trade (e.g. Shoprite, Truworths) 
 Finance and business services (e.g. Banking, consulting, office work) 
 Government services (e.g. nurse, social worker, Dept. of Home Affairs) 
 Transport and logistics (e.g. Metrorail, taxis, delivery) 
 Construction (e.g. builder) 
 AVA 
 Other: 

 

Were you previously working before joining AVA? * 

Work readiness 

Reasons for leaving AVA 

Work history 
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 Yes 
 No 

 

 

 

Please state the reason you joined AVA (please specify "other") 

 Expectations of higher income after getting new skills from AVA 
 General unhappiness at the previous workplace 
 Looking to change career paths 
 Company closed down 
 You served your contract at your previous workplace 
 Other: 

Please select the sector you were most recently employed in and your role 
i.e. Sector name: Retail 

Role: Sales consultant 

Please specify where it says "other" 

Please select which sector you previously worked in 

 Manufacturing (e.g. factory) 
 Mining ( e.g. Anglo America, De Beers) 
 Agriculture (e.g. fishing or farming) 
 Communications (e.g. marketing, advertising, journalism) 
 Tourism (e.g. Hotel manager, tour guide) 
 Wholesale and retail trade (e.g. Shoprite, Truworths) 
 Finance and business services (e.g. Banking, consulting, office work) 
 Government services (e.g. nurse, social worker, Dept. of Home Affairs) 
 Transport and logistics (e.g. Metrorail, taxis, delivery) 
 Construction (e.g. builder) 
 Other: 

Role 

 Assistant Clerk 
 Front Desk Reception 
 Waitress/Waiter 
 Cleaner 
 Delivery 
 Retail Stock Clerk 
 Retail salesperson 
 Parking Lot attendant/ Car guard 
 Call Centre Agent 
 Sewing machine operator 
 Construction worker 
 Bartender 
 Security guard 
 Nurse assistant 

Previous employment details 
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 Other: 
 
 
 
If you were unemployed before joining AVA, please select from the list below the reason(s) why you joined 

AVA. You may select more than one reason. 

Which of these best describes how you were spending your time? 

 I was actively looking for work 
 I was in school/college/technikon/university 
 I was unemployed and not looking for work 
 Other: 

 

Why did you join AVA? 

Your answer 

 

 
 
This section explores where you currently are now that you have completed your AVA program 

Which of these best describes your current work status * 

 I am still looking for work 
 I have received job offers, but I am waiting for something better to show up  
 I am working part-time 
 I am working somewhere where I am getting paid weekly/monthly 
 I work for myself/self-employed 
 I have decided to go back to school to further my studies 

 

 

 

Please select the sector you are currently employed in and your role 
i.e. Sector name: Retail 

Role: Sales consultant 

Please specify where it says "other" 

 

Please select which sector you are working in after completing your AVA program 

 Manufacturing (e.g. factory) 
 Mining ( e.g. Anglo America, De Beers) 
 Agriculture (e.g. fishing or farming) 
 Communications (e.g. marketing, advertising, journalism) 
 Tourism (e.g. Hotel manager, tour guide) 
 Wholesale and retail trade (e.g. Shoprite, Truworths) 
 Finance and business services (e.g. Banking, consulting, office work) 
 Government services (e.g. nurse, social worker, Dept. of Home Affairs) 
 Transport and logistics (e.g. Metrorail, taxis, delivery) 
 Construction (e.g. builder) 
 AVA 

Unemployed before AVA 

After completing your AVA programme 

Employment status after AVA 
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 Other: 

Role 

 Assistant Clerk 
 Front Desk Reception 
 Waitress/Waiter 
 Cleaner 
 Delivery 
 Retail Stock Clerk 
 Retail salesperson 
 Parking Lot attendant 
 Call Centre Agent 
 Sewing machine operator 
 Construction worker 
 Bartender 
 Security guard 
 Nurse assistant 
 Teaching assistant/ Teacher 
 Other: 

What is your monthly personal income level? 
 

 Less than R2000 
 R2000-R4999 
 R5000-R7999 
 R8000-R9999 
 R10000-R11999 
 R12000-R13999 
 R14000-R15999 
 More than R16000 
 Prefer not to say 

 
 
 
If you are self-employed, please complete this section below 

Please specify where it says "other" 

How did you get finance for your company? 

 I saved 
 I got a bank loan 
 I loaned money from family and friends 
 I received private start-up funding 
 I received government start-up funding 
 Other: 
 

 

What is the main activity of your business? 

Self-employed 
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 Photography 
 Catering 
 IT 
 Business Consultancy 
 Tenders 
 Construction/ Repairs 
 Events planning 
 Public Relations 
 Recruitment 
 Fashion/ Design 
 Carwash 
 Other: 

 

What is your monthly personal income level? 

 Less than R2000 
 R2000-R4999 
 R5000-R7999 
 R8000-R9999 
 R10000-R11999 
 R12000-R13999 
 R14000-R15999 
 More than R16000 
 Prefer not to say 

 
If you have selected that you have decided to go back to school, then please answer the section below 

 

Please specify where it says "other" 

What type of institution are you currently at? 

 High school bridging college 
 College 
 Technikon/University of Technology 
 University 
 TVET (Technical and Vocational Education and Training) 
 Other: 

Reason(s) for going back to school 

 I received funding to further my studies 
 I wanted to gain more skills 
 I previously did not meet the entrance requirements but now I do 
 I developed an interest for a course I had previously not been interested in  

 Other (please specify) 

Your answer 

 

 

This section tries to understand what is your main reason for not accepting job offers 

Continuing education 

Reasons for not accepting job offers 
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I refused the job offers I received because of 

 The working conditions (e.g. too many hours required) 
 No employee benefits (e.g. no medical aid or pension funds) 
 The pay was too low 
 Workplace too far from home 
 Job required me to have resources I don't have (e.g. own car, or own laptop) 

 
 

 

Reservation wage means the lowest wage you would be willing to accept for any job. 

For example you may think that working 8 hours a day for R5000 a month is just not worth it. 

Please select the lowest amount of money you would be willing to work 8 hours a day for from the list of 

options below. 

My reservation wage is....a month 

 Less than R2000 
 R2000 
 R3000 
 R4000 
 R5000 
 R6000 
 R7000 
 R8000 
 More than R8000 

 
 

 

 

This section explores how long it used to take you to find work before you joined AVA vs. after you 

completed your AVA program. It also explores how many job offers you received before and after you 

joined AVA. 

Please specify where it says "other" 

Before you joined AVA, how long would it take you to find work? 

Your answer (months) 

 I never had any luck finding work before I joined AVA 
 Other: 

 

After completing your AVA program how long did it take you to find work? 

Your answer (months) 

 I still haven't had any luck finding a job 
 Other: 

 

Before you joined AVA how many job offers did you receive on average in a month? 

 None 
 At least one job offer per month 
 At least two job offers per month 
 Three or more job offers per month 

Reservation wage 

Job search duration and offers 
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After you graduated from AVA how many job offers do you receive on average in a month? 

 None 
 At least one job offers per month 
 At least two job offers per month 
 Three or more job offers per month 

 

Of the following options, which do you think matters the most in getting you work? 
Please rank these on a scale of 1 to 7; 1 being "it matters the least" ; 4 being "neutral" and 7 being "it 

matters the most". Please rate them according to their importance to you.  

 

So if Education matters the most to you then give it a 7; if connections are important too then give it a 6 

instead of a 7 and if Technical Skills are the next important thing then please give it a 5...  

 

Factors that determine finding work successfully 

 Level of Education        1 

 Connections in the place where you want to work    2 

 Soft skills (i.e. teamwork, organisation, communication)   3 

 Technical skills (i.e. programming, analysis, accounting)   4 

 Work experience        5 

 Information about job openings      6 

 How close the workplace is to home      7 

 

Which of the above do you think AVA has given you? Choose the most valuable option to 

you 

 Increased level of Education 
 Connections in the place where you want to work 
 Work experience 
 Information about job openings 
 New transferable soft skills 
 New transferable technical skills 
 AVA created a new interest in a career I'd like to pursue 
 Other: 

 

Do you think now that you have graduated from AVA you will get more job offers? 

 Yes 
 No 
 Maybe 

 

 

How much time would you say you currently spend looking for work in a week 

 At least 1 hour a week 
 At least 2 hours a week 
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 At least 3 hours a week 
 More than 3 hours a week 
 None/ I am not currently looking for work 

 

Job search costs 
Can you provide an estimate of the job search costs you incurred in order to find work? These can include 

money spent at internet cafes or printing important documents such as CVs. Please state a rough estimate 

of how many rands you spend in a week of looking for work. 

My weekly job search costs are roughly... 

Your answer 

 

 

 

This section will gauge your level of self-awareness by asking you questions relating to your attitude, level 

of confidence, work readiness and abilities. 

Please note the numbers on each of the questions are interpreted as follows: 

1- Strongly disagree 

2- Disagree 

3- Agree 

4- Strongly agree 

 

Attitude 
Attitude means your views on a particular aspect  

Before I joined AVA I was enthusiastic about my future 

Strongly disagree 

1 

2 

3 

4 

Strongly agree 

 

*After I joined AVA I was more enthusiastic about my future 

Strongly disagree 

1 

2 

3 

4 

Strongly agree 

 

 

 

Before I joined AVA I was positive that I would receive a job offer if I applied for the 

position? 

Strongly disagree 

1 

Self-awareness 
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2 

3 

4 

Strongly agree 

 

*After I joined AVA I was more positive that I would receive a job offer if I applied for the 

position? 

Strongly disagree 

1 

2 

3 

4 

Strongly agree 

 

Before I joined AVA I was confident in my ability to complete tasks 

Strongly disagree 

1 

2 

3 

4 

Strongly Agree 

 

*After I joined AVA I was more confident in my ability to complete tasks 

Strongly disagree 

1 

2 

3 

4 

Strongly Agree 

 

Work readiness 
This section asks questions about how ready you feel you are for work. Please answer this section even if 

you have not yet found work. I want to gauge how prepared you feel to join the workplace 

The AVA program that I was part of adequately prepared me for the world of work 

Strongly disagree 

1 

2 

3 

4 

Strongly agree 

Completing my AVA program has improved my... (choose the most valuable option to you) 

 Punctuality 
 Communication with other staff members 
 Executing tasks in time 
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 Being responsible with resources 
 Managing stressful situations 
 Problem solving ability 
 Critical thinking 
 Other: 

 

 
Thank you for completing the survey. 

 

Your name has been entered in the draw to win a R500 shopping voucher! 

 

 

The end ☺ 




