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Abstract 
Graduation Destination Surveys (GDS) are essential in determining the uptake of educational programmes 
offered by the labour market, thus providing an evidence-based means of planning and policy development. 
Limited data is available in South Africa on what becomes of graduates after they complete their post-school 
studies, as very few graduation destination surveys have been conducted to date. Moreover, very little data 
exists on what happens to individuals while they are in training.  
 
This paper looks at the results of two research studies conducted by the Swiss South African Cooperation 
Initiative (SSACI), in conjunction with National Artisan Development Support Centre (NADSC), of tracking 
individuals doing occupational training while they are in the system as well as looking at the labour market 
trajectory of newly qualified artisans. 
 
The first study focuses on tracking individuals through their training and development programmes as well as 
tracing their prior education, how they get onto the programme, who pays for their training, type of 
apprenticeship, relation of work to training, types of work placement, problems encountered, etc. The second 
study focuses on tracking individuals that had learned various trades into the labour market determining their 
employment status, how they went about finding a job, type of contract, and type of employer, etc. 
 
The data used for this study comes from the NADSC, an initiative set up by the National Artisan Moderation 
Body (NAMB), to establish a central system for gathering, collating and storing up-to-date data on artisans and 
apprentices across the country. To date, NADSC has devised a central, web-based e-information system for all 
available data. However, NADSC has experienced significant challenges, one of which is lack of capacity to 
conduct further research into the employment trajectories of newly-certified artisans and the critical factors 
that determine those trajectories.  SSACI has been supporting NADSC in its research activities. 
 

Introduction 
Graduate Destination Surveys (GDS), or tracking studies as they are commonly known, are the primary research 
instrument used globally to determine rates of graduate’s transition into the labour market. Surprisingly, the 
literature on GDS is sparse is South Africa but also in most developing countries. This is because the 
methodology used is taxing and requires very organised management information systems (MISs) regarding 
graduates. Such MISs are not updated with the necessary regularity in most developing country’s education 
systems. Acquiring accurate contact details across multiple institutions entailing large cohorts of graduates who 
have already left the university system are difficult to come by.  
 
This paper looks at the results of two tracking studies conducted by Swiss South African Cooperation Initiative 
(SSACI), in conjunction with National Artisan Development Support Centre (NADSC), in 2015-2016. The data 
(2011 -2015) used for these studies comes from the NADSC, an initiative set up by the National Artisan 
Moderation Body (NAMB), to establish a central system for gathering, collating and storing up-to-date data on 
artisans and apprentices across the country. To date, NADSC has devised a central, web-based e-information 
system, into which all available data is being entered. However, NADSC has experienced significant challenges, 
one of which is lack of capacity to conduct further research into the transition of newly-certified artisans into 
the labour market and the critical factors that determine those transitions.   
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To assist training and workplace providers of apprentice training in transforming their offerings, the first study 
focuses on tracing the individuals through their training and development programmes as well as their prior 
education, how did they get into the programme, who is paying for their training, type of apprenticeship, 
relation of work to training, types of work placement, problems encountered, etc.  

To determine the transition of individuals from education and training into the labour market, the second study 
focuses on tracking individuals that had done various trades, into the labour market determining their 
employment status, how did the individuals go about finding a job, type of contract, and type of employer, etc. 
 
Literature review 
The most consistent work in the area of tracer studies has been done by Ulrich Teichler and his colleague Harald 
Schomberg at the International Centre for Higher Education Research in Kassel, Germany. In 2006, they 
published a twelve country study on graduate employment, focussing on countries located largely in Europe 
but also including Japan.  
 
In Africa, Mugabushaka, Teichler and Schomburg (2003) reports on graduate unemployment rates and 
transitions from higher education into work in six African countries in the period 1996–97. The study comprised 
10 tracer surveys comprising several graduate cohorts. 
 
In Brazil, graduate unemployment has reached a high of 16.4%, reflecting a severe mismatch between the 
demand and supply of skilled person power (Rodriguez et al., 2008: 208). 
 
Australia has well established system for conducting GDSs. Australian Council for Education Research (ACER) 
and the National Centre for Vocational Education Research (NCVER) are the main players in this field. The NCVER 
is responsible for the Longitudinal Surveys of Australian Youth (LSAY) which traces cohorts of students annually 
from the age of 15 years over time. It therefore also provides useful commentary on progression rates and 
success indicators once these young people reach the higher education level. ACER has been commissioned 
since 2008 to investigate graduates’ education and employment outcomes five years after completion of a 
bachelors degree at all Australian universities. 
In South Africa very few GDSs has been carried out. Even these has mostly been of graduates from Higher 
Education Institutions (HEIs) and at institution level rather than national level (Letseka et al (2009); Bhorat et al 
(2012); CHEC (2013); Kraak (2014)). Tracking studies of vocational and occupational education graduates is very 
underdeveloped (Gewer (2009); McGrath et al (2003); SSACI, JET, NBI (2015)).  
 
Research methodology 
For the first study, telephonic interviews were conducted with individuals on the NADSC database that were 
still in training as at October 2016. The interview was kept to a maximum of ten minutes, so as to not take the 
individuals away from work/training for a prolonged period of time. This limited the number of questions which 
could be asked. The interviews were conducted out of the NADSC call centre during October 2016 – January 
2017. Additional calls were also made by SSACI personnel to increase the number of responses. 
  
The database had to be mined to obtain those records which were unique and had current contact details. The 
number of unique records of 1’765, was obtained by going as far back as April 2013. From this, 441 individuals 
(25%) agreed to be interviewed. Taking into account that on average 25’ 000 individuals register for artisanal 
training yearly, resulting in 100’ 000 over four years (2013-2016), the 1’ 765 unique records, represents a mere 
2% of the registered trainees. This reflects poorly on the SETAs which are responsible for maintaining the 
records of trainees in learnerships and apprenticeships. In particular, apprentices are supposed to receive 
regular monitoring visits from SETA technical experts, who should check their logbooks and review their 
progress through the training programme. It should be easy for the trainees’ contact details to be updated 
during these visits, but the evidence suggests that this is not happening as it should.  
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Telephonic interviews were also used as a means to collect the data for the second study. Although well over 
10’000 candidates pass their trade tests every year, most of the contact details on the NADSC database are 
either outdated, incomplete or otherwise inaccurate, so that records as far back as 2011 had to be mined in 
order to get close to the required number of potential interviewees. A total of 4’151 names and contact details 
were thus obtained, all of whom were phoned three times. From this, a total of 1’628 individuals, or 39.2% of 
the sample, agreed to be interviewed. 
 
Tracing Individuals through their Artisan Training 
The NADSC database had to be mined to obtain those records which were unique and had current contact 
details. The number of such unique records came to 1’765. Table 1 shows a breakdown of these records after 
three attempts to call each of them. 
 
Table 1: Breakdown of records 

Unique records (i.e. no duplicates) 1’765 

Successful Calls   441 

Number does not exist/ wrong number 103 

Denied doing any occupational programmes 2 

Deceased 3 

No contact made after 3 attempts 1 216 

 
The low number of contactable trainees seems largely attributable to the frequency with which they change 
their phone numbers. This reflects poorly on the SETAs, which are responsible for maintaining the records of 
trainees in learnerships and apprenticeships. In particular, apprentices are supposed to receive regular 
monitoring visits from SETA technical experts, who should check their logbooks and review their progress 
through the training programme. It should be easy for the trainees’ contact details to be updated during these 
visits, but the evidence suggests that this is not happening as it should.  
 
From the 441 individuals who were contacted, 134 did not want to be interviewed, so the actual interviewees 
totalled 307, or just 17.4% of the initial research sample.  
 
Type and location of artisanal training programmes, and trainees’ previous qualifications 
Of the 307 trainee artisans interviewed, 70.0% (215) were in an apprenticeship and 30.0% (92) in a learnership. 
Apprenticeships, after a long period of period of decline, are once again becoming the main route to artisanship.  
 
Private-sector companies host 52.3% of all apprentices interviewed and 59% of trainees in learnerships, with 
government entities accounting for the remaining 47.7% and 41% respectively. Given that private enterprises 
employ 70% of all workers in the formal sector and government 30%,1 it is clear that the South African 
government continues to do a disproportionate amount of all artisan training in the country.  
 
The high percentage (82.2%) of trainees with a Grade 12 or equivalent (Table 2) reflects employers’ preference 
for such candidates, since only a Grade 11 or equivalent is required by the regulations. This may suggest a 
measure of scepticism on the part of employers about the standard of basic education that candidates for 
artisanal training bring from school. 

                                                
1 The figures from the Statistics SA’s Quarterly Labour Force Survey, September 2016, and the 2016 annual reports of the 
six largest state-owned enterprises (TransNet, Eskom, SAA, Denel, SafCol and AlexKor) show 6’502’000 workers in the 
private sector and 2’792’000 in the public sector, which includes civil servants and state-owned enterprises. 
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Table 2: Trainees’ school qualifications 

Grade 9 2,8% 

Grade 10 3,7% 

Grade 11 11,2% 

Grade 12 (NSC) 74,3% 

Grade 12 (NTC) 7,9% 

 
Over two-thirds (69.4%)  f trainees with a TVET qualification (Table 3) have completed a level higher than that 
required for the trade test - namely, an N2 or NCV3. This is not necessarily a bad thing unless - as is often the 
case - the TVET qualification was acquired before the artisanal training began. Employers’ frequent insistence 
that applicants for apprenticeships should already have attained the relevant TVET qualifications seems to stem 
mainly from two sources: firstly, their desire to reduce the cost of training by eliminating the need to pay for 
the trade theory courses provided by training institutions and, secondly, the employers’ search for an indicator 
of the intelligence and/or trainability of the applicant other than his/her unreliable school results.  
 
Table 3: Trainees’ prior TVET qualifications 

NCV2 1,9% 

NCV3 5,7% 

NCV4 7,1% 

N1 5,2% 

N2 12,9% 

N3 23,3% 

N4 15,2% 

N5 11,0% 

N6 13,3% 

Other 4,3% 

 
Whatever the cause, employers’ predilection for applicants who already have a relevant TVET qualification has 
two undesirable consequences. It tends to disadvantage youths from households that cannot afford to pay for 
these qualifications themselves2. It also reinforces the educationally unsound practice - now typical of 
apprenticeships in South Africa - of trying to frontload all the theoretical knowledge required by the trade 
before any practical training begins. That practical training, in turn, is presented with little reference to the 
underlying knowledge system. The net result is likely to be a lower level of competence based on poor 
integration of knowledge and practice - an outcome found by recent research into the development of 
competence amongst South African apprentices.3 

                                                
2 Although TVET courses are heavily subsidised by the state, through Treasury grants to the colleges and NSFAS bursaries 
to individual students from poor families, the problem of inequitable access to these course has not yet been eliminated 
for the “missing middle’ - i.e. students whose family income is too low to cover their study costs but too high to qualify 
them for a NSFAS bursary.  
3 MerSETA (2016) 
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Another concern arising from the respondents’ pre-training experience is the source of information about 
opportunities for artisanal programmes (Figure 1). 
 

 
Figure 1: How did you get to know about the training programme? 

 
What is striking about the pattern in this graph is how small a role schools and colleges seem to play in giving 
direction to youths interested in artisanal training. Career information and guidance are supposed to be part of 
the core business of education and training institutions. That young people are far more likely to get such 
information from friends, relatives and adverts suggests the institutions are not fulfilling this role.  
 
Further to this, Table 4 shows that most trainees applied on their own for the training programme they are in, 
with only a few getting assistance from their school or college. 
 
Table 4: How did you get into the training programme? 

My employer applied 10,0% 

My school applied 3,2% 

My college applied 11,7% 

I applied 75,1% 

 
Again, we see here a heavy reliance on individual initiative and little evidence of support from educational 
institutions. 
 
Regarding the funding of their training, Figure 2 below shows that almost two thirds of respondents believe 
that a SETA is footing the bill while just under a quarter think that it is being paid for by the employer.  
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Figure 2: Who is paying for your training programme? 

 
It is important to note that the above responses are an indication of the trainees’ perceptions, not necessarily 
of the reality of the situation. SETA grants for apprenticeships and learnerships are usually paid to the employer, 
who in turn pays the college or training service provider. Few employers are willing to offer these training 
opportunities without a SETA grant, but that grant seldom covers the full costs of the programme, which 
includes the trainee’s allowance. What is clear from these responses is that the levy-grant system has become 
central to the funding of occupational training.  
 
Type and institution of apprenticeship training 
The overwhelming majority of apprentices are undergoing standard competency-based, modular training 
(CBMT) (Table 5) - that is, they are working their way through a series of practical training modules, with their 
rate of progression determined by their development of competence rather than a fixed time-period. As soon 
as the trainee can demonstrate the outcomes required by any module, he/she can move on to the next one. 
Artisan training through CBMT typically takes 3-4 years. 
 
As noted earlier in this report, CBMT as practised in South Africa is usually preceded by the trainee’s acquisition 
of a TVET college qualification or part-qualification covering the theory of the trade. This makes CBMT cheaper 
for employers, at the expense of taxpayers and prospective trainees, who have to cover the cost of the prior 
college programmes. 
 
Table 5: Type of apprenticeship 

Type of Apprenticeship % 

Standard CBMT 91,1% 

AATP 7,3% 

DSAP 1,7% 

 
A small number of apprentices (7.3%) are in an accelerated artisan training programme (AATP), a kind of fast-
tracked CBMT open to college graduates who have completed a relevant N4 or above. The AATP was designed 
to accommodate college-leavers who demonstrated above-average ability or determination in trade-related 
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courses at TVET colleges. It typically comprises 24 weeks of full-time institutional training at an accredited 
training centre, followed by 60-70 weeks of structured, work experience with an employer. This programme 
has the potential to bring large numbers of high-calibre college graduates up to trade-test readiness within a 
relatively short period of time and thus go a long way to alleviating the country’s immediate shortage of 
artisanal skills. However, the uptake of AATPs by industry has been slow, owing to high up-front costs (i.e. the 
institutional training, during which the apprentices is unproductive for the employer).  
 
A tiny handful of apprentices are in a dual system apprenticeship programme (DSAP). The characteristic feature 
of DSAP is that it combines education at a TVET college with on-the-job training in the workplace in a single, 
integrated learning programme. This is different from ordinary apprenticeships in South Africa, where 
theoretical components (such as the N-courses) and sometimes even practical components are presented, 
assessed and certificated separately from workplace experience. Benefits of the dual system for colleges include 
regular interaction with local employers, which in turn leads to closer alignment of the college curricula with 
the needs of industry and fewer differences between college and company in terms of work practices and ethos 
(including discipline, timekeeping and quality standards). It also provides a foundation for other forms of 
collaboration between college and company, such as staff exchanges, additional work and training contracts in 
both directions, and the promotion of action-research and reflective practice.  
 
The extent of the disjunction is reflected in employers’ preference for in-house or private provision of the 
theoretical and simulated practice components of the apprentices’ training rather than that offered at public 
TVET colleges (Table 6).  
 
Table 6: Where were you sent for training? 

Institution % 

Public TVET college 25,3% 

Private college 12,3% 

Company’s in-house training centre 62,3% 

 
This is cause for concern. The public TVET colleges are heavily funded by the state4 but employers prefer not to 
use them. And, for their part, colleges do not see industry as client. Nor do they need to. The current funding 
model allocates state subsidies to the colleges on the basis of head-count enrolment figures and the costs of 
programmes offered; it takes no account of employer demand or of student pass rates, throughput rates or 
employment rates5. This situation completely belies the assertions in the government’s 2013 White Paper on 
Post-School Education and Training that: 

‘The main purpose of [TVET] colleges is to train young school leavers, providing them with skills, 
knowledge and attitudes necessary for employment in the labour market…   (p11) 

“Since the main purpose of the TVET colleges is to prepare students for the workplace, it is essential 
that they develop and maintain close working relationships with employers in their areas.” (p16) 

For this clear vision to become a reality will require an overhaul of the funding model for public colleges, 
including the introduction of incentives for being responsive to the skills needs of industries and penalties for 
failing to be so.  

                                                
4 In 2015-16, the state allocated R6’112’818’000 to the public TVET colleges in subsidies and operational grants and 
another R2’095’129’942 to college students in NSFAS bursaries.  
5 Although all colleges submit data on these metrics quarterly to the DHET, it is never analysed or used to give feedback 
to the colleges, nor does it in any way affect their funding 
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Issues 
In the meantime, apprentices report the usual range of problems that trainees everywhere complain about 
(Table7). 
 
Table 7: Problems encountered by apprentices during training 

The theory is difficult 5,7% 
Instructor does not teach properly 11,4% 
Supervisor at company does not support me 8,0% 
Theory and practice do not match well 6,8% 
Not enough time spent at training centre / college 5,7% 
Not enough time spent at workplace 12,5% 
Other 50,0% 

 
‘Other’ covers anything that did not fit into the previous categories and includes individual complaints such as 
allowance being paid late, insufficient learning resources at the college or inadequate equipment in the 
workplace. The fact that no single problem really stands out in this list suggests that, for the apprentices, there 
are no major systemic obstacles to getting the instruction they need. This is a positive sign. 
 
Relation between college training and workplace  
As shown in Figure 4 below, almost two-thirds of them indicated that all of their company-based work was 
related to their training and another 14% said that most of it was. In other words, 79% of apprentices experience 
a high degree of alignment between their institution-based training inputs and workplace experience - another 
positive state of affairs.  
 

 
Figure 3: How much of the work you doing is related to your college training? 

 
 
However, the sizeable number (21%) of apprentices who experience a disconnect in their training is cause for 
some concern. Apart from the frustration it imposes on a fifth of all trainees, it represents a waste of valuable 
training resources. It also suggests that some employers and colleges require more support in implementing 
apprenticeships, which ought to come from the SETAs. In other countries, high-quality training for workplace 
supervisors and mentors in how to implement work-based learning to the benefit of trainees and employers 
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alike has proved to be an effective and worthwhile investment. It is something the SETAs should be funding 
much more of.  
 
Tracking of newly qualified artisans 
Table 8 gives a breakdown of the sample in terms of those interviewed, those that were not interested in being 
interviewed, those not contactable, etc. Each of the individuals were to be called a maximum of three times 
before they were considered not contactable. A total of 1628 individuals were interviewed from the sample of 
4151, resulting in 39,2 % response rate.  
 

Table 8: Sample breakdown after contacting each individual three times 

Total interviewed 1628 39,2% 
Not interested 30 0,7% 
Deceased 5 0,1% 
Retired 1 0,0% 
Voicemail/wrong number 2343 56,4% 
Company/SETA number 144 3,5% 
Total sample 4151 100% 

 
As evident from Table 9 more than half the sample was INDLELA individuals, which may be due to the fact that 
these individuals are usually working and would have provided contact details which is still applicable, 
compared to the SETA individuals. Table 9 also indicates the sample size and actual number of individuals 
interviewed per SETA. 
 

Table 9: Breakdown per SETA of sample and those interviewed 

SETA Sample Interviewed 
 AGRISETA 42 13 
EWSETA 771 219 
FP&M SETA 10 3 
HWSETA 3 1 
INDLELA 2421 1023 
LGSETA 275 154 
MQA 246 105 
SASSETA 114 22 
SERVICESETA 164 81 
TETA 76 7 
CETA 2 0 
MERSETA  27 0 
TOTAL 4151 1628 

 
For those that indicated they were self-employed (100 individuals), there was a further telephonic follow up (in 
June 2016) to ascertain their motivation for starting their own business.  
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Equity, Gender and Disability 
In terms of equity, majority (76%) of them were black with the lowest being Indian (2%) (Figure 4). From those 
interviewed, majority (87%) of them were males and 13% were females.  
 

 
Figure 4: Equity Distribution 

In terms of disability status, 89% indicated they had no disability, whereas 11% indicated they had a disability 
but it was not specified. 
 
The trades 
Table 10 indicates the distribution within the Top 15 trades, showing that 84% of those interviewed fall within 
the top 15 trades.  
 

Table 9: Top 15 Trades distribution 

Trade Interviewed sample 
1.       Millwrights 27 
2.       Toolmakers 3 
3.       Boilermakers 177 
4.       Fitters & turners 39 
5.       Carpenters & joiners 13 
6.       Welders 115 
7.       Plumbers 129 
8.       Motor (petrol) mechanics 11 
9.       Diesel mechanics 88 
10.    Instrument technicians 10 
11.    Metal fabricators / sheet metalworkers 0 
12.    Air-conditioning & refrigeration technicians 1 
13.    Auto electricians 0 
14.    Riggers 22 
15.    Electricians 735 
Total Top 15 trades 1370 
Total Interviewed 1628 
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Age distribution 
Looking at the age of the individuals when starting the apprenticeship (Figure 5), indicates that majority of them 
start this route after the age of 21, indicating that they have done around 3 years of post-school education after 
leaving school. It reflects the fact that apprenticeship route is not a first option for most of them.  
 

 
Figure 5: Age of individuals at start of apprenticeship 

 
Duration of Apprenticeship 
As per Figure 6, more than half the individuals indicated they passed the trade test on their first attempt, with 
around a third writing it twice before passing. 

 

Figure 6: No. of times trade test written before passing 

For majority of the individuals (78%), the duration between obtaining results and getting the certificate could 
not be calculated as either the date of obtaining the results was not indicated or the individuals did not answer 
the question of when they received the certificate. From the 12% (195) of individuals where this calculation 
could be made, 35,7% indicated that they had received their certificate after a month or more, with a small 
number (5,3%) indicating they have not yet received their certificate (Table 11). This is a concern for the system, 
as employers require a copy of the certificate when individuals apply for a job.  
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Table 10: Duration between obtaining results and certificate 

Duration (Days)  % 
0 0,9% 
1-5 9,0% 
6-10 16,9% 
11-15 14,4% 
16-20 7,4% 
21-25 6,0% 
26-30 4,4% 
31-35 4,0% 
36-40 5,3% 
41-45 3,1% 
46-50 3,1% 
>50 20,2% 
pending 5,3% 
Total 100,0% 

 
Employment status 
Seventy three percent of the individuals are employed by a company, 6% are self-employed and 21% are 
unemployed (Table 12). 
 

Table 12: Employment status 

Employment status Total % 
Employed by Company 1183 73% 
Self-employed 102 6% 
Unemployed 343 21% 
Total 1628 100% 

 
When comparing the employment status by INDLELA and SETAs, INDLELA individuals fair slightly better than 
those going through SETAs, when finding a job (Table 14). This difference may be due to the fact that INDLELA 
individuals may already be employed at the time of writing the trade test. 

Table 11: Comparison of employment status between INDLELA and SETAs 

  INDLELA SETAs 
Employed by company 75% 68% 
Self Employed 9% 2% 
Unemployed 16% 30% 
Total 100% 100% 

 
Employed by company 
What follows is an analysis of the 1183 individuals (from 1628) that indicated they were employed by a 
company. 40% of the individuals are still employed at the same company (Table 15) where they did their 
apprenticeship.  
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Table 12: Employment at company where apprenticeship done 

No  28% 
Yes 40% 
Blank 32% 

 
The reasons for not being employed by the same company varied, with 34% indicating the company did not 
offer them a job and 41% indicating they found a better paying job (Table 16) . Other reasons included moving 
closer to home, re-locating and opening their own business, etc. 
 
Table 13: Reasons for not being employed at same company 

Reasons % 

  The company did not offer me a job 34% 

 The company closed/moved 9% 

  I found a better paying job 41% 

Other (please specify) 17% 

 
Those that were employed by a company other than where they did their apprenticeship, got their current job 
(Table 17) through personal contacts (34%), through job advertisements (40%) and through employment 
agencies (14%). A small number (5%) obtained their job through other means, like being approached by the 
company. 

Table 14: How did you go about finding your current job? 

Reasons % 
Through an employment agency 14% 
Through links made where I did my apprenticeship 7% 
Through personal contacts  34% 
Through a job advertisement (newspapers, magazines, online) 40% 
Other (please specify) 5% 

 
Forty three percent of the individuals took more than three months to find their current job, whereas 27% 
took more than six months (Table 18). 
Table 15: How long did it take to find the current job? 

Duration % 
Immediately 16,4% 
Less than a week 1,1% 
1 week - 4 weeks 5,1% 
1 - 3 months 33,9% 
4 - 6 months 16,2% 
7 - 12 months 20,8% 
> 12 months 6,2% 
Do not remember  0,2% 
Total 100,0% 
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Most of the individuals (76%) hold a permanent contract, while 24% hold a temporary contract position. The 
temporary position varies in length, with less than half (47%) having a contract for more than a year (Table 20), 
while 16% for less than 3 months.  
Whether temporary or contract, from those that are employed, 90% of them are doing a job in the field that 
they studied. However those that do not get the jobs in the field that they studied have to take the job they can 
get, which is totally unrelated as evident from Table 19. 
 
Table 16: Trade studied vs working field 

Trade Working field 

ELECTRICIAN 
maintenance, network, mechanical, data capturing, chemical processing, 
SAPS, Project operator, boilermaker, diesel mechanic, call centre agent, 
lecturer, waitress, security, sales, cashier, welding, universal grinding 

BOILER MAKER die correct, general worker, welding, maintenance, hand railing 
modification 

PLUMBER petrol mechanic 
DIESEL 
MECHANIC mechanics, service advisor 

Hairdresser IT 
 
More than half the individuals are employed by Private companies, with 41% being employed by government 
organisations and a small number (5%) by NGOs (Table 22). 
 
Of the 66% that indicated what they earned before tax, about half of them (32,5%) earn more than 
R15 000/month (Figure 7). This is reasonable compared to NCV graduates that earn less than R3000/month on 
average, often on temporary contracts (SSACI,JET,NBI (2015)).  
 

 
Figure 7: Earnings per month of those employed by company 

 
Comparing INDLELA and SETA graduates the earning trends for both groups is similar. 
In terms of promotion, 33% indicated they have been promoted, with 67% indicating in the negative. 
However, 73% indicated they had got an increase. 
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Conclusion and recommendations 
South Africa still has a long way to go towards conducting regular GDS, to ascertain the transition of the 
graduates from various types of institutions, into the labour market. GDS provides policy makers with the 
information required to make policy changes, as it provides supply demand patterns at trade level to inform 
planning, strategise and implement appropriate programmes. Tracing educational pathway provide useful 
information for transforming the offerings of education and training. 
However before GDS can be conducted, systems, capacity and funding for collection, consolidation and analysis 
of data is required. For example in this study contact details from apprentices, was collected at the beginning 
when the individual registered for the apprenticeship. This information in most cases would have changed by 
the time the apprentice qualifies and transits to the labour market. Thus mechanisms need to be developed to 
collect current data of graduates as close to their completion of study to ensure when follow up surveys are 
conducted, the right information is available. 
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