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ABSTRACT

This research paper evaluates the effectiveness of SETAs in enhancing employability and
addressing unemployment in South Africa. Despite SETAs being established two and a half
decades ago, to skills the nation and link the unemployed with potential employers, through
the Skills Development Act 97 of 1998, unemployment, particularly amongst the youth, keeps
on increasing. The study in anchored by the Becker (1964) Human Capital Theory and it
explored whether SETA training programmes effectively contribute to improving participants’

employability and how employer involvement influences programme outcomes.

The study was grounded in the interpretivist paradigm and qualitative design, seeking to
capture rich, contextual insights into the subjective experiences and interpretations of training
effectiveness. Semi-structured interviews with 24 participants, including those who have
participated in SETA training programmes before, SETA officials, and employer
representatives from four selected SETAs, CETA, MerSETA, SASSETA and Services SETA.

This study advances the Becker (1964) Human Capital Theory by demonstrating that the
relationship between training and employability is not solely determined by individual sKill
acquisition, but is significantly mediated by several other external factors such as the
availability of jobs in the market, institutional efficiency, governance structures, and employer
collaboration, and systems to actually track and trace those who have invested in skills
acquisition (through participation in training programmes). Becker (1964) Human Capital
Theory adopts the view that investment in human capital through education and training
directly leads to enhanced productivity and employment outcomes, however, findings from
this study reveal that in developing economies such as South Africa, the translation of human

capital into economic opportunity is contingent upon systemic and structural conditions.

Through the thematic analysis, which was deployed in this study, it was revealed that that
SETA training programmes enhance participants’ employability positively, through giving
participants practical experience and workplace exposure. Findings also revealed that
systematic challenges such as submitting of WSPs from employers for compliance reasons,
and weak post-training tracking systems. The involvement of employers in the design of
training SETA programmes was also revealed as a vital factor of training programme
effectiveness, with collaborative design and implementation leading to more sustainable

employability outcomes.

Vi



Recommendations advocate for development of tracking and tracing systems which will
provide accurate account of the effectiveness of SETA training in addressing unemployment

in South Africa. More and meaningful inclusion and participation is also recommended.

Keywords: Employability, SETA, Human Capital Theory, Training Programmes,

Unemployment.
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Chapter 1: Introduction
1.1 Introduction

Worden (2012) defines apartheid as a system of institutionalised segregation and unequal
treatment based on race, imposed by the white minority upon the black majority in South
Africa. In 1948, a certain Hendrik Verwoerd formally and legally introduced apartheid policy in
South Africa, he referred to it as “policy of good neighbourliness.” This policy discriminated,
illtreated and deprived black people of good education opportunities, which made majority of

the people in the country not exposed of certain opportunities.

Officially, apartheid ended in 1994 with South Africa’s shift from an apartheid state to a
democratic one. In 1996, a new constitution was adopted, and its preamble acknowledges the
injustices of the past. In 1998, the Skills Development Act (Act 97 of 1998) was enacted,
leading to the formation of the Sector Education and Training Authorities (SETAs). By 2000,
the Department of Labour (DoL) had set up 25 SETAs to integrate education, professional

training, and career opportunities by equipping individuals with industry-relevant skills.

In his 2022 state of the nation address, the President of South Africa, His Excellency President
Matamela Cyril Ramaphosa, described the triple challenges of South Africa as unemployment,

poverty and inequality.

Zizzamia (2020) stated that unemployment is a key determinant of poverty in South Africa and
labour market inequalities reflect deep-rooted socio-economic inequalities. Social movements,
particularly those that advocate for the interest of the youths, continue to make a call for the
President to declare youth unemployment a national crisis. The abnormality of high
unemployment rate, which Zizzamia (2020) argue that they lead to the other two challenges,
support the calls and decisions made by the South African Government to put in place policies
to address this challenge. According to Zizzamia (2020) countries which are faced by the high
unemployment challenge, employment and employability of their citizens is almost universally

held up as the key to achieving meaningful poverty reduction.

Despite several policy initiatives and institutional reforms aimed at addressing the imbalances
of the past, improving employability and fostering inclusive economic growth, unemployment
figures continue to rise, reaching levels that have prompted national concern. Statistics South
Africa [Stats SA], (2024) reported that as of Q3 of 2024, the country’s official unemployment
rate stood at 32.1%, with unemployment affecting mostly young people. According to the
National Planning Commission (2023), this not only constitutes a significant socio-economic

burden but also impedes the nation's potential for economic growth and development, which
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talks to the business relevance of this study. Amongst the initiatives implemented to address

this challenge is the introduction of the SETAs.

The SETAs, through the broader skills development framework in South Africa was
conceptualised to respond to the country’s chronic unemployment through systematic training,
workplace exposure, and industry-aligned capacity development. SETAs were therefore
established to serve as intermediaries between learners, employers, and training providers,
ensuring that skills development interventions address sector-specific skills shortages. SETAs
have various skills programmes aimed at providing participants with practical experience so
that they can be employable or remain in their employs. Examples of SETA skills programmes
include, but not limited to, apprenticeships internships, learnerships and skills programmes.
This study focused on the first three. However, questions persist regarding the actual
effectiveness of these training programmes in producing employable individuals and reducing

unemployment.

The employment market in South Africa is characterised by several challenges such as
structural inequalities emanating from the ills of apartheid, sectoral volatility, and lack of skills
required. This is position SETAs as strategic player to address these challenges. In the past
five years, policies such as the National Skills Development Plan (NSDP) 2030, the Economic
Reconstruction and Recovery Plan (ERRP), and the National Development Plan (NDP), have
put at the core of addressing the high unemployment rate in the country. SETAs are central to

the effectiveness of these policies.

However, despite these policy intentions, scholars and policy analysts argue that South
Africa’s skills ecosystem continues to encounter systemic challenges. According to Govender
(2022) these challenges include a misalignment between training provision and labour market

demands and fragmented coordination among institutions.

Given this context, this study critically investigated the role of SETAs in addressing South
Africa’s unemployment crisis. Specifically, it examines whether SETA-aligned training
programmes effectively contribute to improving the employability of participants. It also
evaluates the alignment between these programmes and labour market demands, as well as
the degree to which employer engagement influences programme quality and outcomes. This
is because Dachner et al. (2021) supported by Auerbach and Green (2024) have pointed out
that skills development must be understood not only in terms of technical knowledge transfer
but also as a strategic response to systemic exclusion and economic inequality. In this regard,
SETAs hold both symbolic and practical significance in shaping a more inclusive and

responsive skills development ecosystem.



1.2. Background

According to Papier et al. (2023) ever since the new democratic government in South Africa
in 1994, the government wanted to reform skills development in the country as a means of
addressing the imbalances of the past, especially in employment. The establishment of SETAs
was a response to the skills deficit inherited from South Africa's apartheid era. Horwitz et al.
(2002) argued that apartheid left a significant portion of the population without access to quality

education and training opportunities.

Papier et al. (2023) stated that in the last 25 years, the democratic government,
notwithstanding its flaws, have intentionally recognised and supported the SETAs , as integral
to increasing employability of previously marginalised groups, especially for the youth, more
so the graduates. According to Stats SA (2023) the youth in South Africa are the most affected
population group regarding unemployment. The youth may be regarded as the neglected
group because of its high unemployment rate, this study sought to explore the role that SETAs
and their skills development programmes, especially their training programmes, are playing in

addressing unemployment in the country.

Established to close the gap between educational outcomes and industry demands, SETAs
are mandated to develop, implement and fund, training programs, and promote learnerships
and apprenticeships. The expectation is that through these interventions, SETAs will equip
individuals with the skills required by the labour market, thereby contributing to a reduction in

unemployment.

Despite their long-standing presence in the country’s skills development landscape, SETAs
have faced mounting criticism regarding their effectiveness and accountability. Dachner et al.
(2021) argue that while access to training opportunities have seen an increase, the quality of
training needs to be investigated. Furthermore, Dachner et al. (2021) raise concerns regarding
the relevance and alignment of training programmes with labour market requirements, and the

extend and role of employer involvement in training design and implementation.

At the core of this study is the Human Capital Theory, which, according to Weisbrod (1962)
asserts that investing in education and skills development leads to higher individual
productivity and labour market value. The South African government, through funding of the
SETAs, is investing in education and skills development of the unemployed, the motivation of
this study was to explore if merely investing in education and skills development addresses

the unemployment question.



According to Moganedi and Sithole (2020), SETA training programmes are designed to
increase the quantity and quality of the South African workforce, which should improve the
employability of participants. This is also the classical view of the Becker (1964) Human
Capital theory, the anchor of this study, that investment in human capital yield positive
economic outcomes. Despite the investments in training programmes by SETAs,
unemployment, according to Stas SA (2024), keeps going up. SETAs report a number of
participants in their training programmes each year, however the unemployment rate is not
significantly changing as it should. The study was therefore positioned to provide an empirical
assessment of the effectiveness of SETA training programme in addressing the high

unemployment in the country.

Habiyaremye et al. (2022) argued that the current contemporary skills development in South
Africa is premised on the traditional theory of market failure. Habiyaremye et al. (2022) stated
that the assumption of this theory is that the high rate of unemployment, particularly amongst
the youth, is caused by a shortage of skills required in the labour market. However, Bhorat et
al. (2014) critiqued this argument by stating that a closer analysis of the structural composition
of the country’s economy reveals that the persistence of high youth unemployment rates
reflects more pervasive structural distortions leading to a middle-income trap rather than a

temporary market failure.

Habiyaremye et, al (2022) found that to bridge the labour market demand skills gap in South
Africa and to address the unemployment challenge, training programmes should be
implemented. Habiyaremye et, al (2022) argued that main reason for high unemployment
faced by the youth is lack of skills needed in the market to make them employable and
equipping the youth with those skills and qualifications will make them employable. SETAs,
every year, implement various skills training programmes, designed to improve the
employability of the participants, this study explored if training programmes implemented yield

positive results of making participants employable.

This study critically examined both the criticisms and commendations of the Becker (1964)
Human Capital Theory, with a specific focus on its relevance and applicability to the
relationship between training programs and the employability of trainees, which served as the
core constructs of this research. Thus, while the theoretical rationale for training programmes
remains valid, a critical empirical examination of their actual impact on employability is urgently
needed. This study is designed to address this question and offered recommendation on how

to ensure future effectiveness of SETA training programs in addressing unemployment.



1.3. Research significance
1.3.1. Theoretical Significance

The theoretical relevance of this study is that it contributes to the scholarly debates on the
effects of the human capital theory on employability and economic participation. The study
contributes to testing and possibly refining existing theory which are related to the human

capital theory.

Thus, this study aimed to contributing to the growing body of knowledge that interrogates the
relationship between skills development initiatives and employability outcomes. While much
of the literature continue to rely on the Becker (1964) Human Capital Theory, this research
engaged with its limitations by incorporating empirical findings from alternative research
formulated views. In doing so, this study offers a deeper and more detailed perspective of how
training interventions can—and cannot—translate into employment opportunities under

constrained economic conditions.

Thus, empirical results from the study show that SETA training programmes effectively
enhance participants’ skills, confidence, and job readiness; however, bureaucratic
inefficiencies, weak monitoring mechanisms, and limited employer absorption undermine the
potential returns on these human capital investments. This finding extends the Becker (1964)
through highlighting the importance other external factors which may have not been
mentioned, in the original Human Capital Theory by Becker (1964). This study aligns with
Dachner et al., (2021) and Auerbach & Green (2024) who all argue that employability of
individuals is not only influenced by the competencies which individuals poses, however, there
are external structural and systematic enablers, such as availability of jobs, quality and labour
market alignment of training programmes, and employer involvement in the design of training

programmes.

Dachner et al. (2021) states that majority of employees’ development initiatives are short-term
focused, however, most of these are not directed to sustainable employment opportunities.
Thus, making the existing literature on training programmes and corporate strategy, limited.
According to Dachner et al. (2021) there might be lack of theories and frameworks that assists
in strategically aligning skills development institutions’ interventions and the industry's evolving

needs, particularly in addressing scares and critical skills needs.

The role of SETAs is theoretically and practically important. Papier et al. (2023) acknowledged
that SETAs are strategically positioned to not only develop skills, but to also assist the

government address the triple challenges of high unemployment, high inequality and poverty.



The importance of this study in relation to theory is that it addresses the critiques of the anchor

of this study, the Human Capital Theory.

This study advances the Becker (1964) Human Capital Theory by demonstrating that the
relationship between training and employability is not solely determined by individual skill
acquisition, but is significantly mediated by several other external factors such as the
availability of jobs in the market, institutional efficiency, governance structures, and employer
collaboration, and systems to actually track and trace those who have invested in skills
acquisition (through participation in training programmes). Becker (1964) Human Capital
Theory adopts the view that investment in human capital through education and training
directly leads to enhanced productivity and employment outcomes, however, findings from this
study reveal that in developing economies such as South Africa, the translation of human

capital into economic opportunity is contingent upon systemic and structural conditions.



1.3.2. Business Relevance of the Research

Stats SA (2023) reported that a quarter (25%) of all the employment in the economy of South
Africa is skilled jobs. Rothwell (2015) defined skilled jobs as jobs which are specialised in
nature and require certain knowledge level, and or particular skills set and abilities. The fact
that 25% of the employed people are skilled workers mean that businesses in the country are
dependent on readily available and skilled workforce to maximise their performance, which

will increase productivity and grow the economy.

SETAs are mandated to develop and implement sector-specific skills development strategies.
Understanding the effectiveness of SETAs directly impacts businesses' ability to access the
talent they need. According to Stats SA (2023) skills gaps and shortages hinders business
expansion and competitiveness. This study contributes in identify areas for improvement in
training programmes. This directly benefits businesses by providing a pipeline of qualified

potential employees.

According to the Skills Development Act 9 of 1999, all businesses and employers who have a
payroll exceeding R500 000 per annum should pay 1% of their total payroll to SARS as a skills
levy. A total of 80% of the 1% get to be distributed to SETAs. The case that is being made here
is that businesses indirectly invest in SETAs and should realise their returns, through quality
recruits. This study evaluated the effectiveness of SETAs in addressing unemployment, thus
providing quality recruits to employers, this study provided insights into whether these
investments are yielding the desired outcomes in terms of improving skills to offer businesses

and reducing unemployment

This research will also assist the South African Revenue Services (SARS) make an informed
decision about the future of the skills levies paid by businesses. SARS collects all Skills
Development Levies (SDLs) of which 80% goes to the SETAs. According to the SARS (2024)
more than R227 million was paid to SARS for the skills levies. This implies that SETAs

received more than R181 millions.

Horwitz (2013) found that South Africa is suffering not only just high unemployment rate, but
also high skills shortages. One of the business relevance of this study is that it provides
recommendations to prevent skills shortages which affects businesses negatively. Addressing
the identified challenges which prevents the effectiveness of SETA training programmes in
addressing unemployment in South Africa, this study helps businesses understand the role of
collaboration in solving societal problems. Pereira et al. (2020) stated that for businesses to

thrive, they need equipped human resources. This statement underscores the importance of



the quality of SETA training programmes in ensuring that businesses thrive in South Africa,

which will lead to more job creation.

By improving the employability of SETA graduates, businesses benefit from a larger, more
capable labour pool, which can improve the quality of their hires, therefore from a business
and policy perspective, this study holds significant practical value. With high unemployment
posing a threat to social stability, productivity, and economic transformation, effective skills
development systems are essential. The findings of this study contribute to evidence-based
insights to inform policy reform, improve training quality, and strengthen collaboration between

SETAs, employers, and government stakeholders.

1.4. Research Aim and Objectives
1.4.1. Research Aim

The aim of this study was to evaluate the effectiveness of SETAs in increasing the
employability of trainees, with a focus on the relevance, and impact of training programmes
on the employability of trainees, and the role of employer involvement in shaping training

outcomes.

1.4.2. Research Objectives
Research objective 1: To determine the extent to which training programmes enhance the

employability of their participants.

Research objective 2: To identify significant obstacles and opportunities affecting the

effectiveness of training programmes in addressing unemployment.

Research objective 3: To assess how employer and industry involvement influence the

relationship between training programmes and employability outcomes.



1.5. Research Setting

SETAs offer a strategically significant and contextually grounded research setting for
assessing the efficiency of training programmes in enhancing participant employability. Powell
and McGrath (2019) state that due to the nature of the establishment of SETAs in that they
are established under an act of parliament, they are mandated to report to parliament about
their work. Powell and McGrath (2019) further state that this makes SETAs uniquely mandated
to provide reliable information on the assessment and tracking of SETA's programme
participants. Goga and van der Westhuizen (2012) argue that unlike generic training providers,
SETAs are statutory bodies mandated to design and implement sector-specific skills
development strategies in response to both historical injustices, the persistently high levels of
poverty and unemployment and current labour market demands. In their evaluation of the
Skills Development Act 97 of 1997, Moganedi and Sithole (2020) highlight that SETAs were
launched with the expectation of driving a skills revolution to correct historical inequalities.
Using them as a research setting will give an opportunity to explore if skills acquired through

SETA-aligned training programmes lead to employment.

Given these considerations, SETAs provide a rich and dynamic research environment for
assessing the effectiveness of training programs in enhancing employability. Their structured
approach to skills development, industry collaboration, and legislative backing ensures that
findings from such research can contribute to policy refinement and improved workforce

integration strategies.

1.6. Document outline

The following chapter is a literature review grounded in Human Capital Theory, followed by
the methodology chapter detailing the chosen qualitative approach, methods of and collection
and analysing of data, as well as ethical considerations, it is then followed by the results and

findings chapter, then the summary and conclusion chapter.



Chapter 2: Literature Review.
2.1. Introduction

This chapter introduces the foundational theories and concepts that inform the research
approach. The literature review is anchored on the Becker’s (1964) Human Capital Theory,
which argues that developing individual's education, training, and skills makes them more

productive, ultimately fostering economic growth and societal progress.

This literature review is based on the two important constructs which are central to this study.
Those key constructs are training programmes and employability. First, it examines the design,
implementation, and impact of training programmes, exploring whether these initiatives are
effectively aligned with labour market needs. Second, it evaluates the concept of employability,
considering how training programmes influence the ability of trainees to secure and sustain
employment in an evolving economic environment. The review further explores how the
interaction between these constructs, moderated by factors such as employer involvement

and institutional quality, influences employment outcomes.

Although this study is focused on the two main constructs, training programmes and
employability, the section commences with a discussion of the Human Capital Theory and its
impact and relevance to skills development strategies. It then delves into the interplay between
these constructs, exploring the extent to which training programmes support and correspond
with the core ideas and theoretical framework of Human Capital Theory and contribute to

reducing unemployment in South Africa.

By analysing both supportive and critical scholarly perspectives, the literature review identifies
key challenges and opportunities with the training programmes and employability relationship.
It also highlights gaps in current research, particularly regarding the empirical evaluation of
training programmes' impact on unemployment reduction, thereby guiding this study in terms

of the research possible questions.

Notwithstanding the importance of this study focusing, almost selectively, on training and
employability, it begins by situating these constructs within the broader theoretical discourse
of HCT. This approach allows for a comprehensive exploration of how well training
programmes reflect the core principles of human capital theory and the extent to which they
contribute to addressing structural unemployment in South Africa. By examining the interplay
between training, employability, and the labour market, this chapter lays the foundation for
evaluating whether current skills development efforts, particularly through SETAs, are

achieving their intended objectives.
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2.2. The Human Capital Theory

The Human Capital Theory serves as the primary theoretical lens for examining the link
between skills development and outcomes in the labour market. Initially introduced by Schultz
(1961) and later refined by Becker (1964), the theory maintains that investing in education,
training, and skill acquisition increases individuals’ productivity and earning capacity, ultimately
yielding benefits for both the individual and the wider economy. Schultz (1961), and Becker
(1964) maintained the idea that individuals can gain skills (human capital) that will make them

more productive, this enhanced productivity then leads to greater income.

The theory gained significant recognition following the publication of Becker’s influential work,
Human Capital, in 1964. The Human Capital Theory which emphasises the magnitude of
investing in human resources, such as education and training, for economic growth, is a
suitable anchor for this study. Becker (1964) argues that individuals who receive training and
education accumulate valuable competencies that make them more attractive to employers,
leading to higher employment rates, improved wages, and increased national productivity. In
this view, unemployment is often interpreted as a symptom of insufficient investment in human
capital, while training and education are seen as corrective measures to address skills

mismatches in the labour market.

In highlighting the importance and value of investing in human capital for economic
prospective, Breit and Hirsch (2009) stated that Becker argued that the growth of any country’s
economy lies in that nation’s human capital. Breit and Hirsch (2009) stated that human capital
analysis puts individuals at the centre of attention in the economy. According to Breit and
Hirsch (2009), economy is moved by people, the determination of whether the economy is rich
or poor is the people, and human capital is a major aspect of productivity and well-being of
people. In support of the views by Becker (1964), Breit and Hirsch (2009) stated that to
improve individuals’ economic prospects, investment is human capital, through skills and

knowledge acquisition, is vital.

According to Ho and Alcorso (2004) formal education and on the job training, similar to SETA
training programmes, are the sharpest tools in the development of human capital. Ho and
Alcorso (2004) further stated that human capital is also developed in the context of informal
learning on the job and in daily living and civic participation. Ho and Alcorso (2004) stated that
human capital theory has become the prevailing wisdom within academic and business circles
for explaining the economic success of individuals, organisations and nations. Ho and Alcorso
(2004) argued that the difference between physical and human capital is that the former

depreciates through use while the latter depreciates through lack of use.
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Formal education and training regarding the actual job have been identified as effective tools
to develop human capital by Ho and Alcorso (2004). This supports the call by the human
capital theory that all expenses which are associated with education and training should be
viewed as an investment rather than a cost. According to Becker (1964 ), majority of individuals
believe that getting a good education can get them a good job. Human capital theory proposes
that educational level is positively correlated with income. What is more, it specifies that
education increases skills that, in turn, increase productivity, and higher productivity is then
rewarded through higher earnings. The view by Becker (1964) is supported by Bowles and
Gintis (1975) by affirming that acquisition of formal education and training enhances

employees’ productivity, which leads to significant effects on income in a positive manner.

According to Deming (2022) the human capital theory is now being accepted that investment
in education and training has a positive impact in one’s prospects. Just like any other
investment, the cost of education and training are paid now while the benefits are maximised
at a later stage. Deming (2022) argued that although the benefits of education and training
are not only realised in monetary value, the relationship between education and training and
future earnings are the most important. Deming (2022) argued that those who invest in their
education and training, are most likely to have a much bigger economic slice, in a form of
incomes, that those who do not. This statement aligns with the foundations of the human

capital theory.

Doppelt (2019) argue that human capital plays an important role in the income earned by
employees. Doppelt (2019) argued that organisations are aware of this, and at times, use it to
their benefit. Doppelt (2019) highlighted the importance of investing in human capital for
everyone. Doppelt (2019) stated that organisations that thrive in underpaying employees will
find it difficult to exploit employees if all employees in the labour market are highly educated
and trained. Doppelt (2019) argued that this will not lead to organisations not employing
anyone, which will lead to increased unemployment, but it will lead to employees getting
incomes that they deserve, thus realising their return on investment from their education and
training. This is what the human capital theory is all about. Doppelt (2019) stated that the
benefits of investing in education and training are greater to both employers and employees,

than not to invest in human capital.

Wright (2021) stated that in an era where organisations are in continuous competition, through
globalisation, it is high time that organisation strategise their human capital. Wright (2021)
argued that employees who invest in their human capital, as proposed by the human capital

theory, will be ahead of their competitors, as strategic economic thinking is the solution.
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In the modern era, there has been a need to revisit the Human Capital Theory to assess if it
still fit to the current economic conditions. Marginson (2019) argues that although investing in
human capital remain critical, the quality standard and significance of education and training
are equally important in influencing employment outcomes. Furthermore, Acemoglu and
Restrepo (2018) emphasise that human capital must be adaptive to technological changes
and the evolving needs of the labour market to maintain its value. This statement implies that
for the training programmes to be seen to be effective, they need to consider what the market

needs and provide programmes which addresses what is needed.

Marginson (2019) highlight that training and development of individuals alone may not suffice
if structural labour market issues such as limited job creation, economic stagnation, and
mismatches between skills supply and demand are not simultaneously addressed. Given this
background, this research will be anchored around the Human Capital Theory to evaluate
whether training programmes effectively augment the employability of trainees, thereby

influencing the reduction of unemployment.

The Human Capital Theory has faced critiques since its inception. Bowles and Gintis (1975)
contended that the theory, originally conceived to mitigate economic class struggles,
paradoxically reinforced class differentiation, thereby failing to achieve its intended purpose.
Bowles and Gintis (1975) further argued that this theory just states that those with the means
will develop themselves and advance economically and those without will remain in the same
economic class. This critique remains pertinent in contemporary discussions, as Auerbach
and Green (2024) assert that the theory insufficiently addresses the significance of the quality
of training interventions necessary to attain desired outcomes, such as employment. Instead,
the theory broadly suggests that investments in human development invariably yield positive
economic results. According to Auerbach and Green (2024), the theory falls short in clarifying
the mechanisms through which education enhances productivity. Additionally, it fails to

account for the growing disparity in salaries and the influence of social status.

The critiques presented by Bowles and Gintis (1975) and Auerbach and Green (2024) align
with this study, while SETAs provide financial resources, they do not inherently ensure the

quality of training interventions required to enhance the employability of participants.

Ray et al. (2022) note that over the past decade, Human Capital Theory has been widely
recognised for its role in highlighting the strong relationship between investing in education
and training and fostering economic growth. This argument by Ray et al. (2022) aligns with
the Human Capital Theory that in the past decade, investment in human capital development

have led to measurable economic benefits.
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According to the understanding of Fix (2018) regarding the Becker (1964) Human Capital
Theory, individual income is the result of human capital. As the critiques and challenging of
the Human Capital Theory, Fix (2018) also challenged the assumptions made by the theory.
Fix (2018) found that human capital theory’s claims are dubious at best. In most cases, human
capital theory is either not supported by evidence, is so vague that it is untestable, or is based

on circular reasoning.

According to Leary (2019), the Human Capital Theory mainly focuses on just the positivity and
benefits that investment in education has. Leary (2019) further stated that this view of the
Human Capital Theory overlooks other external social and broader areas of personal
developments, attributed by, amongst other things, societal and cultural events. Leary (2019)
argued that education has a broader fulfilment than what is captured by measures of economic
benefits and fulfiiments. The recognition of the multi-faceted role of human capital in realising
economic benefits have increased to be influential in policy discussions. Leary (2019)
concluded that in principle, the Human Capital Theory does not address the slow economic
growth which will allow for quality and sustainable job creation, which are vital for individuals

and their well beings as well as that of the communities they live in.

Marginson (2019) contends that a substantial body of literature attributes socially differentiated
educational outcomes primarily to pre-existing inequalities and the stratification inherent in
educational institutions. These factors are viewed as more significant determinants than
individual decisions regarding self-investment in education, highlighting the profound influence

of social inequities on shaping aspirations.

Marchiori, et al (2022) mentioned that human capital plays a huge role in organisational
performance. According to Powell and Dent-Micallef (1997) the expertise of organisations to
coordinate their human capital has a relevant role in achieving superior performance.
Marchiori, et al (2022) argued that organisations who invest in their human capital often
performed better than organisation who do not. This statement vindicates the classical view
of Becker (1964) that investment in human capital leads to more productivity. More productivity
leads to improved organisational performance. However, Marchiori, et al (2022) also pointed
that there are other factors which contributes to organisational performance apart from
investing in human capital. Marchiori, et al (2022) identified the influence that an organisational

culture of encouraging innovativeness has on the performance of organisations.

According to Fix (2018) Human capital theory is greedy reductionist, as it offers extremely
simple principles that purport to explain everyone’s wages, all the time. It posits a universal

connection between human capital, productivity, and income. Fix (2018) concluded by stating
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that analysing this assumption of Human Capital Theory, productivity differences between

individuals cannot be measured objectively.

Welch (1975) also critiqued the Human Capital theory’s assumption. According to Welch
(1975) the Human Capital Theory is used when it simplifies interpretation of complex
phenomena and reject it when it conceals more than it reveals. Welch (1975) further argued
that the Human Capital Theory is based on presumption that labour skills are both durable
and malleable, which is not how labour markets operate. In the context of this study, the
critiques of the Human Capital Theory were addressed and the importance of in human capital

for better economic returns is highlighted.

Stevens (1999) highlighted the role that the Human Capital theory played in the training policy
decisions of the UK. Stevens (1999) argued that the UK government relied on the Human
Capital Theory to adopt a variety of policies intended to redress a problem of under-investment
in training programmes which lead to employability. Kessler and Lilfesmann (2006) on the
other hand argued that countries should only invest in training programmes which addresses
labour market skills requirements. This study explored the effectiveness of the investment that

the South African government made in SETAs, in relation to employability of participants.
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2.3. Training Programmes

Jackson and Bridgstock (2020) defined training programmes as extracurricular activities such
as internships, learnerships, job-placements, or any participation in professional events, which
accumulates practical experiences instrumental in bridging the divide between academic
learning and real-life application, thereby enhancing their knowledge and employability.
Jackson and Bridgstock (2020) argued that exposure to the real world is paramount
employability of graduates. Finally, Jackson and Bridgstock (2020) training programmes
allows for tertiary students to be exposed to their industries while allowing for participants to

gain practical skills, augmenting their preparedness for the labour market.

Kolb (1984) proposed that learning takes place in a four stages cycle. Kolb (1984) argued that
individuals learn through concrete experiences, reflective observations, abstract
conceptualisation, and active experimentation. Kolb (1984) stated that learning is a process
involving individuals experiences, reflections and abilities to use what individuals have learned
into practice. According to Kolb (1984) the most effective way of learning is when learners
apply theoretical knowledge in a practical context. As Jackson and Bridgstock (2020) stated
that training programmes are designed to bridge the gap between theory and practice. This
makes training programmes very vital to not only acquiring and experiencing new learnings,
but also an opportunity for application of theory into practice. Kolb (1964) stated that training

programmes allows for knowledge creation through transformation of experience.

Kolb (1984) developed the experiential learning theory which suggested that individuals
engage with information in two ways. According to Kolb (1984) individuals grasp the
experience and then they transform it into practice, through application. The experiential
learning theory underscores the importance of practical application of theoretical learnings into
practice. Kolb (1984) highlight that it is important to have the theory and the application as
these two go hand in hand. This highlights the importance of investing in human capital as

proposed by Becker (1964) to increase one’s economic earnings.

Nadler and Nadler (2012) stated that training programmes should be designed to ensure that
participants learn about current and future requirements of their jobs or career aspirations.
Nadler and Nadler (2012) argued that although the design of training programme is important,
the attitude of learners is equally important. Nadler and Nadler (2012) stated that learners
should support the effectiveness of training programmes not by just attending the training
programmes, but by being intentional learners. Nadler and Nadler (2012) stated that training
programmes should be designed with identified learning objectives and time frames for

learners to achieve those objectives. Learners should be willing to achieve these objectives.
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Recent scholarship continues to affirm the pivotal role of training and skills development
programmes in fostering both workforce productivity and broader economic advancement. As
organisations navigate increasingly dynamic labour markets, the strategic design and delivery
of training programmes have become vital for aligning workforce capabilities with evolving
industry needs. Garavan et al. (2021) assert that well-designed training interventions can
significantly enhance employee performance and organisational outcomes, particularly when
these programmes are tailored to close specific skill gaps. This underscores the importance

of relevance and intentionality in training programme design.

However, the growing emphasis on training efficacy has not overshadowed persistent
concerns about inclusivity and impact. Fabian and Despotovi¢ (2020) caution that, despite
their positive contributions to employment outcomes, many skills development initiatives
continue to fall short in ensuring equitable access and addressing the varied learning needs
of diverse participant groups. Inequities in resource allocation and programme reach remain

central issues, potentially limiting the transformative potential of training interventions.

From a theoretical perspective, Noe (2020) defines training as a structured and systematic
process aimed at enhancing individual knowledge, skills, and competencies for improved role
performance. This conceptualisation closely aligns with the principles of Becker (1964) Human
Capital Theory, which posits that investments in human development, through education and
training, translate into higher individual productivity and economic value. In this view, training
programmes serve not only as operational tools for capability development but also as

strategic levers for socio-economic mobility and national competitiveness.

Moreover, current debates around employability emphasise the centrality of future-facing
skills. Succi and Canovi (2019) argue that both current and anticipated skills are essential for
graduates and job seekers to remain competitive in today’s labour market. This highlights the
obligation of training institutions to deliver programmes that are responsive to industry
demands and designed with a forward-looking orientation. Succi and Canovi (2019) further
argue that most employers increasingly prioritise candidates who demonstrate adaptability
and relevant competencies, making it essential for training institutions to allocate resources

toward the development of high-demand skill sets.

Nonetheless, critical voices in the literature caution against the short-term nature of many
training programmes. Dachner et al. (2021) observe that a significant portion of existing
interventions tend to focus on immediate skill delivery without ensuring long-term employability
or labour market integration. Dachner et al. (2021) argue that the lack of a cohesive strategic

framework often hinders the alignment of training quality with the ever-evolving demands of
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the employment sector. According to Dachner et al. (2021) this misalignment, in turn,

undermines the effectiveness of training as a tool for addressing persistent unemployment.

Khan et al. (2025) argued that tertiary institutions have a responsibility to equip their graduates
with industry-relevant skills to prepare them for the workforce. Khan et al. (2025) further
highlighted the importance of tertiary institutions to collaborate with other institutions who
supplement what tertiary institutions might lack. In the case of this study, SETA training
programmes should be designed in collaboration between SETAs, tertiary institutions, and
industries. Khan et al. (2025) found that tertiary institutions students appreciate supplementary

training programmes which are designed to make them employable.

Khan et al. (2025) reported that training programmes which are designed in collaboration with
all industry players tend to yield more substantial employability outcomes for training
participants. Khan et al. (2025) further acknowledged the gap to assess the effectiveness of
all training programmes against what they are designed to solve. Matha (2024) reported that
collaboration between employers and SETAs should go beyond WSP documents, which she

argued that are not effective.

Jackson and Tomlinson (2021) highlighted the importance of the experience of practical
training programmes in increasing the employability of participants, including those who are
often perceived as qualified but not experienced. Jackson and Tomlinson (2021) further stated
that opportunities for training programmes cultivate valuable knowledge nodes, thereby

enhancing student learning and employability.

According to Aguinis and Kraiger (2009) individual participants, teams, employers and
communities, all derived benefits from training programmes. Aguinis and Kraiger (2009) argue
that participants benefit through acquisition of skills and knowledge, teams benefit through
improved productivity, employers benefit through increased income, which is derived from
increased productivity, communities benefit by having an increased number of people who are
participating in formal economies. Aguinis and Kraiger (2009) state that for individuals to derive
the greatest benefit, of enhanced employability, training programmes should address both
technical and soft skills needed in the labour market. In summary, what Aguinis and Kraiger
(2009) argued is that the benefits of training programmes should not only be viewed from one
angle of participants or just that of employers. According to Aguinis and Kraiger (2009) the
benefits of training programmes are not just for the workplace, but the entire society benefit

from training programmes.
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According to Butler and Lobley (2016), training programmes have both social and economic
benefits. Butler and Lobley (2016) argued that training programmes should not only be

evaluated from an economic perspective, but social elements also must be considered.

According to Brown (2002), training programmes must be designed based on thorough
assessments of needs. According to Brown (2002) training programmes should be designed
and implemented to address specific skills gaps, which should be identified by the industry.
Brown (2002) argued that training programmes should not be designed and implemented
because of popularity of because training programme providers are chasing numbers. Brown
(2002) further argued that no matter how the training provider like certain training programmes,
if those programmes are not going to address specific skills gap in that industry, those training

programmes should not be implemented.

Brown (2002) defined training programmes needs assessment a process of getting
information on what training skills gaps required and how those skills gaps can be addressed.
Conducting needs assessment is fundamental to the success of a training program. According
to Brown (2002), training providers who design and implement training programmes without
being informed by the training programmes needs analysis run the risk of overdoing training,
doing too little training, or missing the point completely. Brown (2002) made it clear that training
programmes succeed only when they are informed by accurate and reliable training
programmes needs assessment. This implies that training programmes which are not

informed by any skills assessment, run the risk of not being effective.

Blanchard and Thacker (2023) argued that over and above conducting thorough training
programmes needs assessments, to ensure effectiveness of training programmes should
follow the ADDIE model. Blanchard and Thacker (2023) stated that the ADDIE (Analysis,
Design, Development, Implementation, Evaluation) ensures effectiveness for training
programmes. Blanchard and Thacker (2023) also highlighted the importan