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Abstract

This research presents an evaluation of a youth unemployment initiative. Action
Volunteers Africa (AVA) implements a Career Guidance Programme in Western Cape, South
Africa. The Programme targets unemployed male and female youth aged 18-25 who have
completed matric and live in urban areas. Career guidance is embedded in all the Life Matters
Programme. The programme uses a variety of activities to help youth identify their career
aspirations, build competencies, and gain work experience through volunteering, so that they are
better prepared to enter the job market. The programme’s current design, however, has been
based on AVA’s internal learning experiences with the programme. No design and
implementation choices have been derived from social science research or best practice
approaches. The client wanted to assess whether the theory of their programme was plausible,
compared to other successful career guidance programmes, and whether any improvements were
necessary to strengthen the causal logic between their activities and intended outcomes.
Accordingly, a theory evaluation of the programme was undertaken.

The theory evaluation was guided by five theory-driven evaluation steps prescribed by
Donaldson (2007). The evaluation entailed document review, extracting initial programme
theory, conducting a plausibility check using a literature review and stakeholder feedback to
produce a refined plausible programme theory of the programme.

Overall, the initial programme theory was found to be plausible. Most components of the
programme theory suggested good alignment to similar interventions. The programme has
clearly articulated pathways between different components of its theory. AVA’s Career Guidance
Programme aligns with different career development, counselling and learning theories. The
programme’s quality assurance is supported by regular feedback, the use of qualified personnel,
and the specification of outputs and outcomes.

The research suggested that short-term outcomes have been achieved thus far by
programme participants, supporting the inclusion of these outcomes in the programme’s theory
of change. These outcomes included: self-awareness (in several contexts including passion,
career choice, etc), self-discipline, and different behaviours that demonstrated motivation and
youth effort to seek employment or further education.

Following the extensive theory evaluation, an adjusted programme theory was presented

to inform future programming. The findings emphasised the need for AVA to develop career



guidance standards to inform its practice and also, expand its scope of activities to meet the
emerging needs of targeted youth. These recommendations included exposure to more careers,

the use of job shadowing, coaching, and linking interns to education opportunities.

Key words: Career guidance, guidance standards, programme plausibility, Programme theory,

Theory evaluation, theory in practice.
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Chapter One: Introduction

This dissertation reports on a theory evaluation of the Career Guidance Programme
implemented by Action Volunteers Africa in Western Cape, South Africa. This chapter provides a
background of youth unemployment in South Africa. The programme description will follow
this, and the chapter will conclude with the evaluation scope. Extensive literature review findings
on career guidance efficacy, underlying programme theories and principles, and career

development theories are presented in the results chapter.

Youth Unemployment in South Africa

In 2022, the population of South Africa was estimated at 60.6 million people, with young
people aged 15-34 accounting for 33.1% of this population (Statistics South Africa, 2023). The
high youth unemployment rate remains a key national problem in South Africa. In 2022, the
youth unemployment rate for young people aged 15-24 was estimated at 51.52%, while for those
aged 25-34 it was estimated at 40% (Statistics South Africa, 2023). Without addressing youth
unemployment, South Africa cannot fully draw benefits from its youth population. Several
studies have been undertaken to understand causes and propose interventions to address youth

unemployment.

Causes of Youth Unemployment

Mago (2018) affirmed that a combination of explanatory variables offer explanation for
youth unemployment in South Africa. Dagume and Gyekye (2016) argue that a competence-
based training and practical exposure to work accounts for youth unemployment in South Africa.
Dagume and Gyekye (2016) asserted that skilling opportunities and apprenticeships contributed
to alleviating the problem. These observations by Dagume and Gyekye (2016) concur with
findings by Van Aardt (2012). According to these studies, youth unemployment is explained by a
lack of employable skills and work exposure, which are critical prerequisites for employers
hiring workers. Youth unemployment can also be linked to inadequate vocational skills required
to execute workplace tasks. This lack of skills is embedded in the ineffective and unfair

education system in South Africa that produces ill-equipped graduates (Mayo, 2018).
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Other researchers attribute youth unemployment to a mismatch between labour supply
and demand. According to Bhorat et al. (2006), high youth unemployment is attributed to the
change in the structure of the South African economy, which was not matched with a change in
the country's human resource planning. Since the mid-1990s, the South African economy has
transformed from extractive sectors, which were dependent on mass labour, into service sectors,
which require few highly skilled personnel (Bhorat et al., 2006). Unemployed youth are unable
to take up jobs on offer due to a lack of these high-level technical skills required by service

sectors in South Africa (Bhorat et al., 2006; Jubane, 2020).

Linked to this, as noted by Patel et al., (2020), Bhorat et al. (2006), and Marumo and
Sebolaaneng (2016), youth unemployment is mainly explained by excess supply of degree level
workers who hold competences not needed by employers. This means that the skills being
supplied (graduates) are not the ones needed by potential employers. Accordingly, the un-

marketability of acquired employment skills further exacerbates youth unemployment in South

Africa.

Youth unemployment can also be explained from a macroeconomic perspective. Rapid
increase in the youth population does not match with the corresponding economic growth
accounts for youth unemployment in South Africa (Baah-Boateng, 2016). The growth in the
youth population has essentially outpaced job generation as reflected in the slow economic
growth. In other words, the supply of labour exceeds the demand for work, which creates youth

unemployment in South Africa.

In addition, youth unemployment can also be explained by other diverse factors such as
high costs of job-seeking efforts (transport and printing), inability to access information due to
lack of affordability of internet/data fees, lack of informal connections to support job pursuits,
household chores (women), and unrealistic salary expectations such as quest for excessive

remunerations (Graham & Mlatsheni, 2015; see also Patel et al., 2020).

Youth unemployment in South Africa is also elucidated by young people's social contexts
and the level of wage offers by employers (Webb, 2021). From the studies, low wages do not
attract young people into employment. Young people's backgrounds in terms of race and
stigmatisations linked to the representation of places (such as unplanned settlements) affect

employment of young people (Webb, 2021). Studies also show that national employment policies
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such as national minimum wage could inspire unemployed persons into job searches, but these
are rendered ineffective due to excessive needs of disadvantaged young people (Patel et al.,

2020).

Yu (2013) sheds some light on the role of places in determining youth unemployment in
South Africa. Youth who resided in more prosperous provinces were more likely to take up
employment than those from poorer regions. This could be attributed to higher employment

opportunities and better education in certain areas.

Additionally, Bhorat et al. (2006) introduced demographic characteristics of youth in
South African into youth unemployment narrative. Factors such as age, years of education (skills
level), race (African versus coloured), gender and location are determinants of unemployment in
South Africa. Ismail and Kollamparambil (2015) also added time spent out of work and the age

of men as dimensions to understanding youth unemployment in South Africa.

Besides employable skills, work experience, and other contextual factors, there is also
evidence that points to a deficit of soft skills as a key explanatory factor of youth unemployment
in South Africa. Kaburise (2016) identified a graduate's ability to communicate effectively as a
significant factor that influences whether they get employed or not. The extent to which youth

articulate their abilities determines whether they are hired for work or not (Kaburise, 2016).

The COVID-19 pandemic also contributed to increasing youth unemployment in South
Africa since 2020. The spike in unemployment was associated with an eight percent contraction
of the South African economy for the year 2020, primarily due to the national lockdowns
(Nsomba et al, 2021). According to World Bank (2024) data, youth unemployment increased
from 43.50% in 2019 to 49.87% in 2020. The youth unemployment rate remained above the pre-
COVID-19 pandemic period in 2023 at 49.8% (Statistics SA, 2023). COVID-19 lockdowns led
to closure of business and lay-off of workers which contributed to increasing unemployment
among youth (Chetty et al., 2022). It is reported that every two in three job losses in South Africa
in first quarter of 2020 and second quarter of 2021 was among young people compared to one in
every job lost before COVID-19 (Altman, 2022). Mseleku (2022) observes that COVID-19
contributed to a surge in job losses and that reversing this trend will depend on the recovery in

South African economy. Embedded in the recovery are different opportunities which youth can
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take advantage of to create businesses and secure employment for themselves (Chetty et al.,

2022). All the information presented highlights the importance of addressing youth employment.

Solutions to Addressing Youth Unemployment

Research on youth unemployment in South Africa is awash with different suggestions for
tackling the problem. Some of the interventions are at the policy level, while some are at a

programmatic level, as further detailed below.

Graham and Mlatsheni (2015) give examples of interventions undertaken by Government
and Non-Governmental Organisations to tackle youth unemployment in South Africa. The South
African Government adopted a National Youth Policy (2015-2020) to streamline government
response to youth unemployment. Under this policy, different interventions, such as The National
Youth Service (NYS) programme run by the National Youth Development Agency (NYDA),
have been undertaken. Additionally, tax incentives to companies hiring youth workers and
offering a minimum wage, among others, have been implemented (Graham and Mlatsheni,
2015). NGOs are also offering learnerships to offer youth work readiness skills and employment

placements to curb youth unemployment (Graham and Mlatsheni, 2015).

Dagume and Gyekye (2016) proposed different interventions to address youth
unemployed in South Africa. These proposals include setting up training programme and
providing adequate funds to them, fusing learning and long-term work-based trainings (Dagume
and Gyekye, 2016). Work-based trainings point to volunteering options that expose youth to

making career choices.

Mago (2018) recommended that the education system be revamped to be skill-focused
and target youth from poor backgrounds. Other suggestions to mitigate youth unemployment
included generating employment, skill improvement of the youth, and extending support to youth
business start-ups. There is a suggestion to address personal communication attributes of youth
as a critical determinant for youth employment (Kaburise, 2016). However, a multi-intervention

package is appropriate to effectively address youth unemployment in South Africa (Mago, 2016).

Studies also point to the need to undertake extensive guidance activities as to narrow the
gaps between what universities produce and what is demanded by employers (Mago, 2016). From

these studies, career guidance was viewed as an antidote to youth unemployment in South Africa.
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A host of Non-Government Organisations (NGOs) offer varied interventions, including
learnership programmes which equip youth with skills and work readiness. Other NGOs provide
the community with youth development and management programmes (Graham and Mlatsheni,
2015). Action Volunteers Africa is one of the NGOs which offers career guidance to unemployed

youth as an intervention in addressing youth unemployment.

Action Volunteers Africa

Action Volunteers Africa (AVA) is a social enterprise initiated in 2012, which
commenced its first volunteering project in 2013 (AVA, 2020). AVA is currently funded through
grants and partnerships. Life Matters Foundation (LMF) is one of partners (AVA, 2020).

AVA’s response to youth unemployment in South Africa entail utilisation of volunteering
as a key intervention. Youth (aged 18 — 25) are placed in full-time work-based placements on
volunteering terms and with organisations engaged in different services. These work-based
experiences are enriched by a unique personal, professional and progression training. Career
guidance and coaching is at the centre of this approach. AVA envisions, “Youth are empowered to

become economically independent and socially responsible citizens” (AVA, 2020, p.2).

Life Matters Programme

Life Matters Programme is a partnership between AVA and the Life Matters Foundation
(LMF, which was initiated in 2017 (AVA, 2020). The LMF focuses on improving education
outcomes for communities served by five schools in Cape Town in the Capricorn, Steenberg,
Westlake and Retreat (AVA, 2020). The programme employs youth from the community to teach
pupils in lower primary (Grades 2 and 3) in targeted schools. These youth must meet a minimum
academic requirement of completing matric with a score of at least 50% in mathematics and
English (AVA, 2020). AVA’s programming role entails preparation, selection undertaking
implementation and monitoring of intervention activities.

Through this experience, the youth work readiness skills and become ready to secure
employment while at the same time contributing to increased numeracy and literacy levels of the

pupils. Volunteering also enables youth to develop better clarity on suitable career path.
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Career Guidance Programme Description.

The Career Guidance Programme is embedded in the Life Matters Programme which
commenced in 2017. Through this programme, the targeted youth are placed in tutoring
opportunities on volunteering terms. Through these hands-on experiences, the youth develop and
consolidate competencies which make them work and career ready. This experience is expected
to contribute to enabling youth secure employment after participation in the programme and
improve their welfare in the long run. Volunteering work-based placements contribute to

enabling youth to assess and choose which career path is suitable for them.
Purpose and Specific Objectives.
The specific objectives of the AVA’s Career Guidance Programme are threefold:

1. To enable youth to gain clarity of career options;
2. To allow the youth to identify and research possible career pathways (including work,
study and entrepreneurship); and

3. To enable youth to make empowered choices for future career progression.
Career Guidance Programme Activities.

The activities of the Career Guidance Programme are structured around three phases:

Phase One - Self-Understanding and Visioning: This involves the youth reflecting on
who they are, as well as their personal goals and objectives. As part of phase one, the youth carry
out a project that explores career options, and they create an action plan for their future with
guidance from AVA mentors.

Phase Two - Working in Teams: This phase includes theoretical training on group ethics.
The youth embark on a group assignment while working simultaneously on the skills they need
to develop for the workplace.

Phase Three - Me in the World: For phase three, the youth explore e-learning networks
and are exposed to job opportunities. As part of this phase, they also create their curriculum vitae
and prepare motivational letters for future employers.

Within each phase, there are a series of assignments and one-on-one discussions. AVA
also hosts open days where youth are exposed to employment opportunities existing within the

local economy or environment.
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Target Audience.

The Career Guidance Programme is targeted at youth aged 18-25 who are unemployed.
The targeted youth must have completed matric with a score of at least 50% in mathematics and
English. The 2020-2022 programme cohorts had 46 participants, 83% female and 17% male.
All targeted youth live in urban areas in the Western Cape, but targeted communities include those

with high crime and low-income households.

Programme Participant Selection.

The Career Guidance Programme participants are the same as the Life Matters
Programme. The procedure for selection entails running mass media and online adverts,
submission of applications, shortlisting as per the programme criteria, sitting of aptitude test and
oral interviews and selection. Selected candidates are only are requested to submit acceptance
letters. Participants are then offered contracts and have the right to withdraw from the

programme if they change their mind or change in expectations.

Programme Duration.

The Career Guidance Programme is implemented for a period of 12 months. During this
period selected youth are exposed to the tutoring programme and different components of career

guidance interventions.

Programme Delivery.

The career guidance programme is delivered through structured and unstructured interventions.
Structured interventions entail individual or group-based tasks set by AVA. Unstructured
interventions comprise one-on-one interventions such as coaching and mentoring interventions
and exposure to open events (career expo) delivered by AVA facilitators or host organisation
staff. Career guidance activities are implemented by AVA staff, career guidance facilitators

(resource persons) and supervisors at host organisations.



17

Programme Evaluation

Problem Statement

Since the inception of AVA, career guidance to targeted youth has been embedded in all
its interventions. AVA has a set of activities and processes based on their experience in delivering
the career guidance package. The career guidance package, however, has not been derived from
social science research or best practice examples. It design has been informally developed over
the years into what it is today. AVA doesn't know how its career guidance component compares
to best practice. Accordingly, the student evaluator was asked to conduct a theory evaluation for
the Career Guidance Programme of AVA. AVA asked for the evaluation to focus specifically on

the career guidance component of the Life Matters programme.

Evaluation Scope

Theory-based evaluation involves a deeper study of an intervention and the mechanisms
that mediate programme processes and results (Rossi et al., 2004). The investigation contributes
to a better understanding of when and how interventions work (Rogers & Weiss, 2007). This
theory evaluation aimed to assess the logic and plausibility of the Career Guidance Programme,
as well as validate the suitability of AVA's approach to Career Guidance. This is achieved by
comparing AVA's package of Career Guidance with other similar interventions and social science
literature and research (Rossi et al., 2004). A typical theory evaluation would limit the
plausibility assessment to a comparison of literature (Rossi et al., 2004; see also Wholey et al.,
2004). However, to make the assessment more robust a small component was added to the theory
evaluation which assessed whether any short-term outcomes of the programme were being
observed. By investigating whether some short-term outcomes are being achieved, it allows one
to state more conclusively that the intended outcomes as included in the theory of change are

achievable and plausible.
Evaluation Objectives

This evaluation seeks:
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To extract and document the initial programme theory (which includes the action and
change model).

To benchmark AVA's Career Guidance Programme's programme theory and approach
with other Career Guidance Programmes as well as social science principles for such
interventions.

To identify areas for improvement in the AVA's Career Guidance Programme's
programme theory.

To refine the programme theory; and finally

To conclude whether any short-term outcomes of the programme have been observed.

Evaluation Questions

The evaluation sought to answer the following questions to achieve its objective:

1.

How does AVA’s Career Guidance Programme fare compared to other similar
programmes?

How does AVA’s Career Guidance Programme compare to social science
theory/standards for career guidance interventions?

What short term outcomes have been achieved to date because of participating in the
career guidance which would support their inclusion as intended outcomes in the theory
of change?

Is the programme’s underlying logic plausible?

What changes can be implemented to improve the logic of AVA’s Career Guidance

Programme theory?



19

Chapter 2: Method

To conduct the theory-based evaluation, the evaluator combined the five-step theory-
driven evaluation prescribed by Donaldson (2007) which provides a systematic and practical
approach to conducting a plausibility check of interventions with the six steps suggested by Van
Belle et al. (2020). The combination of these two approaches is unique and was chosen to enrich
the theory evaluation. Donalson (2006) proposes the following five steps: 1) engage
stakeholders, 2) data collection to extract theory, 3) developing a draft ToC, 4) conducting the
plausibility assessment with social science literature and research, and 5) finalising the ToC. Van
Belle et al.’s (2010) steps are similar. They include: Step 1: Assessing the scope of the
evaluation, Step 2: Critical construction of an initial ToC, Step 3: choosing data collection
methods, Step 4: Assessing the programme’s design and implementation; Step 5: Assessing the

causal mechanisms of the ToC, and Step 6: Translating the findings into a refined ToC.

As shown above the steps in both ‘models’ are similar. The only real difference is that
Van Belle et al. (2010) allows for additional data to be collect to support the plausibility
assessment. Because of this, the collection of short-term outcome data was included as part of
the theory evaluation — not to conduct an outcomes evaluation, but rather to support the
outcomes’ inclusion in the ToC as feasible, intended outcomes. The steps are presented below
were designed by the evaluation, taking into account the suggestions/steps of both Donaldson

(2006) and Van Belle et al. (2020).

Step 1: Gathering Preliminary Information and Constructing the Initial Programme
Theory

Step one involved collecting relevant information to construct a programme theory for the
Career Guidance Programme. The focus was to make explicit what the stakeholders expected the
programme to do and how the programme was expected to work (Van Belle et al., 2010). This

information was gathered through the review of documentation (Sub-step 1) and stakeholder

engagement (Sub-step 2).

Sub-Step 1.1: Review of Programme Documents
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This sub-step aimed to enable the evaluator to understand the Career Guidance
Programme in terms of its design and what it was expected to achieve. During this step, the
researcher reviewed programme documents such as the implementation manuals, activity
concept notes, activity reports, annual evaluation reports and AVA’s annual programme reports
for 2017 and 2019. These documents were accessed from AVA’s website or obtained from AVA.
Upon reviewing the information, the evaluator was able to draft an initial programme theory as
reflected in accessed documents. This programme theory was not presented to the stakeholders
during the stakeholder workshop (discussed later). It was, however, done as a validity check to
ensure that when the stakeholders developed their version of a programme theory diagram, no
elements or components of the programme theory were left out. Any gaps or missing gaps were

flagged to participants after their initial programme theory for discussion.

A document review guide presented in Appendix A was used to support the review of

documents in line with evaluation questions.
Sub-step 1.2: Stakeholder Engagement

Stakeholder engagement involved supporting four AVA programme staff who were
involved in the Career Guidance Programme to elicit underlying assumptions of the programme
and draft an initial programme theory. The stakeholder workshop was attended by four
participants: the Executive Director, Programme Assistant and two programme volunteers. Non-
probability purposive sampling was chosen to select these individuals for the stakeholder
engagement step. All four were deemed to be best positioned to be able to explain what their
implicit assumptions about the career guidance programme were and overall what the

programme was aiming to achieve.

This consultation took place in an in-person workshop with the AVA staft. During the
workshop, AVA staff were able to articulate their perspectives on what the programme was
expected to do and how it was expected to work. Programme staff were purposively sampled
based on their role in the designing and implementation of the Career Guidance Programme. The

draft programme theory diagram is presented in the results chapter (Figure 1).

Procedure.



21

The stakeholder workshop was guided by a schedule of activities or programme. The workshop
was structured around four sessions. These comprised preliminaries, group work, plenary
discussions and reflections. The complete workshop programme can be found in Appendix B
which guided the discussion around the four sessions. Additional description of the workshop

procedure is presented in Appendix C.
Step 2: Develop the Initial Programme Theory of the AVA’s Career Guidance Programme

This step aimed at helping the evaluator to draw up and refine the output from Step 1 for
presentation to the stakeholders for adoption. In addition to putting the programme theory
diagram together, the evaluator wrote a narrative that explains the programme theory, entailing
an embedded Theory of Change (ToC). A ToC narrative essentially identifies the processes and
inherent causal linkages between the different elements (inputs, outputs, outcomes, assumptions,

external factors) in a programme theory (Rossi et al., 2004).

Step 3: Presentation of the Programme Theory

A virtual meeting was organised with the evaluator and the stakeholders were involved in
the workshop. The programme theory diagram (output from Step 2) was mailed to participants

one week before the meeting for review.

The meeting kicked off with a short presentation of the drafted programme theory. A
discussion and reflection on different elements in the draft followed this. The questions asked in
this meeting are presented in Appendix D. Based on these discussions, changes and adjustments
were made by introducing one extra short-term result and adjusting casual links for three
outcomes. The adjusted theory of change was adopted as the initial programme theory, which

was then subjected to an assessment of how it compared with similar programmes.

Step 4: Plausibility Check of the Initial Programme Theory

This step entails a critical assessment of how the programme is meant to work and how it
works in practice (Rossi et al., 2018). It involves checking links between different components,
underlying assumptions and any external factors which influence how it works (Ibid). The
adopted initial programme theory of the Career Guidance Programme was subjected to this

critical assessment. The assessment involved a combination of an open inquiry process as well as
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a comparison with existing social science theory and principles of career guidance interventions.
The inquiry into the programme logic focussed on aspects of specification of different elements
of the theory of change; plausibility of presumed change process (pathways), extent to which
different components are well defined and sufficient, specification of external factors and

underlying assumptions.

The plausibility check involved collecting data in three phases, namely: (1) a review of
relevant literature on career guidance efficacy and programme theories as documented in similar
interventions; (2) a study of career guidance theories, principles and standards informing Career
Guidance Programmes, and (3) consulting different cohorts of stakeholders (beneficiaries and
AVA programme staff) as primary data providers on how the programme works in practice. The
sampling strategies, procedures, data collection tools and analysis are presented per data source

below.

Sub-step 4.1: Review of relevant literature on Career Guidance Programme Efficacy and

theories

The open inquiry review of literature aimed at identifying and documenting what other
Career Guidance Programme theories looked like and their corresponding change mechanisms.
This review was not restricted to one programme but instead accessed all available literature and
synthesised it. The evaluator documented standard inputs, activities, outputs, outcomes,
underlying assumptions and external factors. Findings were synthesised and used to develop one

career guidance programme theory emerging from the literature review.

The evaluator conducted the literature search using several library databases, including
the Education Resources Information Centre, Journal Storage, and Google Scholar. The terms
used in the search included: “evaluation of Career Guidance Programmes”; “systematic review
of Career Guidance Programmes”; and “logic models or frameworks of Career Guidance
Programmes”. Where necessary, searching conventions using OR and AND were used. The
review commenced with identifying potentially relevant publications as per search results,
accessing the abstract, reviewing it to determine its suitability and undertaking a detailed review

of the article to determine its relevance. Only studies reporting results on use of career guidance

in addressing unemployment were considered.
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Data Collection.
The literature review guide presented in Appendix E guided the review of the literature.

Sub-step 4.2: Review of social science literature on principles and standards guiding career

guidance interventions

The review of social science literature on career development theories, principles and
standards guiding career guidance focused on unpacking what constitutes best practice for career

guidance interventions.

An internet-based literature search using phrases such as career guidance standards and
principles was carried out via online libraries and databases as specified under Sub-step 4.1. For
an article to be considered, it had to focus on career guidance principles, the application of career
guidance principles, factors affecting the effectiveness of career guidance, and

theory/frameworks of career guidance.

The review of social science theory was guided by a set of questions presented in

Appendix F.
Sub-step 4.3: Primary Stakeholders (Data Collection)

Two cohorts of stakeholders served as data providers to answer questions related to the
actual programme theory of the Career Guidance Programme evaluation questions. This is not
typical in a programme theory evaluation, however, it has been proposed by Taplin et al., (2013)
in their technical paper on theory of change as part of checking whether short term or long-term
outcomes are being achieved thus far. Without engaging in a full outcomes evaluation, but
obtaining data that the outcomes are possible, it adds to the plausibility assessment of the ToC.
The sampling strategies, procedures, data collection tools and analysis are presented per

stakeholder group below.

Group A: Programme Participants.

Programme participants were the youth who had completed the Career Guidance
Programme. These individuals were able to provide feedback on the benefits accrued in the
short-term and what conditions they deemed necessary for these results to be achieved. Finally,
programme participants provided input into what external factors they believed affected their

success/non-success in the Career Guidance Programme.
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Sampling.

The sample was drawn from three cohorts (2020, 2021 and 2022) as earlier cohorts could
not be traced (inadequate records). Thus, the sampling frame of data providers comprised 46
participants. A non-probability, convenience sampling approach was used whereby invitations
were sent out to all the 46 participants. This strategy was chosen to ensure that as many
programme participants as possible formed part of the sample for the evaluation, and due to time
constraints. No other criteria were included for the sample selection. In response to the
invitation, a total of 11 programme participants indicated their willingness to participate in the

research.
Data Collection.

Initially, focus group discussions (FDGs) were going to be the sole data collection
method for the evaluation. However, only 11 participants responded favourably to the invitation
to take part in the research, and not all of them were able or willing to in FGDs. They did
however, indicate their preference to be interviewed. Thus, the evaluator adapted their original
data collection strategy, FDGs were used for eight participants, and semi-structured interviews

were utilised for three participants.

Two focus groups were conducted. One FGD was held in-person at the AVA office, while
another was conducted virtually via Google Meet. The in person FGD had three participants (2
male and 1 female), whereas the online FGD had five participants (2 male and 3 female). All

three semi-structured participant interviewees were conducted virtually.

The semi-structured interview questions and FDG questions are presented in Appendix G

for further reference.
Procedure.

Before the commencement of the focus group discussions or individual interviews,
participants were given information about the study and assurance of confidentiality. Consent
was secured for participation, audio recording and use of direct quotations during the reporting
of the evaluation findings. For direct quotations, participants were informed that no direct
mention of names would be stated in the report. Participants are referred to as Participants in

FGDs with targeted youth or individual interviews respondent numbers.
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Group B: AVA implementers and staff, Host Agency and Donor.

Three implementing staff (direct and indirect) formed part of the other stakeholder group
to be interviewed (1 AVA staff, 1 host agency and 1 donor agency). These individuals were
questioned on the actual roll-out of the programme. They provided information on what was
actually done during 2020, 2021 and 2012, how the programme worked, and possible areas for
improvement. Again, this is not typical in a theory evaluation, however, Taplin et al., (2013) in
their technical paper on theory of change recommends assessment of short- and long-term

outcomes of a programme as a way of checking how an intervention works.
Sampling.

The three respondents (all female) held executive director positions in their respective
institutions: AVA, donor, and host agency. Non-probability purposive sampling was chosen to
select their individuals for the research. The AVA Director was specifically targeted because they
participated in the theory evaluation workshop to extract the initial programme theory. The donor
and host agency representative were selected because of their experiences with the programme

and their ability to answer some of the evaluation questions.
Data Collection Tool.

Semi-structure interviews were used as the data collection method for the implementing
staff stakeholder group. Refer to Appendix H for the informant interview schedule and consent

letter for AVA implementers and staff.
Procedure.

A semi-structured interview appointment was set up through the AVA contact person. The
interview started with self-introductions by both the interviewer and interviewee, followed by the
evaluator stating the purpose of the interview, the expected length of the interview and securing
confirmation for voluntary participation, consent and anticipated use of data from the interview.
After the interviewer confirmed consent, the evaluator proceeded to interview as per the

interview guide.



26

Step 5: Final Theory of Change

The final theory of change, or refined theory of change, was developed by adjusting the

initial programme theory using the findings from Step 4.
Procedure

The synthesis involved comparisons between the initial programme theory and findings
to show similarities or identify gaps (areas for improvement) in the initial programme theory.
The gaps represent areas for improvement in the initial programme theory. Using this

information, a final or refined programme theory was generated (Figure 4).
Data Collection Tool

The synthesis focused on identifying similarities, differences and peculiarities between
different element of the programme theory and its assumptions. The synthesis involved the
comparison between initial programme theory, literature review and stakeholder feedback. The

synthesis was guided by a set of questions presented in Appendix 1.

Ethical Considerations

The students secured acceptance and approval from Action Volunteer Africa to undertake
the evaluation of the Career Guidance Programme. Following this, ethical clearance was sought
and obtained from the University of Cape Town, Commerce Faculty’s Ethics in Research

Committee.

Different measures were undertaken to ensure that the data collection and utilisation
process adhered to acceptable research ethics. Specifically, every participant was given a study
introduction and consent letter (Appendix J), which outlined the evaluation purpose, expected
use of information, and benefits from the evaluation, as well as an invitation to participate in the
evaluation voluntarily. Participants could choose to decline, participate or withdraw from the
evaluation during the data collection process. Acceptance was given by signing the consent letter

or verbal affirmation indicating informed consent and voluntary participation in the evaluation.

At the inception of data collection, all participants were requested for their permission
and consent to the recording of proceedings over the Google meet and the potential use of direct

quotes from the interview or discussion. Additionally, any direct quotes used in reporting
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findings do not bear the personal details of respondents. Instead, respondent details are kept

anonymous where direct quotes are used in the report.

The evaluation used secondary literature to construct and check the plausibility of the
Career Guidance Programme theory. All secondary sources used are cited and referenced in line
with the American Psychological Association (APA) seventh edition referencing convention.
This gives credit to different authors for any text or information used by the evaluationThe

research posed no risk or harm to the participants.

Data Analysis

The evaluation of the Career Guidance Programme generated data in different steps.
Steps 1 to 3 entailed the construction of the initial programme theory. Step 4 drew data from
document review and primary stakeholders. In contrast, Step 5 involved a synthesis of findings
and a comparison of programme theories articulated by stakeholders (Step 3), document review
(Step 4.1 and 4.2) and primary stakeholders (Step 4.3). Step 5 involved construction of final
theory of change. In the context of the data collected in different steps and evaluation objectives,

the following data analysis strategies and procedures were deployed.

The data collected in Steps 1, 2 and 3 was presented in terms of illustrations of the
programme theory and narrative of the programme theory. To ensure that the illustrated
programme theory was well developed, participants were probed to ensure specification of
relations, links and loops between different nodes or components of the theory of action and
change for the Career Guidance Programme (Marin & Wellman, 2011). Markiewicz and Patrick's

(2016) format of presenting the theory of change was used to present the programme theory.

In Step four, data was collected from documents and primary stakeholders. The analysis
of data from the literature review involved synthesis and identification of studies and authors
reporting a given career guidance outcome, assumptions, external factors and standards.

Information from this process was presented as paraphrased statements or direct quotations.

The data from focus group discussions and key informant interviews was processed and
analysed differently. The process entailed downloading the recordings from the Zoom server and
transcribing interviews. A thematic analysis using a pencil and paper approach was then used to

analyse the transcribed notes. All notes were read and coded in line with different themes and



sub-themes and re-organised together with data from the key informant discussions and focus
group discussions. The results of the analysis include a summary of level of groundedness and
references on a given theme and clustering of relevant data around given themes. Qualitative
analysis results are presented starting with the theme, groundedness and references, its
description, and illustration of findings in a paraphrased form and or direct quotes by data

collection method.

Data Management Plan

A data management plan was developed specifying the nature of data collected and the

expected level of analysis. The data management plan is presented in Appendix K.

28
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Chapter 3: Results
Initial Programme Theory

The research extracted an initial programme theory in readiness for plausibility check of
the Career Guidance Programme. The extraction of the initial programme theory sought to
identify what designers of the career guidance programme expect to be done and they expected it
to work. Accordingly, the initial programme theory is extracted and presented and explained

below;

Extracted Career Guidance Programme Theory

The extracted and documented initial programme theory of AVA's Career Guidance
Programme is presented in Figure 1. The initial programme theory is presented in the form of a

theory of change (ToC) diagram.

The ToC entails the resources used to undertake the activities of the Career Guidance
Programme. These activities contribute to the programme's short-term and medium-term
outcomes. These outcomes are, in turn, anticipated to contribute to specific impacts (long-term
outcomes). The arrows with different colours are used to make pathways clearer. Using one
colour would make pathways not easily distinct. In addition, there could be links between
different sets of outcomes. These have not been included because the diagram would become

illegible due to congested links and loops.



Figure 1

Initial Programme Theory of AVA's Career Guidance Programme (derived from the AVA Staff Workshop and Refined by the Researcher)
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Note: The green highlighted box shows the added text while the light gold highlights indicate the phrasing that was adjusted after Step Three (as detailed in the
Method Chapter). The colour of the arrows do not carry any meaning. This is simply for a reader to identify which outcomes have relationships which each other.
Not every box is a causal relationship to another. Using black arrows here would not have allowed a reader to see the connections.



31

As depicted in Figure 1, the anticipated Career Guidance Programme outcomes and

impacts take place within certain assumptions and are influenced by different external factors.
Assumptions.

There were four assumptions in the initial programme theory. These assumptions refer to

factors necessary for the programme to function well. These assumptions are:

(1) There is a mutual interest between AVA and Partners to support the continued
implementation of the Career Guidance Programme - Mutual interest entailed both AVA, donor
and host agencies having shared goals and expectations about the career guidance programme.
The shared interest unites the different organisations. Shared interests enable them to pursue

these interests through the career guidance programme.

(2) Funders are interested in AVA's work. Funders see the direct contribution of AVA's
work to their organisation's aspirations - Like mutual interest, donors have to be interested in
AVA’s work, including career guidance. This interest is in form of shared organisational
aspirations in solving youth unemployment. This interest enables donors to extend financial

support to the programme for its implementation.

(3) Youth are interested in wanting to create a better future for themselves and appreciate
the Career Guidance Programme as one opportunity to do so - Successful participation of
targeted youth was linked to them seeing the programme as enabling them to solve the

immediate and long-term challenges they faced.

(4) AVA Staff are skilled to support youth in different Career Guidance Programme
activities during and after completion of the programme - Successful execution of the career
guidance assumes that AVA staff and resources are skilled enough to deliver impactful career

guidance programme.
External Factors.

The success of the Career guidance programme depends on external factors. These

factors include:

(1) Families of youth permit them to explore their careers and choices - Consistent participation

in the career guidance programme depended on role of families of targeted youth. These facilities
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can use their power and influence to determine whether youth consistently participated and

completed involved in the career guidance programme.

(2) Families of youth see value in having their children (young adults) working or pursuing post-
matric education The role of the family was further seen from their ability to appreciate or see
value in career guidance programme. The career guidance would succeed if families of targeted

young adults saw value of the programme.

(3) Funders having funds for Career Guidance Programme type of interventions - Continued
financing resourcing of career guidance programme was key determinant of its success. AVA’s

access to funds would successful execution of career guidance activities in line with the plan.

(4) Institutions have capacity to participate in career expo events - Career expos were a key
strategy in ensuring career guidance programme achieves its objectives and links targeted youth
to potential employers and mentors. Organisations participating in career expos needed resources

and space to participate in career expos.
Description of the Causal Pathways of Initial Programme Theory.

The different pathways of how the programme is meant to work to create desired results
are described showing the links between different components. It is important to note there could
be links between different outcomes but also not every outcome is linked to each other outcome.
The potential linkage between outcomes has been left out to enable pathways more legible.

Below are the descriptions of the pathways as depicted in the Figure 1.

Pathways between the outputs and the short-term outcomes.

All specified outputs of the Career Guidance Programme lead to youth accessing career
support from AVA and their host organisations. This career support is in the form of job

shadowing, mentorship and coaching.

The youth career profile reports and completion of the professional development training
leads to the short-term outcome of youth being able to identify their passion and career

aspirations.

The design thinking training contributes to increased self-awareness and emotional

intelligence of targeted youth.
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The youth career profile report and the coaching and mentoring sessions contribute to

improved career management for targeted youth.

The ToC shows that four outputs contribute to the short-term outcome of "youth gain
confidence" in available opportunities. These outputs include the thinking training module, alum

events, the database and the career expos.

Attendance registers facilitate the youth earning income. This is done through regular
stipends paid to the targeted youth for the duration of their participation in the Life Matters
Programme. Earning income enables youth to meet their basic needs and support their
dependents (children and parents). It also enables them to participate in the programme without
interruptions or pressure associated with the inability to meet their basic needs and support their

families.

Youth who complete the professional development training are placed in employment.
And sign MoUs with host organisations. This builds necessary work readiness knowledge, skills

and experience.

Alum events that are conducted and the maintained database enable the youth to attend

career expos, which contribute to career resources being identified.

Youth career progress reports contribute to youth tracking their career goals during

participation in the programme.

Pathways between short-term and medium-term outcomes.

The ToC also reveals pathways between short-term and medium-term outcomes. All nine
short-term outcomes contribute to two medium-term outcomes of higher career progression rate

and youth applying to jobs and tertiary education based on their interests.

Six short-term outcomes contributed to youth having professional curriculum vitae and
going into an interview confidently. These short-term outcomes include youth who can identify
their passion, youth with improved career management, youth who gain confidence in available
opportunities, youth who build necessary work readiness competencies, youth who have

identified career resources and youth who track their career goals.
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The medium-term outcome of "youth live independently" is linked to or caused by three
short-term outcomes. These short-term outcomes include increased self-awareness and emotional
intelligence, youth gaining confidence in available opportunities, and youth building necessary

work readiness competences.

In the medium-term, "host partners request more youth". This outcome is linked to two
short-term outcomes. These outcomes are that the youth can identify their passion and build
necessary work readiness competencies. The youth who are committed to work and can work
effectively at the host organisation learn to appreciate their contribution to the objectives of host
organisations. This increases the likelihood of host organisations wanting to continue their

partnership with AVA and employ volunteering youth.

Three short-term outcomes contribute to three medium outcomes. Increased self-
awareness and emotional intelligence contribute to the youth being more resourceful. The short-
term outcome of "improved career management" contributes to informed and inspired alumni.

Year-earning income (short-term outcome) contributes to youth being financially independent.

Pathways between medium-term outcomes and impact.

The initial ToC specified four main impacts of the Career Guidance Programme. These
impacts are linked to different medium-term outcomes. Three medium-term outcomes
comprising high career progress rate, youth apply to jobs and tertiary education, and youth have
professional curriculum vitae and can go into an interview confidently contribute to the long-
term outcome of "[youth] enrolled in education or employment". The anticipated impact of
"youth create sustainable lives for themselves" was linked to four medium-term outcomes
(resourceful youth, host partners request to host more youth, youth have professional curriculum

vitae and can go into an interview confidently, and youth live independently).

The ToC also shows that three medium-term outcomes contribute to the anticipated
impact of "youth are socially responsible". These medium-term outcomes included informed and

inspired alums, youth who are finally independent, and youth who live independently.

Having specified the initial programme theory, the researcher embarked on a literature
review to identify and document the explicit programme theories of similar interventions.

Literature review findings were used to compare AVA's Career Guidance Programme's ToC to
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similar interventions, social science theories and standards. The literature review findings are

presented in the next section.

Literature Review on Career Guidance Efficacy and Programme Theory

The literature review focused on establishing the existence of programme theories of
interventions similar to AVA's Career Guidance Programme. It also sought to identify theories of
career guidance and principles guiding career guidance interventions. Accordingly, the literature
review findings are presented in the three areas. I start by looking at career guidance efficacy
within which theories are embedded, followed by career guidance standards and end with

findings of the literature review on career guidance theories.

Literature Review on Career Guidance Efficacy

The initial step during the literature review entailed establishing the existence of Career
Guidance Programme theories locally (within South Africa) and internationally (Outside South
Africa). After an extensive literature search, a limited number of documented and published
theories of change of career guidance were identified. These theories of change were structured
according to differing formats, namely, outcome matrices (Maguire & Killeen, 2003);
[logic]models (Crossland, 2006; Guichard, 2003); conceptual models (Hooley & Dodd, 2015)

and evaluation frameworks (Fein, 2012).

According to Maguire and Killeen (2003) an outcome matrix outlines outcomes at three
levels, immediate outcomes, intermediate outcomes, and ultimate outcomes at both the
individual level and system level. This presentation is similar to Fein's (2012) framework, which
lists intermediate and primary outcomes but adds programme inputs as a key component of the
model. Dodd and Hooley (2015) structure their theory of change in terms of general career
guidance activities, primary economic outcomes, secondary economic outcomes and macro-
economic benefits of outcomes (conceptual model display). Secondary economic outcomes and
macroeconomic benefits of career guidance are akin to long-term outcomes or impacts of a
career guidance programme, albeit from an economic point of view. Guichard’s (2003)
presentation was a form of logic model which presented the career guidance model in terms of

career guidance activities and ultimate outcomes.
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The literature search further focused on career guidance efficacy to identify what
constitutes a career guidance intervention. The goal was to obtain a deeper understanding of how
past career guidance interventions have worked to bring about change. A comparison of
documented programme theories and career efficacy study results unearthed different
components of what constitutes career guidance theories of change. The literature review
documented the inputs, activities, outcomes, assumptions and external factors of career guidance
interventions. Career outcomes were classified into three levels: immediate or short-term
outcomes, intermediate (medium-term) outcomes and long-term (ultimate/distal) outcomes or
impact (Perry et al., 2009; Fein 2012; Guichard, 2003; Maguire & Killeen, 2003). Literature

review findings according to these components are presented next.

Career Guidance Inputs.

The literature review found a dearth of information on inputs or resources used by career
guidance interventions. This area seems to be taken for granted or considered apparent. Career
guidance interventions, however, use different resources (inputs) to undertake activities and
produce outcomes. A few authors outline some of these resources, while others implicitly refer to
such resources in the specification of assumptions or explanatory factors. These resources can be
material or immaterial. Fein (2012) stated that material resources for a career guidance
intervention in the United States of America included financial aid, computers, transportation and
in-kind services such as employment connections and curriculum. Otwine (2022), also mentions
funds in general, time and career information as crucial resources for career guidance

interventions in Uganda.

Human resources or personnel are also considered vital resources in the provision of
career guidance. Yuxiao and Abdullah (2023) identified competent staff and stakeholders as
important determinants in the success of career guidance interventions in Guizhou. Career
guidance interventions need competent technical and support personnel to plan, conduct, and

follow up on career guidance interventions.

Career Guidance Intervention Activities.

Career guidance interventions carry out diverse activities (Hooley & Dodd, 2015). The

diverse activities can be divided into guidance activities (Watts, 2013) and programme
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intervention activities (Goodman and Hansen, 2005). Guidance activities include career
information (provision of information on training opportunities, occupations and career paths),
career counselling (closed interactions on specific career issues), career education (helping target
groups to develop competences for their career development), career profiling (identify career
potential) and employment counselling or helping to adjust to work and perform better (Ako et
al., 2020; Watts, 2013; Goodman & Hansen, 2005; Guichard, 2003 ). The provision of career
information is considered an essential activity in the delivery of any career guidance intervention

to its target group (Otwine, 2022; Watts, 2013; Goodman & Hansen, 2005).

Programme intervention activities refer to a range of other activities for preparing
individuals or groups for career guidance or making career guidance more effective. These
activities include career visits to schools or communities and orientation to target groups
(Chireshe, 2012); providing labour market information, tutoring, coaching and mentorship, work
placements, individual assignments, group work, individual learning plans, training workshops,
job simulations and shadowing and enterprise activities (Jemini Gashi et al., 2023; Hur et al.,
2018; Watts, 2013; Chireshe, 2012; Guichard 2003). There is no distinction for different
activities in different locations, these activities seem to be consistent in the Global North and

South.

Career Guidance Outputs.

Outputs refer to products and services produced by an entity (Morra-Imas & Rist, 2009).
Only one located source specified different outputs for its intervention. The career guidance
efficacy researchers seem to pay less attention to the specification of career guidance
intervention outputs. Crossland (2006), however, listed different outputs of a career service
centre in Zululand. The outputs listed included education and training services (psychometric
assessments, enrichment of teacher curriculum and life skills training), governance (recruited

staff and governance structure) and mobile outreach services.
Immediate Outcomes of Career Guidance Interventions.
The literature review on career guidance efficiency revealed different immediate

outcomes of career guidance interventions. The immediate outcomes of career guidance

interventions were observed as benefits of career guidance services and products (Maguire &



38

Killeen, 2003). The following immediate outcomes were documented in different publications

and journal articles regardless of location.

Career guidance interventions support the recipients (adolescents, youth and unemployed
adults) in making decisions about career paths to enable them to secure future employment (Fein,
2012). This outcome was also reported by Biavaschi et al. (2012), who noted that effective career
guidance enabled participants to make informed occupation- and employment-related decisions.
Martaningsih (2018) and Ajufo (2013) affirmed that career guidance enabled participants to
make suitable and thoughtful decisions. Through career guidance, young people select careers in
line with their aspirations (Ajufo, 2013). Earlier work by Crossland (2006) also reported that
career guidance enabled people to participate actively in career decision-making processes. The
ability to take career decisions was linked to career decision-making skills, which were provided

through different career guidance activities (Jemini Gashi, 2023).

High wage expectations are one of the causes of unemployment (Maguire & Killeen,
2003; Mayston, 2002). Career guidance, however, provides recipients with information about
occupations and the labour market. This, in turn, enables them to appreciate the realities of work
and develop more realistic expectations about existing career openings (Jemini Gashi et al.,

2023; Guichard, 2003; Mayston, 2002; Donohue & Patton, 1998).

Career guidance interventions contribute to improving individuals' career planning.
Career guidance interventions provide information and help clarify expectations, which in turn
enables participants to set career goals (Jemini Gashi et al., 2023). Interactions with career
counsellors and fellow participants inspire target groups to develop and prioritise their career
goals (Donohue & Patton, 1998). Donohue and Patton (1998) observed that career guidance
contributed to improving the direction of career goals. Fein (2012) also found that participation
in career guidance interventions enabled more careful planning and prioritising actions aimed at

achieving such career goals.

Unemployment is reported to have adverse psychological effects on the unemployed,
which causes doubts in their confidence (Robertson, 2013). Career guidance interventions such
as counselling, coaching and mentorship are credited with improving the confidence of
unemployed persons (Gupta & Kothe, 2023; Ajufo, 2013; Donohue & Patton, 1998). Studies

showed that career guidance activities restored and built confidence in unemployed persons as
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they started to believe in their abilities (Hooley & Dodd, 2015).

Career Guidance interventions are also credited with enabling participants to acquire
work readiness skills (Gupta & Kothe, 2023; Martaningsih & Istiyono, 2019; Fein, 2012; Perry
et al., 2009). Career guidance participants are motivated to continue with education training or
enrol on training programmes which enable them to acquire work-based technical competences
required to perform in different occupations (Dodd et al., 2022; Martaningsih, 2018). This
observation corroborates El Naggar et al.'s (2022) assertion that career guidance interventions
improve the extent of vocational development and career readiness, which, in turn, enables

participants to cope with different tasks involved in the development of occupational skills.

Job searching was identified as one of the immediate results of career guidance
interventions. Career guidance equips participants with job search skills such as preparation of
application letters and curriculum vitae (Hooley & Dodd, 2015). The increased confidence of
participants makes them set goals and also commence active job searching (Maguire & Killeen,
2003). For new graduates, career guidance is also credited with a reduction in the length of job
searching. Career guidance has also been found to contribute to enabling job seekers to develop a
job strategy and increase the intensity of job searching (Maguire & Killeen, 2003). The literature
review revealed that participation in career guidance intervention triggered job searching as one

of the immediate actions taken after receiving a career guidance intervention.

Career guidance also contributes to increasing awareness of existing opportunities for
employment and training (Biavaschi et al., 2012; Maguire & Killeen, 2003; Guichard, 2003). As
part of career guidance, labour market information is shared with career guidance participants.
Career guidance providers who do job placements also share such information on available
opportunities with career guidance recipients (Watts, 2013; Guichard, 2003). Such information
enables participants to consider available job opportunities as well as the need for further skills

enhancements as part of career readiness.

Participation in career guidance activities was linked to improved self-awareness
(Martaningsi & Istiyono, 2018; Crossland, 2006; Donohue & Patton, 1998). Self-reflection
activities of career guidance enable individuals to identify their strengths, areas for improvement,
motivations and fears (Jemini Gashi, 2023). These contribute to enabling career guidance

participants to understand their world and embark on career development journey.



40

Career guidance interventions have also been linked to the development of self-efficacy
(Jemini Gashi et al., 2023; Robertson, 2013;). Participation in career guidance intervention
enables its participants to believe in their competencies and ability to secure employment. Fein
(2012) affirms that participation in career guidance enables the ability to nurture and sustain
positive beliefs and feelings about oneself and others within one's environment. This assertion is
also reflected by Hooley and Dodd (2015), where the development of self-efficacy is considered
a fundamental skill of career management as a result of participation in career guidance

interventions.

The literature review also revealed other, diverse immediate outcomes of career
guidance. These other immediate outcomes included developing positive attitudes towards career
guidance and counselling (Martaningsi & Istiyono, 2019); developing optimism (Robertson,
2013); access to career resources (Fein, 2012); access to career information and labour market
information (Crossland, 2006); confirmation of own abilities (Donohue & Patton, 1998) and

participants holding discussing career options with parents (Crowley, 1981).

Intermediate Outcome of Career Guidance Interventions.

The literature review revealed different intermediate or medium-term outcomes of career
guidance interventions. The extent of reporting on each outcome varies, and again there is no
consistent pattern of outcomes whether a local or international intervention, these are instead

presented collectively instead of per region.

Career guidance interventions enable individuals to adapt to different employment
requirements and demands (Maguire & Killeen, 2003). The adaptability to roles involves
learning new skills and coping with different work demands. Hooley and Rice (2019) affirmed
that career guidance enables individuals to learn skills which are relevant to the needs of
different occupations in collaboration with the world of work. As individuals learn new skills,
they are able to cope with tasks encountered in their occupations (El Naggar et al., 2021). Coping
with work also involves adjusting to new roles that may arise in the course of a career. This
coping involves undertaking learning opportunities which enable individuals to match skills with
[new] work demands (Maguire & Killeen, 2003). Robertson (2013, p.257) looked at this
adaptability in terms of "redefining vocational identity", while Fein (2013) refers to it as the

attainment of credentials which lead to employment. The career guidance efficacy studies,
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therefore, lend credence to the assertion that it enables individuals to develop careers and adapt

to different career demands.

Career guidance is also linked to developing attitudes and behaviours that contribute to
working effectively and efficiently (Hooley & Dodd, 2015; Watts, 2013). Career guidance
prepares individuals to navigate the world of work successfully. Through career guidance norms,
expected behaviours are nurtured, which enable individuals to develop attitudes and behaviours
(timekeeping, courtesy, and respecting others) that are needed in the performance of tasks (Fein,

2013).

Similar to adaptability to the role, career guidance interventions enable its clients to
increase occupation knowledge or work-based competences such as applied knowledge,
technical skills and information uses (Gupta et al., 2023; Martaningsi & Istiyono, 2019). Other
researchers also alluded to this observation. El Naggar et al. (2021) noted that career guidance
interventions improved the degree of vocational development. Hooley and Dodd (2015) referred
to this increase in vocational knowledge as human capital, which entailed skills and
qualifications in both formal and informal settings to meet labour market requirements.
Participation in career guidance resulted in the acquisition of academic and work readiness
certifications (Fein, 2012). Findings by the above researchers confirm earlier findings of
Crowley (1981) and Pavlak (1983), which affirmed that an increase in occupational knowledge

was considered a key intermediate outcome of career guidance interventions.

Career guidance interventions are credited with inspiring, motivating and changing the
attitudes of their participants (Watts, 2013). Career and employment counselling generates
interest and enables participants to initiate action towards different career goals. Career guidance
motivated participants to work or enrol and complete training (Maguire & Killeen, 2003). Fein
(2013) considers the ability to self-motivate as one of the basic psychosocial qualities that
permeate into career guidance participants. Hooley and Dodd (2015) further observed that career
guidance participants undertook self-motivated learning to cope with different career demands
such as job searching, learning new working skills and completing vocation training. Career
guidance interventions are linked to career maturity or maturation. Career maturation is viewed
as an individual's readiness to make informed, appropriate career decisions and deal with

corresponding development tasks (Savickas, 1984). Participation in career guidance



42

interventions facilitated this decision-making, which contributed to the realisation of career goals
(Perry et al., 2009; Crites, 1987; Pavlak, 1983). Maguire and Killeen (2002) and Martaningsih
(2018) corroborated these earlier studies where achieving career maturity was considered a key

outcome of career guidance interventions.

Improved behavioural skills are also a common intermediate outcome of career guidance
interventions. Career guidance contributed to shaping behaviour and attitudes linked to roles
individuals occupy (Biavaschi et al., 2012; Guichard, 2003; Maguire & Killeen, 2003). Career
guidance led to the development of skills such as communication, personal presentation, time
management and interpersonal skills (Gupta & Kothe, 2023). Improved behavioural skills are
credited with enabling its participants to be more committed to their careers, develop the ability

to navigate tasks and be effective in occupations (Hur et al., 2018; Fein, 2012).

Participation in career guidance interventions involving groups of individuals contributed
to developing social capital by intervention participants. Individuals participating in group and
institutional-based career guidance secured additional benefits through membership in social
networks (Hooley & Dodd, 2015). Participants in group-based career guidance form and belong
to social groups, which enables them to forge comradeship and avoid being isolated by
unemployment challenges (Robertson, 2013). Similarly, Fein (2012) also asserted that career
guidance enabled its participants to engage in social support networks as they went about
schooling and job searches. Such networks enabled individuals to cross-fertilise ideas and secure

mutual support in order to secure work (Hooley & Dodd, 2015).

Career guidance was linked to strengthened self-esteem among targeted persons
(Robertson, 2013). Participants of career guidance also benefited from reduced social exclusion
or inequality, primarily when interventions were implemented among marginalised groups
(Maguire & Killeen, 2003; Guichard, 2003). Lastly, Maguire and Killeen (2003) and Hooley and
Dodd (2015) reported transition skills from education or unemployment to employment or better

roles as a critical intermediate outcome of career guidance.

Impact of Career Guidance Interventions.

The literature revealed different long-term outcomes, the results of the outcomes are

presented uniformly, and were found in local and international interventions.
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Career guidance interventions contribute to reducing unemployment or increasing
employment in the economy (Hooley & Dodd, 2015; Fein, 2012). Career guidance was found to
contribute to reducing unemployment by supporting participants to form realistic expectations
(Mayston, 2002), reducing skills shortages through ensuring that demanded skills are acquired
(Maguire & Killeen, 2003) and securing jobs or labour market participation (Robertson, 2013).
These aspects enabled career guidance participants to secure jobs and contributed to lowering
unemployment levels in different countries and communities. Mayston (2002) reported that due
to the formation of realistic expectations in terms of wages and work, wage-related
unemployment was reduced as people were able to seek employment based on existing market
offers. Ako et al. (2020), Ajufo (2013), and Perry et al. (2009) agree. They all observed that

employment counselling contributed to tackling unemployment among unemployed youths.

Effective career guidance is credited with improving the functioning of labour markets
(Maguire & Killeen, 2003). Career guidance contributes to addressing market failures which
occur when there is an imbalance between available job vacancies (labour demand) and the
available pool of unemployed labour or labour supply (Ajufo, 2013; Guichard, 2003; Maguire &
Killeen, 2003; Mayston, 2002). Effective career guidance strengthens job uptake and ensures that
demanded skills are in supply. Through the provision of labour market information, career
guidance also contributes to improving labour mobility (Hooley & Dodd, 2015; Ajufo, 2013).
Watts (2013) further noted that career guidance solved skills mismatches, improved labour
market signalling (demand for specific skills) and ensured the proper deployment of
competences. These studies show that career guidance ensures that the labour supply and market

work well.

Reduction in unemployment benefits is also an outcome attributed to career guidance
(Hooley & Dodd, 2015; Maguire & Killeen, 2003; Mayston, 2002). In countries where
unemployment benefits are provided to unemployed persons, entry or re-entry into employment
weans beneficiaries off this social protection support. Accordingly, governments and agencies

offering unemployment benefits stop such payments and save resources for other activities.

Increased job tenure and access to long-term incomes was identified as a long-term
outcome of career guidance interventions. This outcome was first identified by Pavlak (1983) in

the form of increased job security. Other studies on the efficacy of career guidance have
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validated this. Maguire and Killeen (2003) noted that individuals who underwent career guidance
experienced extended tenure in their jobs. Even firms which hired such people had better job
retention. The increased job security implies longer stay in employment and contributes to
providing sustainable incomes to career guidance participants (Robertson, 2013; Fein, 2012;
Perry et al., 2009).

Improved well-being or quality of life was identified as one of the vital long-term
outcomes of career guidance (Hooley & Dodd, 2015; Robertson, 2013; Ajufo, 2013; Maguire &
Killeen, 2003; Mayston, 2002). Well-being is in terms of keeping individuals physically and
mentally healthy and happy due to their participation in work and fulfilment of their career
objectives. Career guidance, which leads to employment, contributes to improvement in
incomes, benefits, and job opportunities, which contributes to positively improving the
psychological well-being of its participants (Fein, 2012). This well-being can also be extended to
other family members as it improves the quality of parenting and resources available to family

members.

Career guidance interventions were also linked to individuals becoming self-reliant as
they secure their employment and adapt to different situations (Ajufo, 2013; Fein, 2012). When
done among vulnerable groups such as youth living in unplanned settlements, career guidance
was noted to contribute to a reduction in frequency and crime rate (Hooley & Todd, 2015;
Mayston, 2002). It also contributed to greater attachment to societal values as individuals pursue
careers espoused by their families and communities (Robertson, 2013; Maguire and Killeen,
2003).

Although not widely mentioned, career guidance interventions have led to self-
employment and entrepreneurship (Watts, 2013). Aside from taking up formal employment,
enterprise development is considered a pathway for career guidance. As such, some career
guidance recipients begin self-employment by starting their enterprises as opposed to formal or

salaried employment.

The literature review also uncovered other distal outcomes of career guidance
interventions. Some of these outcomes included increased tax revenue collection due to pay-roll
tax imposed on newly employed persons (Hooley & Todd, 2015; Mayston, 2002). This leads to

the narrowing of the fiscal deficit as more tax revenue is collected to fund public expenditure
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(Hooley & Todd, 2015). The career guidance outcome of reducing employment contributed to a
reduction in health insurance costs on public funds as formerly unemployed persons directly
meet their health insurance costs (Mayston, 2002). With more people employed, there is
increased productivity in the economy (Hooley & Todd, 2015; Maguire &Killeen, 2003). This
contributes to an increase in the amount of goods and services produced in the economy
(Maguire and Killeen, 2003; Mayston, 2002), which contributes to changes in the organisation of

production systems and units in the economy (Maguire & Killeen, 2003).

Results from the literature review on career guidance efficacy and programme theories
are summarised in one theory of change diagram (Figure 2). These results will be compared to
the initial programme theory and action theory emerging from the primary data collection

analysis results in Chapter 4.
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Career Guidance Theory Emerging from Literature Review (Developed by the Researcher based on the Literature Review Results)
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Career guidance interventions work when certain conditions hold. Simon (2011) refers to

assumptions as "...things that are somewhat out of your control, but if they disappear, your study

will become irrelevant" (p.1). Career guidance efficacy studies and theories had limited
information on assumptions that have to hold for career guidance interventions to be effective.

From the literature review, the following assumptions were explicitly stated:

The existence of labour market information during career guidance was considered a
fundamental assumption in effective career guidance (Otwine et al., 2022; Biavaschi et al.,
2012). The existence of labour market information enables career guidance providers to create
awareness of available employment opportunities within the local setting. Recipients of career
guidance, on the other hand, make informed decisions on skills enhancement opportunities and

skills demanded by employers.

Career guidance interventions work on the assumption that employment will generate
satisfaction for unemployed persons (Robertson, 2013). The demand for career guidance
interventions is premised on the assumption that unemployed persons anticipate enjoying

benefits and satisfaction from different occupations they seek to secure.

Crossland (2006) observed that for career guidance intervention to be successful,
organisations need to work together. Career guidance involves different entities such as career
guidance providers, training providers, funders and policymakers. All these actors are assumed

to work together or effectively to enable career guidance to produce intended outcomes.

For career guidance to be successful, there is an assumption that the support from

mentors, counsellors and supervisors in hosting organisations influences students and

unemployed persons (Otwin et al., 2022). Such support provides an enabling environment where

career guidance recipients learn effectively and are mentored to acquire work readiness skills.

External Factors Influencing Career Guidance Efficacy.

External factors refer to things or variables which are outside the control of the

organisation (Foong, 2007). These external factors can influence the efficacy of interventions.
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Different external factors influence the efficacy of career guidance and, by implication, its

programme theory. These factors are listed below:

Economic conditions of the local and national economy influence career guidance. The
extent to which the local economy generates demand for goods and services, its structure and
population structure influence the number of jobs created and the corresponding skills required
(Fein, 2012; Ultanir, 2012). Biavaschi et al. (2012) observed that the interaction between changes
in population structure and economic growth influenced the demand and supply of young
workers. Similarly, the change in the structure of the economy towards technology-focused

industries created the need for technologically skilled workers (Crossland, 2006).

Government policy on labour, career guidance and investment influences the
effectiveness of career guidance. Government support in the form of incentives to employers,
minimum wage, social protection and training opportunities influences the hiring of employees
(Yuxiao & Abdullah, 2023; Otwine et al., 2022; Crossland, 2006). Such policies determine the

nature of the transition between skilling and employment (Biavaschi et al., 2012).

The quality of education and training also influences career guidance efficacy. The
quality of education and training determines the rate and precision of matching between
graduates and employers (Biavaschi et al., 2012; Ultanir, 2012). Where the education sector

produces skilled persons, it is easier for them to be absorbed into employment.

Ultanir (2012) identified historical and sociocultural factors as critical external factors
affecting the performance of career guidance. These factors included family structure and
changing values (Ultanir, 2012). Watts (2013) reports that family influences and patronage
determined whether career guidance registered positive outcomes. Due to family influence, it is
recommended that identifying and managing the differing interests and expectations (demands)
of different stakeholders (students, educators and families) is vital for the intervention to achieve

its objectives (Yuxiao & Abdullah, 2023).

The availability of opportunities for continuing training to complete, improve skills or

achieve work readiness is a contextual factor that can also affect career guidance (Fein, 2012).
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Plausibility Check of Initial Programme Theory and Literature Review Findings

Having undertaken the literature review and taken note of different findings, a comparison
was made between each aspect or element of the initial programme theory specified by AVA and
findings from the literature review. This comparison shows whether the different specific aspects
of the programme theory are contained in similar programmes as per the literature review. Overall,
most of the elements appear in other similar programmes or studies on career guidance efficacy as

presented in the Table 1.
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Career Guidance Programme Theory Plausibility Confirmation Check (Source: Researcher)

Component Initial Programme Theory Aspect Confirmed Literature Review
Inputs Host sites (workplaces) Yes Goodman & Hansen (2005)
AVA Staff and facilitators Yes Yuxiao and Abdullah (2023)
AVA facilities and equipment Yes Fein (2012)
Funds Yes Otwine (2022), Fein (2012)
Partners and stakeholders Yes Yuxiao & Abdullah (2023), Fein (2012)
Training materials Yes Fein (2012)
Activities Social marketing posts No -
Recruitment and induction No -
Conduct career profile test Yes Ako et al. (2020), Hooley & Dodd (2015), Watts (2013), Watts
(2013), Goodman & Hansen (2005), Guichard (2003)
Developing/revising/ presenting/training modules -
Holding coaching and mentoring sessions Yes Watts (2013), Hooley & Dodd (2015)
Organising networking and alumni events Yes Jemini Gashi (2023)
Paying stipends No
Placing youth for work experience Yes Hooley & Dodd (2015), Watts (2013), Goodman & Hansen
(2005), Chireshe (2012),
Holding meetings with partners No
Organising career expos Yes Goodman & Hansen (2005)
Progress monitoring of youth development No -
Output Youth recruited and inducted Yes Crossland (2006)
Youth career profile report Yes Crossland (2006)
Youth complete training on professional Yes Crossland (2006)
development
Design thinking module/training manual Yes Crossland (2006)
Coaching and mentorship sessions held Yes Watts (2013), Hooley & Dodd (2015)
Relevant sessions planned and held No -
Alumni events conducted and database Yes Robertson (2013), Hooley & Dodd (2015)
Attendance/stipend register
Youth placed in workplaces Yes Goodman & Hansen (2005)
MoUs signed No -
Youth attend career expos No -
Youth career progress reports No -
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Career Guidance Programme Theory Plausibility Confirmation Check (Source: Researcher)

Short term Youth access greater career support Yes Hooley & Dodd, 2015; Watts, 2013); Goodman & Hansen (2005)
Outcomes Youth are able to identify their passion Yes Jemini Gashi (2023), Hooley & Dodd (2015), Donohue& Patton
(1998)
Increased self-awareness and emotional Yes Hooley & Dodd (2015), Guichard (2003), Mayston (2002),
intelligence Donohue& Patton (1998),
Improved career management Yes Jemini Gashi (2023), Martaningsi & Istiyono (2019), Donohue&
Patton (1998), Crossland (2006),
Youth gain confidence on available opportunities Yes Gupta & Kothe (2023), Hooley & Dodd (2015), Robertson
(2013), Ajufo (2013), Donohue& Patton (1998),
Youth earn income Yes Hooley & Dodd (2015), Robertson (2013), Ajufo (2013), Fein
(2012), Perry (2009)
Youth build necessary work readiness Yes Gupta & Kothe (2023), Dodd, & Hooley (2022). Dodd et al.
knowledge, skills and experience (2022), El Naggar et. (2021), Martaningsih & Istiyono (2019),
Hur et al. (2018), Martaningsih (2018), Fein (2012),
Perry et al., 2009
Career resources identified Yes Martaningsi & Istiyono (2019); Keumala & Budiamin (2018),
Keumala et al. (2018), Maguire & Killeen (2003), Donohue&
Patton (1998)
Youth track their career goals Yes Jemini Gashi (2023), Hooley & Dodd (2015), Donohue& Patton
(1998),
Medium Term High career progression rate Yes Hooley & Dodd (2015); Ajufo (2013), Robertson (2013), Watts,
Outcome 2013,
Perry et al., 2009, Maguire & Killeen (2003),
Resourceful youth Yes Hooley & Dodd (2015), Robertson (2013)
Youth apply to jobs and tertiary education of Yes Gupta et al. (2023), Martaningsi & Istiyono (2019), Hooley &
their interest Dodd (2015), Watts (2013), Fein (2012), Perry et al. (2009).
Host partners request to host more youth No -
Informed and inspired alumni Yes Hooley & Dodd (2015), Robertson (2013), Fein (2012)
Youth financially independent Yes Hooley & Dodd (2015), Robertson (2013), Ajufo (2013), Fein
(2012), Perry (2009)
Youth have professional CVs and can go into Yes Gupta & Kothe (2023), Maguire & Killeen (2003), Biavaschi et
interview confidently al. (2012), Fein (2012), Robertson, 2013
Youth live independently Yes Ajufo (2013)
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Career Guidance Programme Theory Plausibility Confirmation Check (Source: Researcher)
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Impact Enrolled in education and employment Yes Hooley & Dodd (2015), Watts (2013), Biavaschi et al. (2012),
Maguire & Killeen (2003), Mayston (2002)
Youth create sustainable lives for themselves Yes Hooley & Dodd (2015), Ajufo (2013), Robertson (2013), Fein
(2012), Perry (2009)
Youth are socially responsible Yes Hooley & Dodd (2015), Robertson (2013), Fein (2012)
Youth are empowered and resilient Yes Ajufo (2013), Robertson (2013), Fein (2012).
Assumption There is a mutual interest between AVA and Partners Yes Crossland (2006)
to support the continued implementation of the
Career Guidance Programme.
Funders are interested in AVA's work. Funders see the No -
direct contribution of AVA's work to their
organisation's aspirations.
Youth are interested in wanting to create a better No -
future for themselves and appreciate the Career
Guidance Programme as one opportunity to do so.
AVA Staff are skilled to support youth in different No -
Career Guidance Programme activities during and
after completion of the programme.
External Factors Families of youth permit them to explore their careers Yes Yuxiao & Abdullah, 2023), Watts (2013), Ultanir (2012).
and choices.
Families of youth see value in having their children Yes
(young adults) working or pursuing post-matric
education.
Funders having funds for Career Guidance No -
Programme type of interventions.
Institutions have capacity to participate in career expo No -

events.

Note: This table lists different elements of the initial programme theory of AVA’s career guidance and matches them to findings from the literature
review. It indicates whether a given element/aspect of the theory is confirmed in the literature or not.
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Career Guidance Standards

A standard refers to a level of quality that represents best practice (Hooley & Rice, 2019).
Accordingly, the study sought to identify any defined standards in the provision of career
guidance which would be used to evaluate AVA's Career Guidance Programme practices. The
research of standards in career guidance interventions is under-researched. Through the literature
review, however, three authors were identified (Hooley & Rice, 2019; Simon, 2014; Watts,

2013). Observations and recommendations from these authors are presented below:

Hooley and Rice (2019) identified six domains of career guidance provision within which
standards are situated and to be adhered to in the provision of career guidance. These domains
include policy, organisation, process, people, output or outcome and consumption. The key
aspects for each of these areas include: the existence of career guidance policy (policy); the
extent to which organisations are set up, resourced and managed (organisation); the extent to
which accurate information is provided and ethics adhered to (process); the existence of
professional standards guiding practitioners of career guidance (people); career guidance efficacy
(outputs and outcomes) and the extent to which there is customer satisfaction with the
intervention or consumption (Hooley & Rice, 2019). Each of these domains has corresponding

questions that can be used to check the quality level of any career guidance interventions.

Simon (2014) provides some clues on areas which would constitute quality assurance in
university career guidance services. While referring to the European Commission, four
components of what would constitute high-quality career guidance were stated. These included
using appropriate guidance methods which are grounded in theory and empirical work;
continuous improvement through regular feedback and reflection; client feedback mechanism,
and the existence of competent staff (Simon, 2014). Simon further recommends that a good
career guidance intervention should undertake a cost-benefit analysis to determine its worth and
regularly conduct indicator-based client satisfaction surveys. It is also highlighted that
organisations offering Career Guidance Programmes can seek accreditations and certification
from external bodies. Potential certification agencies include the International Organization for
Standardization (ISO), the European Foundation for Quality Management (EFQM), and Total

Quality Management (TQM)]. The development of standards for career guidance, which are
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legally binding, is also cited as one way of enforcing standards in the provision of career

guidance interventions.

Unlike Hooley and Rice (2019) and Simon (2014), who explicitly referred to career
guidance standards, Watts (2013) refers to principles to adhere to in the provision of career
guidance for technical and vocational education and training. Watts (2013) stated fundamental
principles that career guidance provisions should espouse. The principles are identified for pre-
entry and in-programme situations. A review of these principles reveals that prior to enrolment in
any career education, participants should be availed of information provision on all existing
career education opportunities options and access to counselling supported with high-quality
career information to inform choices after careful consideration (Watts, 2009). Watts (2013) also
recommends following certain principles while participants are attending any programme. It is
recommended that career guidance is available at all relevant decision points and exits for any
occupation programme to supports students in their future career decisions and application of

learning in real-life situations (Watts, 2013).

From the available literature reviewed, all three authors identify the provision of
appropriate information grounded in theory and evidence as a key area of high-quality career
guidance. Hooley, Rice (2019) and Simon (2014) allude to the need to conduct regular client
satisfaction and feedback studies and the use of competent (professional) personnel as a measure
of high-quality career guidance. Unlike the other two researchers who focus on the entire process
of career guidance, including entities and persons involved, Watts (2013) defined principles that
make career guidance more relevant and productive to target groups. All three authors
recommended self-monitoring and assessment of adherence to different standards and principles.
However, Simon (2014) also suggested an externally led process (securing certification and
accreditations) for checking whether standards are adhered to in the implementation of career

guidance interventions.

Overview of Career Guidance Theories

Career guidance is concerned with services or support offered to individuals to enable
them to make education and occupational choices and to manage their careers (OECD, 2004).
Difterent career guidance frameworks guide these services. These frameworks are referred to as

career development theories (Adreev, 2023) or career decision-making theories (Gikopoulou,
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2008). Career guidance theories "show the various paths towards improving professional growth
and the career trajectory followed by individuals for overall job satisfaction and goal
achievement" (Nayak, 2020, p23515). Services underpinned by career guidance theory support
clients to make career decisions in an informed and structured manner (National Guidance

Research Forum, 2024).

Diverse career guidance theories have been documented in literature. These theories have
had a varying influence on shaping the practice of career guidance today. The review is limited
to theories which are considered to have been most influential in informing career guidance
practice (Leung, 2008; Roy, 2021). A total of six career development theories were reviewed.
Their application in the delivery of AVA's Career Guidance Programme will be discussed in the

discussion chapter. Reviewed theories are presented below:

Social Cognitive Theory.

The Social Cognitive Theory (SCT) of career development was developed by Albert
Bandura (1977). SCT is also referred to as self-efficacy theory in career counselling (Betz,
2004). SCT relies on the personal aspects of an individual to build their career path. The theory
also gives prominence to the person's past experiences. According to Bandura (1977), what
motivates an individual is embedded within experiences. Once such experiences are explored
and identified, it becomes possible to make a career choice and pursue it. SCT revolves around
the concept of self-efficacy. Self-efficacy refers to a person's belief concerning their ability to
perform a given task or behaviour successfully. Individuals hold self-expectations in terms of
what they believe they can do, and these are defined in terms of behaviours. The number of
expectations depends on the number of behaviours that can be defined. Each of the behaviour
domains is important in the choice of career or success in a given career. Self-expectations have
three behaviour outcomes, namely: (a) approach (what a person tries) verses avoidance (things a
person dodges); (b) quality of performance of behaviour in the target domain; and (c) persistence
in the face of obstacles. Self-efficacy produces effects. These effects entail either accomplishing

or failing to accomplish a behaviour (task) and being persistent or giving up (Bandura, 1997).

According to Bandura (1997), self-efficiency is attributed to either background or
experiential information causes. The causes include: (a) performance accomplishments

(experience of successfully performing behaviour in questions)-mastery experiences; (b)
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vicarious learning modelling (learning from experience of others); (c) lower levels of emotional
arousal (less anxiety in connection with behaviour)-physiological and affective states, and (d)
social persuasion (encouragement and support from others)-verbal persuasion. These sources
originate from family origin, background variables (gender, ethnicity, socioeconomic status and
nature and quality of educational opportunities (Bandura, 1997). SCT encourages career

guidance practitioners to develop self-efficacy from which careers are identified and developed.

Learning Theory of Career Choice and Counselling.

The learning theory of career choice and counselling originates from the social theory of
learning propounded by Klumboltz (1976). The theory has been further refined into the social
learning theory of career decision-making and more recently developed into the learning theory
of career counselling (Mitchell & Krumboltz, 1996). The theory postulates that a person's
development and experiences throughout their life affect which career they are best suited for. In
other words, people make career choices based on diverse expenses, beliefs, and the nature of the
world, which emerge through direct or indirect occupation education. The social learning theory
of career decision-making focuses on teaching career guidance decision-making alternatives. The
theory prescribes the role of career guidance practitioners as supporting clients to identify and

correct any wrong beliefs in career decision-making.

The learning theory of career choice and counselling focuses on tools for career
counsellors to help clients define and follow their career paths (Mitchell and Krumboltz (1996).
The theory specifies four issues to be considered when supporting clients with career decision-

making. These issues include

1. People need to expand their capabilities and interests (practitioner should help clients
explore new activities)

2. People need to expand their capabilities and interests (practitioners help them to cope
with the stress of changing labour market demands/skills)

3. People need to be empowered to take action (providing support)

4. Career practitioners need to play an extended role (career and personal counselling to

address challenges) — through mentorship and coaching.
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In assisting career guidance clients, practitioners should use different strategies (career
education, use of job clubs, occupational information resources) that enable clients to develop or
prevent certain behaviours (Mitchell & Krumboltz, 1996). Targeted and remedial strategies

aimed at boosting the confidence of clients are also recommended.

Traits and Factor Theory.

Frank Parsons is credited as the founder of the traits and factor theory in 1908 (Adreev,
2023; Gikopoulou, 2008). The traits and factor theory is rooted in the discipline of psychology
and focuses on individual traits or attributes as critical influencers of career choices. Factors refer
to possible jobs and occupations, while traits refer to qualities or attributes of the persons seeking
careers. Under the trait and factor theory, there is an assumption that career guidance is about
rational or objective decision-making. This decision-making involves an expert practitioner or
career guidance counsellor assessing the client and then matching the person to the most suitable
career. Occupational choices or decision-making can then take place when persons have accurate
information about their traits, know the labour market (existing opportunities or skills in

demand), make judgements between the two aspects, and choose a career.

The trait and factor theory is based on the assumption that individual talents and
attributes required for a particular career or job can be measured precisely to achieve a good fit
or match (Adreev, 2023; Gikopoulou, 2008). It also postulates that when this measurement and
matching is done correctly, individuals excel in their roles and are more productive (Adreev,

2023; Gikopoulou, 2008).

Occupational Orientation Theory.

Holland proposed the theory of occupational orientation as a guide to career guidance
(Gikopoulou, 2008). The theory was initially based on Parson's trait and factor ideas.
Occupational orientation was initially proposed in 1966 but has since gone through different
revisions (1973, 1985, 1992). Holland categorises personalities and environments into six types:
artistic, investigative, realistic, conventional, enterprising, and social. People choose occupations
by matching their personality type and the environment. In making occupational choices, the six
personality types are related, and individuals may belong to more than one type. The work

environment can also be categorised along the six personality types, and choices are made when
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there is alignment or a match between the work environment and the personality type. Holland

referred to this alignment as a congruence (Gikopoulou, 2008).

Developmental Self-Concept Theory.

The developmental self-concept theory was created by Donald Super (1957). The theory
has gone through some adjustments in 1961, 1988 and 1992 to reflect its application and address
gaps. Developmental self-concept theory was based on the ideas of Ginzberg (1951). The central
aspect of the development of self-concept is that the human lifespan can be categorised into age
groups (five stages). Persons develop different perceptions in different age groups, take on
different tasks and prioritise the most relevant things to each stage in life. In other words, persons

develop and consider their perceptions about themselves and their role in the world of work

(Gikopoulou, 2008).

According to the theory, occupational preferences and competencies, an individual's life
situations (defined as self-concepts) all change with time and experience as a person grows
through the different stages of life. People, therefore, choose occupations that appeal to their
interests during particular life stages. Implied within the development self-concept theory is the
idea that persons adapt to different life stages and roles as they progress through different life
stages. The theory acknowledges the importance of external influences (peer groups, family,
community, economy, as well as individual factors (values, needs, interests, intelligence and

aptitudes) in influencing career choices (Super, 1990).

The theory of occupational orientation relies on an individual's personality type to direct
a suitable career path. While it acknowledges individuals can have more than one personality
type, people need to identify the most dominant type to inform their career path. For example, a
person with a primary investigative personality can take up the career of a biologist or
anthropologist. An individual with an entrepreneurial personality excels as a sales or business

person (Andreev, 2023).
Theory of Personality Development and Career Choice.
In 1956, Anne Roe developed the theory of personality development and career choice.

The theory was inspired by Maslow's hierarchy of needs. The theory links occupational

satisfaction to basic needs based on experiences in early life and family influence.
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Roe (1956) posited that occupations can be organised along the continuum of needs. She
specified eight occupational groups in this regard. These occupations included business contact,
organisation, technology, outdoor, science, general culture, and arts and entertainment. The
levels of difficulty and responsibility involved in each occupation were then considered, and six
occupational levels based on the degree of responsibility, capacity and skill were identified.
These were professional and managerial (independent responsibility), professional and
managerial, semi-professional and small business, skilled, semi-skilled and unskilled (Roe,
1956). According to the theory of personality development and theory choice, individuals can be
chosen based on their needs. Career choice is therefore a strategy to address or fulfil needs at

different levels.

Overall, the six reviewed theories give a theoretical framework within which career
choice and development takes place. Career guidance practitioners are meant to follow these
theories in supporting individuals make career choices and development. The extent to which
AVA’s Career Guidance Programme practice is informed or aligned to any of the theories will

be discussed further in Chapter 4.

The third component of the plausibility check entailed primary data collection from
programme participants. The results from this phase of plausibility check are presented in the

next section below.

Results from Primary Data Collection

In addition to the programme theory evaluation, this study also investigated how the
Career Guidance Programme was working from the perspectives of different stakeholders. These
stakeholders included targeted youth, AVA programme staff, a hosting organisation and a donor
agency. Accordingly, two FGDs and six individual interviews were held with the different
categories of stakeholders (see Method Chapter). Thematic analysis findings are presented

below:
The Value of the Career Guidance Programme
The first theme that emanated from the qualitative data collection was confirmation that

the programme had been valuable and beneficial. All of the participants in the FGDs and

individual interviews considered the Career Guidance Programme to be helpful in diverse ways.
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They specified that it supported career planning, networking, personal development, and
personal management. It also offered them opportunities to get employed and advance their
careers, built their confidence, and empowered them with communication skills. These reasons

became sub-themes and are discussed in more detail below.
Support Of Career Planning.

A total of 10 references were made on this sub-theme. In one of the FGDs and three
individual interviews, participants of the programme detailed how the activities supported career
planning. The career guidance received enabled the targeted youth to define an area of career
development and set goals that were specific, measurable, achievable, realistic, and time-bound.
This goal was referred to as a career vision, which is set in the present but projected for the
future. As part of the programme, interviewees explained that they felt encouraged to be resilient
in the pursuit of their career visions and that they felt supported in acting towards the attainment

of their career goals. The quotations below illustrate this sub-theme.

"I did actually, I did. The reason am where [ am today, ... the same way they encouraged
me to not give up. Because I have always wanted to study, they have given me hope and
encouraged me to continue applying and continue studying whatever I want to and here I
am now", Individual Interview Respondent 6.

"They look out for you, they help you every step of the way to get you where you need to
be", Individual Interview Respondent 4.

"... he would do an activity where he puts a picture up of a doctor and all the stuff that
they have to go through. So, like, how many years they have to study. So, there's also the
SMART plan. So, S-M-A-R-T, with realistic, the measurements, like the time...",
Individual Interview Respondent 3.

Working Opportunities.

The sub-theme of being provided with valuable working opportunities emerged during
one of the FGDs. The youth explained that the opportunity to work allowed them to advance
their career. They could network between themselves and create connections with people in their
host organisations or potential employers who participated in the career expos organised by
AVA. They stated that this exposure to different professionals helped them to identify and make

decisions on career choices, as per the quoted below.
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"So, it is really important. I think the strategies that AVA and Life Matters used were
amazing in letting us know more about other careers because on its own it set a different
tone because it would show me that these two companies ... do not only want me to stop
there. They actually want me to move forward in life so they were exposing me to more
opportunities and showing me that it does not only end where they are or with what they
are doing but there is more ... offered out there and they gave me a choice and a chance
to actually sit down and choose where I can I go with all of that. So, I would say it is
beautiful what they have done, and I would encourage more companies to invest in that
as well", Participant in an FGD with Targeted youth.

Personal Management.

The idea of personal management as a valuable outcome of the programme was brought
up during one of the interviews and discussed in one of the FGDs. The youth explained that
through the career guidance activities, they managed themselves better. They stated specific
examples, for instance, assuming responsibilities in their daily lives, working on self-
improvement, time management and adopting professional behaviour in work settings. The two
quotations below support how the career guidance led to the personal management of some of

the youth.

"I would say for example the ones that they guided us to what we want to become or what
to do when we are done with their programmes. Also, what they teach us on how to work
on ourselves, taking responsibilities and stuff or working on self-esteem, so that kind of
thing, were very useful to me", Individual Interview Respondent #6.

"Aaaah I just want to add on not the question you asked but am just looking at the phone
now. We each got one of these phones to work from and this little app there was only that
also showed us courses where they would teach you about time management, saving and
stuff like that... you had to make sure you watch the videos and when you get questions of
the words and I would have to complete it before you can send them off to say that look, I
actually did it. And those things also helped you ... [on] how to conduct yourself'in a
workplace and stuff like that...", Participant in an FGD with targeted youth.

Personal Development.

As part of a discussion in one of the FGDs, the youth discussed why the intervention was
valuable because it facilitated personal development. Through the various activities and training,
the youth felt they understood themselves better and made an effort to improve their skills and
develop self-discipline:

"It was like the self-understanding one, it was really helpful. I mean like without that

information I don't think again I was going to be sitting here today ... So, it kinder
challenged me a lot because I wouldn't just ignore the fact that I needed I was, coming
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for more. You know after each and every training part of me wanted to go more, wanted
to find more, wanted to read more", Participant in an FGD with targeted youth.

Self-esteem.

Finally, AVA's Career Guidance Programme was considered valuable because it
contributed to improving the self-esteem of some of the FGD programme participants. These
participants explained that the training on ethics and self-understanding enabled them to improve
their self-esteem and confidence and communicate better during formal engagements such as job

interviews. This can be viewed in the direct quote below:

"l have been able to communicate with people especially when | go for a job interview,
you know what to say and how to say that to address people and how to speak and to look
about if we have any job. | would say that it was useful yes and the different things that
they explained about a place and like he said how you would address some. "Ya basically
you learn a lot", Participant in FGD with targeted youth.

Outcomes of Career Guidance

As part of the primary data collection, the researcher sought to determine whether any
short-term outcomes had taken place. Study participants provided feedback on the different

changes experienced after they participated in the programme. These are discussed below.

Short-term Outcomes.

The qualitative analysis revealed that several short-term outcomes seemed to be achieved.
These outcomes were clustered into the following themes: improved self-awareness, discovering
passion, re-evaluating career choices, increasing job searching, exploring career paths, improving
self-discipline, motivating young people, setting career goals and benchmarking with fellow

young people. Detailed findings on these themes are presented below:
Self-awareness.

Six participants confirmed that the career guidance they received as part of the
programme contributed to improved self-awareness. These participants went on further to
explain how the career guidance self-development sessions enabled them to develop self-
consciousness and take stock of their strengths (potentials) and weaknesses. They said that by
knowing their strengths, they felt more motivated to choose a career. The improved self-

awareness also helped them to develop emotional intelligence as they interacted with other
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people in formal and informal spaces.

"Before [ came to join the AVA family , " my emotions gets the best of me " was a phrase
predominant in my life . Something I always struggled with was emotional intelligence. [
found it extremely hard to be in control of my own emotions and also how I perceive the
way others portray their emotions.

"The sessions around building my mental muscle helped me so much to self-reflect, speak
kinder to myself and also other people. After spending a good amount of time
participating in the sessions, I'm more conscious of, not what I say but , how I say things

now...

"It's still a work in process, but the essence to mastering this is self-awareness, self-
management , be sociable , and of course have empathy we all fighting silent battles.

"In the beginning of this message I said , I always used the phrase " my emotions gets the
best of me " . I can now confidently say I'm entirely in control of what I think , what I say
and what I allow to affect me . Mind & body intertwined". Testimony by Life Matters
Programme participants for the year 2022, AVA Website).

Passion.

Four respondents explained how the programme enabled them to discover what they are
passionate about in terms of career options. For some youth, the Career Guidance Programme

enabled them to re-evaluate career choices and make the necessary changes in career choices.

"Firstly, I always wanted to be a teacher. Actually, teaching was my second choice. |
wanted to be a radiographer. But then ever since | worked at AVA, me working with
children and stuff, it grew the passion of me wanting to be a teacher more than me
wanting to become a radiographer. I think the programme helped me to realise that |
love teaching”, Individual Interview Respondent 6

"...The past 12 months has honestly been an amazing experience so far. It is a massive
contribution to my personal growth and career development. | have discovered that | am
S0 passionate about working with kids and that | have so much resilience, ambition and
heart for the teaching field", Testimony from Life Matters Participant, 2021 (AVA
Website).

Professional CV.
Two youths explicitly stated that their participation in the Career Guidance Programme

enabled them to prepare appropriate and professional curriculum vitae for different job

opportunities. They stated that their participation in professional development sessions enabled
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requirements.

""So, when we had the career guidance the one thing that influenced me was, we see that
when you look at a job that you are applying for and when you're asked after receiving
for the job that you are applying for. So, you won't always get the same CV. So, with each
Jjob you have a different CV”, Participant in an FGD with targeted youth.

"The one thing that stood out for me when it came to the career guidance program was
that they planned with us and they told us that about the CV writing, a title, being
punctual and things that the employee will be looking for. What employees look for, the
detailed things", Participant in an FGD with targeted youth.

Increased Job Searching.
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Two of the participants stated that they have become more proactive in job searching as a

result of the programme. Instead of waiting for fate, they have become more determined to

secure employment, as validated in the direct quote below;

"..it [Career Guidance Programme] helped me in terms of where else I can get the
information from. So, there was I think that networking that helped me to find different
routes of applying, different websites to apply to."”, Participant in an FGD with targeted
youth

Exploring Career Paths.

Another short-term outcome of the Career Guidance Programme was that it enabled two

youths to explore different career paths. They stated that the job placements in schools to support

learners with literacy and numeracy and mentorship sessions enabled them to explore careers

that they had not thought about before. After the experience acquired from the job placements

and interaction with life coaches (mentors), they become interested in specific careers.

"Initially. [ wanted to work with a beauty company. However, after working on Life
Matters Programme, I discovered I had passion for working with children. That is how [
ended up choosing teaching as my career. We were exposed to different career paths
during the programme but I found out I was interested in working with children. I went
through all the options, but children are my passion", Individual Interview Respondent
4.

Set Career Goals.

As part of the FGD, it emerged that several youths were setting career goals and visions

because they participated in the programme. As part of the professional development, they were
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supported to identify their strengths and what they are passionate about, compare their

perceptions of careers with their peers on the programme and did research on potential careers.
They stated that the key outcome of this process was that they were able to sit and write down
their career goals on a vision board provided by the programme staff. These career visions and
goals were continuously reviewed during their involvement in the programme as evidenced by

the feedback from the programme participant below;

"In my room | have my own vision boards set up already. So am walking down as |
completed but the way you implement it in your own way in your life is really good and
very helpful and the way even life matters stood for us is that they also made us to
understand that looking beyond you use it as a way to get what you want but the best
thing is to write it down, have it in front of you, write down whatever task or goal you
want to achieve, set the time period like 3 months, 6 months maybe even a year even
though not sure of what the goal is but at the end of the day it is going to benefit you. And
for me am a visual person if | see it in front of me then, okay, | know that am getting close
and if I look at my task every single day in front of me, | know what | need to work
towards" Participant in an FGD with Targeted Youth.

Self-discipline.

In one FGD and interview, the participants confirmed that they had developed self-
discipline as a result of the programme. This included them being more focused, reducing risk
averseness, self-motivating themselves to explore careers, and benchmarking their career
aspirations with their peers in the programme. This is reflected in the direct quotes below;

"And then number 2 one of the things there also taught us because most of the times when
we were with Life Matters, we worked with volunteers like new people every day and so it
was really important again to be disciplined you know and show respect but mostly be
respective to the volunteers and also as well be comfortable. And | think that ethics part
really helped me a lot because | was kinder struggling with that because at that time |
was really deep in art that remember in art, it doesn't have a boundary. If | want to dye
my hair | can do that and | was busy with fashion that time so | had these crazy designs
but I was not allowed to wear those things especially at work. | was not allowed to come
with my hair like that and | would understand why you know", Participant in an FGD
with Targeted Youth.

"AVA and life matters has helped me discover that I am not afraid to take a risk and go
the extra mile if needed”, Testimony by Life Matters Programme Participant.

The above short-term or immediate outcomes translated into medium-term outcomes presented

in the next section.
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Medium-term OQutcomes.

The qualitative data analysis revealed different medium-term outcomes linked to short-
term outcomes detailed previously. The analysis revealed several medium-term outcomes were
achieved, including increased confidence, work readiness skills developed, career decisions
made, career guidance readiness skills acquired, enhanced emotional intelligence, improved
personal behaviour, greater career clarity and income earned. Detailed findings on the above

themes are presented below:
Increased Self-Confidence.

Five participants confirmed that their level of confidence has increased as a result of
AVA's programme. They stated that the programme enabled them to identify and address their
weaknesses. Some of the participants who were too shy to speak to strangers or suffered from
stage fright were encouraged to practice communicating with different audiences. As part of this
training, participants often made presentations to fellow participants as individuals or in groups.
They stated that through these activities, they started to believe in themselves and grew in self-
confidence. In addition, the participants also mentioned that the sessions on professional
etiquette, formal dressing, and speech also facilitated their increased confidence. Two direct

quotes are presented below;

"l wasn't interested in teaching but | was a bit nervous because | wasn't sure if I would be
able to handle it because | had stage fright but since last year when | got the opportunity
of speaking in front of everybody, they sat me down they spoke to me they taught me how
to have people skills, how to be confident how to be professional... | am very confident in
what | am doing, and | love what | am doing. So, | feel like it gave me the push that |
needed" Individual Interview Respondent 4.

"How do you present yourself? Things like, when you arrive at a job what sort of
expectations in terms of what you are wearing, how you present yourself and your
attitude? So, | know AVA does a lot of work around attitude and not to have a victim
mentality and to look at how you can present yourself in the most possible way to a future
employer that would hopefully be able to give you a job... SI, Individual Interview
Respondent 1.

Work Readiness Skills.

Four of the participants interviewed confirmed that they had acquired various work
readiness skills from participating in the job placements as part of the programme. These

placements provided them with an opportunity to be trained in the delivery of literacy and
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numeracy lessons and how to support learners. It also introduced them to working in a structured
environment guided by job descriptions and policies, where, on occasion, challenges needed to

be overcome, all of which enabled them to develop work readiness:

"...one of the things there also taught us because most of the times when we were with
Life Matters we worked with volunteers like new people every day and so it was really
important again to be disciplined you know and show respect but mostly be respectful to
the volunteers and also as well be comfortable. And I think that ethics part really helped
me a lot because I was kinder struggling with that because at that time, I was really deep
in art that remember in art, it doesn't have a boundary. If [ want to dye my hair, I can do
that and I was busy with fashion that time, so I had these crazy designs, but I was not
allowed to wear those things especially at work. I was not allowed to come with my hair
like that and I would understand why you know", Participant in an FGD with Targeted
Youth.

Career Decisions Made.

Three participants confirmed that the Career Guidance Programme contributed to them
making career decisions because they were exposed to different occupations through the job
placements, the career expos and based on the research they conducted. Additionally, the
professional development also helped in that these sessions enabled them to identify careers that

they were passionate about.

"If you are not sure of what to do in the future, the program helps you to decide on that. Or
what you want to do after this program. It helps you to work on yourself on you"
Individual Interview Respondent 6.

So, for me, it is actually a very nice experience. It actually placed me in the selection of
teaching, a field that | have passion for now. So, that is why | am starting off as a teaching
assistant so it actually showed me the direction in which | would like to go further to work
in life", Respondent 4

Enhanced Emotional Intelligence.

Three participants achieved enhanced emotional intelligence. This was attributed to the
personal development and self-management training where they needed to manage their

emotions and control their temperament when interacting with other people.

"l would say the career program would help them to decide what you want exactly to do
in the future. If you are not sure of what to do in the future, the program helps you to
decide on that. Or what you want to do after this program. It helps you to work on
yourself on you", Individual Interview Respondent 5
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"So for me it is actually a very nice experience it actually placed me in the selection of
teaching, a field that | have passion for now, so that is why | am starting off as a
teaching assistant so it actually showed me the direction in which | would like to go
further to work in life", Individual Interview Respondent 4.

Improved Professional Behaviour.

Improved professional behaviour was mentioned as a medium outcome linked to
participation in the Career Guidance Programme in two FGDs and one key informant interview.
Participants explained that the sessions on ethics contributed to enhancing their personal conduct
in the workplace and when interacting with their peers. Some also mentioned how their time
management, communication, and conflict resolution skills had also improved due to various

programme activities. This is validated by the selected direct quotes below;

Their views taught me a lot about how to conduct myself in terms of the workplace but
not just in the workplace but with my peers, with my colleagues. They taught me ethics
about that, they taught me about being punctual also because | think that was a big part
of me because | learnt a lot of things. But that session helped me a lot to understand that
when you are in a work place there are certain standards that have to aim for and you
just have to meet that because it is expected of you...I actually still implemented it [time
management].| tried to be on time even if it is @ minute before as long as am on time, | try
to just be punctual as soon as possible and respect my colleagues who are around..."
Participant in and FGD with targeted youth.

Short Term Employment.

The Career Guidance Programme provided short-term employment to targeted youth
(Groundedness=2; References=2). The programme uses employment-based training by securing
job placements in schools supported by Life Matters Foundation. This enabled youth to secure
employment during their engagement in the project. Some youth have gone on to secure

employment in teaching and administration function of host organisations.

"[In] the beginning of 2021 | was in a local computer lab for my area to apply for jobs
online so a friend of mine told me about AVA, like he worked there the previous year.
So, he told me about AVA and gave me the contact. So, | did text AVA, they called me
for an interview and then | passed the first interview. So, | was on the short list and then
they also called us for the second interview because | was on the short list. So, | also
passed the second interview and that is how | got the job from AVA. So, after that, they
trained us in the responsibilities that we were going to do, which is numeracy and
literacy. So, they were employing youth*, Individual Interview Respondent 6.

Participation in career guidance enabled youth to earn income in form of a stipend
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(Groundedness=1; References=1). Youth who are placed in different organisations earn a
monthly stipend for the duration of their participation in the programme. The stipend is paid to
them to enable them meet running expenses (transport and communication) as well as fulfil

family obligations.

Long-Term OQutcomes.
The content analysis revealed three themes linked to long-term outcomes of the Career
Guidance Programme. These themes included securing employment, enrolment into post-matric

education, the development of resilience and securing social capital.
Employment.

The analysis revealed youths secured employment in various fields after participation in
AVA’s Career Guidance Programme (Groundedness=4; References=9). The different skills on
work and career readiness skills improved their employability and enabled them to search and
successfully secure jobs. These participants were employed as teachers, administrators, human
resource officers, programme managers and entrepreneurs. They credited the Career Guidance
Programme with this success, as well as the social and alumni networks as part of the

programme, which linked them to job opportunities.
Training and Education.

Enrolment in or completing post-matric training after participating in the Career
Guidance Programme emerged as one of the long-term outcomes of the programme
(Groundedness=2; References=3). Some of the programme participants (three participants) were
undertaking training, diplomas and undergraduate training in education and public management.
Their ability to enrol and or complete post-matric education was attributed to their ability to

make career choices by the end of their participation in the programme.
Resilience.

Results also show that youth reported being more resilient compared to before enrolment
in the Career Guidance Programme (Groundedness=1; Reference=1). The Career Guidance
Programme taught the participants how to set career goals, work hard towards them, and
withstand any challenges they may encounter along the way. The enhanced resilience was

attributed to the psychosocial support they received as AVA participants.
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"| think the psychosocial side of things is very important. It's getting them resilient,
making sure that they have got the resilience to keep them going, and | think AVA does
that really well. You know that whole ‘we know it's tough, we know it's hard, we know the
job market is terrible' but we need to persevere, we need to keep pushing and keep trying
even when the odds are stuck against you, you gonna keep going. I think building that
resilience in young people, forget about the other training parts of career stuff, that's
vital for them to actually succeed”, Key Informant Interview Respondent.

Social Capital.

Programme participants reported developing social capital due to their participation in the
Career Guidance Programme (Groundedness=2; References=2). These youth have created links
to fellow programme participants and other older programme participants through the
programme alumni network. They meet once a year and share contacts and information on

available opportunities.
Motivating Factors for Effective Youth Participation in the Career Guidance

Programme.

During the study, participants were asked about the things that motivated them to
continue and complete the Career Guidance Programme. Implicit within these motivating factors
were key assumptions that enabled the programme to register positive outcomes. The analysis
revealed three themes of factors motivating young people to stay and complete the programme.

These factors included:

Having a proper programme support structure in place was cited as one of the critical
factors in influencing the retention of youth on the programme and enabling them to transition to
their career path. The support structure features mentioned included having programme staff to
follow up and mentor them, providing them with stipends, and ensuring supervisors in host

agencies give necessary work and social support.

Targeted young people were also motivated to remain in the programme due to the
positive alignment between individual and programme objectives. These youth appreciated the
added value of the programme to their career development and welfare. Youth who completed

the programme felt that the programme offered better opportunities for them.

Self-efficacy or believing in oneself to undertake tasks and achieve results, was also

considered an essential aspect of retention within the programme.
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External Factors.

The qualitative analysis revealed different themes which constitute external factors which

influence Career Guidance Programmes. These factors include:

Respondents reported that the quality of education system determine whether career
guidance is effective or not. The nature of education system produces young people who are either

career ready and can secure jobs or those that are not skilled enough to find employment

It also emerged that the economic background of career guidance participants impacted to
the extent to which they effectively used career guidance services. Choice of career was influenced
by parents and guardians. In addition, youth from poor backgrounds were under expectation to
secure employment and earn income to support their families. The lack of appreciation from

families or access to better paying tasks influenced attrition from the programme.

The analysis also revealed that access to resources such as facilities and services at
community level is key in determining success of Career Guidance Programmes. Where
unemployed youth accessed facilities such as job opportunities, computer and internet facilities to
facilitate job searches or even job placements, such youth found career guidance more effective.

The youth who were challenged in accessing such facilities found it hard to search and secure jobs.

Another factor which emerged from the analysis was the state of the local (national)
economy in generating sufficient number of jobs and business opportunities. Slow down of and
change in the structure of local economies affected extent to which youth secured employed. The
shift from low skilled jobs to high skilled jobs renders unskilled youth unsuccessful in their job

searches.

In addition to the above, research also identified additional external factors from
participants. These factors included peer influence; partnership between AVA and other partners;
availability of funds; level of labour market demand for certain skills; existence of support to start-
ups of young people; negative events such as bereavement and existence of opportunities to further

studies.

Areas for Improvement in AVA's Career Guidance Programme.

The researcher also gathered feedback on areas of improvement for the programme.
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These improvements could make the programme more effective and responsive to the needs of
programme participants. The analysis revealed that most of the areas for improvement were
around the scope of the programme package (interventions/dose) and programme delivery

modes.

In terms of the content or scope of the programme, participants recommended exposure
to more career fields, adopting job shadowing, including research on potential employers as part
of career readiness, and linking interns to education opportunities in form of scholarships or
bursaries. Participants felt that these added aspects could enhance the programme's ability to

support participants.

Areas flagged for improvement in terms of the mode of programme delivery included
extending the programme's duration to more than one year, offering an online career profile test,

adopting e-meetings for some activities, and introducing group reflection activities.

Based on the findings from stakeholder feedback on the programme, the theory of action
was extracted and is presented in Figure 3. This theory of action will be compared with the initial

programme theory as part of the discussion of findings in the next chapter.



Figure 3

Career Guidance Action Theory (Developed by the Researcher based on study results)
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Chapter 4: Discussion, Conclusions and Recommendations

This chapter discusses the results presented in Chapter 3. In line with the evaluation
objectives, it discusses the plausibility of career guidance theory, the extent to which AVA's
Career Guidance Programme adopts feasible career guidance theories and standards in its
implementation and whether any short-term outcomes were observed (based on subjective

accounts of past programme participants).

Plausibility of the Initial Programme Theory

A plausibility check involves a critical review of the logic and plausibility of an
intervention (Rossi et al., 2018). The plausibility check in this context entailed checking how the
initial theory of change of AVA's Career Guidance Programme compares to the theory of change
emerging from literature and social science research. Similarities are identified, and differences
(gaps) are indicated. Overall, the AVA's Career Guidance Programme theory is plausible and
the specified pathways are logical. A detailed discussion below is organised around the different

elements of the theory of change.

Career Guidance Programme Resources/Inputs

AVA's Career Guidance Programme uses resources such as host sites, personnel, facilities
and equipment, partners and stakeholders, and training materials to deliver the programme.
These materials are comparable to what other programmes use. Similar programmes use
financial aid , computers and curriculum-like training materials (Fein, 2012). Human resources
as an input in the programme was similar to those documented in the reviewed studies (Yuxiao
and Abdullah, 2023). Unlike AVA's career programme, other programmes use labour market
information as a critical resource in programming (Otwine, 2022; Watts, 2013; Goodman &
Hansen, 2005). Time was also considered an essential resource for Career Guidance Programmes

(Otwiine et al., 2022).
Career Guidance Activities
The initial programme theory reveals diverse Career Guidance Programme activities.

Programme activities of similar interventions include coaching and mentoring sessions, work

placements, career profiling, individual assignments, career counselling, tutoring (training) and
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orientation to targeted youth. Such activities were also entrenched in studies undertaken by
different researchers (Ako et al., 2020; Watts, 2013; Goodman & Hansen, 2005; Guichard,
2003). However, AVA's Career Guidance Programme had unique activities not undertaken by
other programmes. Such activities included social media marketing posts, recruitment and
induction of participants, networking activities, paying stipends, holding meetings with partners,

organising career expos and progress monitoring of the development of programme participants.

The literature also revealed missing activities in the activity package of the Career
Guidance Programme. These activities include individual learning plans, provision of career
information, job simulations and shadowing, enterprise activities, and provision of labour market
information (Jemini Gashi et al., 2023; Hur et al., 2018; Watts, 2013; Chireshe, 2012; Guichard
2003). AVA could consider these to address any other needs of programme participants and make

the programme more efficacious.

Programme Outputs

AVA's Career Guidance Programme generates different outputs from its activities. The
scope of outputs is broader compared to those documented in the literature review. However,
outputs such as trained youth, career profile reports, and training manuals developed are what
Crossland (2006) refers to as education and training services. The output of staff recruited or
governance structure (Crossland, 2006) is not explicitly stated in the theory of change but
implied in resource (input) specifications of the programme. Thus, the outputs in the ToC are

congruent with social science research and literature.

Short-term Outcomes

The initial programme theory articulated nine short-term outcomes linked to different
outputs. Meanwhile, the literature review does not define but refers to general casual pathways
between outputs and short-term outcomes. Most of the short-term outcomes specified in the
initial programme theory looked similar to those for similar interventions. The short-term
outcomes of Career Guidance Programmes included youth building necessary career readiness
competencies. The literature review revealed that career guidance interventions enabled
participants to acquire work readiness skills (Gupta & Kothe, 2023; Martaningsih & Istiyono,
2019; Fein, 2012; Perry et al., 2009). Other short-term outcomes documented in the literature
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include targeted youth being able to gain confidence in available opportunities, increased self-
awareness and emotional intelligence, and being able to identify their passion and career

resources identified.

The initial programme theory indicated youth tracking their career goals as a short-term
outcome. The literature review refers to this outcome as career planning and goal setting as the

primary outcome, which happens in the short run (Jemini Gashi et al., 2023).

The literature review also suggested career management skills as an outcome of career
guidance, albeit as an intermediate outcome (Hooley & Dodd, 2015; Watts, 2013). Career
management skills, which are accumulated from different skills and attitudes, can, therefore, be
treated as intermediate outcomes. The short-term outcome of youth accessing greater career
support is unique to AVA's Career Guidance Programme. There were however additional short-
term outcomes linked to Career Guidance Programmes documented in the literature but not
reflected in the initial programme theory. The feedback from targeted youth also alluded to most
of the short-term outcomes specified in the initial programme theory. Specifically, unearthed
short-term outcomes of the programme included improved self-awareness, identified career
passion, improved self-discipline, and explored career paths. However, additional short-term
outcomes were revealed. These included re-evaluating initial career choices, youth motivation,
setting and benchmarking career goals, and increasing job searching. Re-evaluating initial career
choices is similar to setting realistic job expectations in the literature (Jemini Gashi et al., 2023;
Maguire & Killeen, 2003; Mayston, 2002). While the initial programme theory placed job search
in the medium-term, the emerging theory of action places it in the short-term. There were cases

of programme participants securing jobs before the completion of the cycle.

The qualitative analysis revealed that youth are motivated to pursue a career as a key
outcome. This is similar to the development of optimism. However, the literature review placed
this outcome in the medium-term (Watts, 2013). This outcome, however, fits in the short-term

outcomes as it contributes to the retention of participants and career progression.

Medium-term Outcomes

From the research, most of the mid-term outcomes of AVA's Career Guidance Programme

are similar to outcomes of similar interventions. Youth have professional curriculum vitae and
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can go into [job] interviews confidently, which is partly similar to improved self-esteem as an
intermediate outcome (Robertson, 2013) and short-term outcome of improved confidence (Gupta
& Kothe, 2023; Ajufo, 2013; Donohue& Patton, 1998). The medium-term outcome of informed
and inspired alums in the initial programme theory is equivalent to the development of social
capital (Hooley & Dodd, 2015; Robertson, 2013; Fein, 2012). Youths apply to tertiary education
because their interest is linked to improved occupational skills (Gupta et al., 2023; Martaningsi
& Istiyono, 2019; Hooley & Dodd, 2015; Watts, 2013; Fein, 2012; Perry, 2009). Admission to,
attendance and completion of an occupational training programme would lead to increased
occupational knowledge. For AVA's Career Guidance Programme, occupational knowledge is

acquired through employment-based placements (work readiness) and post-matric programmes.

While the initial programme theory places youth living independently at an intermediate
outcome level, the literature review places it under long-term outcome. From the literature
review, self-reliant individuals is equivalent to youth living independently (Ajufo, 2013). Self-

reliant individuals is an impact of career guidance, which is linked to securing employment.

The intermediate outcomes of resourceful youth and youth who are financially
independent are unique outcomes linked to AVA's different programme activities for the
professional and personal development of targeted youth. On closer examination, a high career
progression rate is an indicator to measure the ultimate outcomes of securing employment or

enrolment into further studies (Perry et al., 2009).

This research suggests that AVA's programme was registering some of the initial
intermediate outcomes among programme participants. Such outcomes included improved
personal behaviour and individual confidence, which is similar to improved self-discipline
specified as a short-term outcome in the initial programme theory. There are other intermediate
outcomes not explicitly articulated but implied in the initial theory. These include career
decisions made, better career clarity (achieved through career goal setting and adjustment) and
income earned (indicated as a short-term outcome in initial programme but also a measure of
employment). While the initial programme theory did not state such outcomes, the literature

review showed such results as mid-term outcomes of career guidance interventions.
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Impact of Career Guidance Programme

AVA's initial programme theory specified a set of four anticipated impacts or long-term
outcomes. The long-term outcomes of youth enrolled for further education or securing
employment (salaried or self-employed) are similar to the impact of enrolment into education
programmes and reduced unemployment in the literature, respectively. Youth creating
sustainable lives for themselves is similar to increased job security and sustainable incomes, as
per the results of the literature review. The outcome of youth being socially responsible was
unique among the anticipated impacts but similar to the anticipated impact of reduced frequency

and rate of crime.

The literature review also reported several anticipated impacts of career guidance, which
are not captured in the initial programme theory. These impacts can be classified as policy-level
or societal-level impacts (Maguire & Killeen, 2003; Mayston, 2002). These impacts include
improved functioning of labour markets; reduced unemployment benefits; increased job security
and sustainable incomes; improved well-being; increased tax revenue collection; narrowing of
national fiscal deficit; reduction in [public] health insurance; increase in the gross domestic
product; and change in the structure of the economy. Some of these policy-level impacts apply in
given policy contexts. For example, where there are no unemployment benefits (grants and free

healthcare), such outcomes do not apply.

The exclusion of policy-level impacts makes AVA's programme theory reflect a
practitioner's point of view and not the policymakers' perspective (Maguire & Killeen, 2003).
Career guidance practitioners view career guidance from a qualitative and societal point of view
as opposed to policymakers who measure career guidance outcomes in quantitative terms

(Maguire & Killeen, 2003).

The feedback from programme participants suggested that some of the long-term
outcomes appeared to take place, including targeted youth being employed , enrolled on post-

matric education programmes, being self-reliant, and accumulating social capital.

Programme Assumptions

The initial programme theory of AVA's Career Guidance Programme specified four

assumptions which must be upheld for the programme to be effective. This research seemed to
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suggest that these assumptions are shared with similar interventions. The literature review
revealed one additional assumption, which is implicit but not specified in AVA's ToC. For a
Career Guidance Programme to be effective, there is an assumption that labour market
information exists to enable participants to identify and explore employment opportunities

(Otwine et al., 2022; Biavaschi et al., 2012).

The feedback from targeted youth were similar for two assumptions. Inherent within the
motivating factors was the assumption that there is a positive alignment between the aspirations
of the programme and those of targeted youth. Additionally, the existence of the proper

programme structure was vital to ensuring retention and completion of the programme.

The feedback from stakeholders indicated the assumption that youth are assumed to have
self-efficacy or believe in themselves when undertaking tasks to achieve positive outcomes. This

is similar to youth appreciating the value of career guidance.

The initial programme theory assumption that youth are interested in wanting to create a
better future for themselves and appreciate the Career Guidance Programme as one opportunity
to do so is appropriately summarised into an assumption revealed by programme participants:
targeted young people were motivated by positive alignment between individual and programme
objectives. The other two assumptions were almost similar but phrased differently. The
assumption that AVA staff are skilled to support youth in different Career Guidance Programme
activities during and after completion of the programme and that there is a mutual interest
between AVA and partners to support continued implementation of the Career Guidance

Programme, is similar to "Having a proper programme support structure in place".

External Factors Influencing Career Guidance

The literature review and the feedback from targeted youth shared similarity on four
external factors documented in the initial programme theory. However, the literature review
revealed two additional external factors which influence career guidance. These external factors
also emerged in the qualitative data analysis from targeted youth. The two factors include the
economic conditions of the local and national economies ((Biavaschi et al., 2012; Fein, 2012;
Ultanir, 2012) and government policy on labour, career guidance and investment (Yuxiao &

Abdullah, 2023; Otwine et al., 2022; Crossland, 2006).
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The feedback from targeted youth revealed a longer list of external factors (11 factors)
than those specified in the initial programme theory (four factors). This means that there are
more external factors influencing career guidance efficacy than those specified by AVA.
However, some of the external factors were discussed were assumptions (e.g. availability of
funds, partnership between AVA and partners-support structure). Nevertheless, the list of external
factors was updated to reflect feedback from targeted youth.

Career Guidance Standards

AVA's Career Guidance Programme practice reflects adherence to some career guidance
standards. AVA regularly collects feedback from programme participants. The programme uses
qualified career guidance experts to develop training modules, conduct training and mentor
targeted youth. LifeMatters Foundation adequately resources the programme. The programme
also has clear objectives, which point to its efficacy. These practices reflect standard domains of
an organisation, people, output or outcome and consumption (Hooley & Rice, 2019). The
practice of regular feedback assessments also points to continuous improvement of the

programme as a critical quality assurance measure (Simon, 2014; Watts, 2013).

Watts (2013) recommends the provision of career information before, during and at the
end of the participation in a Career Guidance Programme. AVA's programme participants are
provided with this information during their stay on the programme. Participants regularly update
their career profiles as they advance in their participation in the programme. Participants are
encouraged to monitor their own career goals as they work in host organisations. This supports
the fact that the Career Guidance Programme adopts measures for quality assurance for the

programme.

However, some elements of the standards were not explicit. This included the existence
of career guidance policy (policy), ethics (process), and some elements of internal professional
standards (people). The programme was also not certified or accredited to any international or

local standards agencies recommended for such programmes (Simon, 2014).

Use of Social Science Career Development Theories

The literature review examined six career development theories which influence career

guidance practice. This research aimed to check whether any theories informed AVA's career
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guidance practice. AVA's career guidance practice draws from all the five reviewed career
development theories, albeit the magnitude of elements used varies. The learning theory of career
choice and counselling (Klumboltz, 1976), which has been revised to the learning theory of
careers counselling (Mitchell & Krumboltz, 1996), is the most dominant theory informing
AVA's career guidance practice. This could be attributed to the fact that the programme targets
unemployed youth and helps them secure employment or advance their education as its central
aspiration. The theory is relatively more straightforward to use compared to other reviewed

theories.

Alignment To Learning Theory Of Career Choice And Counselling.

AVA's career guidance combines experience, training and mentoring. The approach
contains elements of personal development, professional development, and progression
development (securing work or enrolling in further studies). Through work-based experience or
training, programme participants are able to make career choices. This element is related to the
postulation that career choices are based on diverse experiences, and the nature of the world
emerges through direct or indirect occupation education (Klumboltz, 1976). The theory also
prescribes that career decision-making is taught to career counselling clients. This is reflected in
AVA's professional development training, where participants are supported to develop, monitor
and adjust their career goals. AVA's programme facilitator roles are to enable participants to
identify their strengths to deploy and weaknesses to correct. Klumboltz (1976) prescribes this as

a critical role for career counsellors.

AVA's career guidance practice also reflects different issues to be considered when
supporting programme participants with career decision-making, as defined by Mitchell and
Krumboltz (1996). AVA's Career Guidance Programme enables participants to explore new
activities. It enables them to be resilient or cope with stress during their search for work and
actual work. Participants take action to improve themselves or search for jobs, and programme
staff are mentors and coaches of programme participants. All these are well aligned with the

theory in reference.

AVA programme staff or facilitators work as mentors and coaches. This is an extra role
for counsellors, in addition to providing career information (Mitchell & Krumboltz, 1996). The

programme uses diverse strategies to support career development. These strategies include work
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placement, structured training and information on how to facilitate literacy and numeracy in
primary schools. These activities are similar to the use of job clubs, work simulations and
occupational information resources recommended in the learning theory of career choice and

counselling theory (Mitchell and Krumboltz, 1996).

Alignment To Other Career Guidance Theories.

This research also showed that AVA's career guidance practice draws from the traits and
factor theory (Persons, 1908) and occupational orientation theory (Holland, 1992). Programme
participants develop career profile reports during initial stages of their participation in the
programme. The career profile identifies the strengths of individuals against which they identify
a suitable career. The strengths are akin to traits, while factors are akin to factors or occupations.
A chosen career could be equivalent to a primary interest for the participant, as suggested by

Holland (1992).

Furthermore, AVA's career guidance practice uses some elements from the social
cognitive theory (Bandura, 1977). The programme undertakes self-awareness training, which
enables participants to discover their strengths, weaknesses and passion. Implied within this
training is developing self-efficacy, which is a central tenet of social cognitive theory (Bandura,
1977). By supporting programme participants in identifying their strengths and passions, the
programme supports them to develop self-expectations in terms of what they can accomplish as

advanced by Bandura (1976)

A small element of the theory of personality development and career choice (Roe, 1956)
is also reflected in AVA's career guidance practice. The programme is cognisant of the family's
influence on career decision-making. This was a key external factor identified in the theory of

personality development and career choice (Roe, 1956).

AVA's Career Guidance Programme borrows some limited aspects of the developmental
self-concept theory (Supper, 1957). Programme participants are unemployed youth who have
challenges to continue with post-matric education. AVA's programme, therefore, enabled them to
adapt to ever-changing life challenges. The theory in question promotes adjustment according to
age group. In addition, AVA also acknowledges the influence of families on career decision-

making. This is a critical external factor identified in the development of self-concept theory.
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Occurrence of Short-Term Outcomes of Career Guidance

In addition to the theory evaluation, this research sought to investigate whether programme
participants experienced any of the short-term outcomes of the programme. Qualitative responses
suggested that eight short-term outcomes were achieved. These outcomes included improved
self-awareness, identified career passion, career goals set & benchmarked, and improved self-
discipline. There were additional outcomes reported by participants which were not specified in
the initial programme theory. These included re-evaluating initial career choices, increased job

searching, explored career paths, and motivated youth.

Limitations of the Research

Most of the career guidance efficacy literature search revolves around career guidance
implemented in educational or school learning environments. There was limited literature on
career guidance programmes implemented within the context of volunteering as a strategy for
addressing youth unemployment. This limited the availability of literature used for the theory
evaluation for the career guidance programme under evaluation.

The research has drawn on literature from different contexts, both within and outside
South Africa. The literature from South Africa is limited compared that from outside South
Africa. These contexts could be having unique features (differences) which may not be
comparable and should be accounted for in the interpretation and use of findings.

The scope of the research focused on six prominent career development theories which
are considered influential in career guidance service provision. However, career guidance
theories are diverse, and including all existing theories was not possible for the scope of this
research.

Non-probability sampling was used to source the sample of AVA participants. The
evaluator wanted to obtain as many participants as possible and therefore did not impose
eligibility criteria other than that they completed the programme. If more participants responded
favourably to the request, the evaluator could have chosen participants based on education level,

community, cohort, etc. but this was not possible with the small sample size.

Recommendations

From the results and discussion of findings, the following recommendations emerge:
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Final Programme Theory

Overall, the initial programme theory of AVA's career guidance was plausible. Most of
the elements compare well to similar interventions as documented in the literature review and
feedback from programme participants. The initial programme theory is adjusted considering
plausibility findings as well as the results from programme participants. The final programme
theory (Figure 4) reflects the uniqueness of AVA's Career Guidance Programme. In the figure,
some components have been added (colour green); some moved/shifted (colour yellow), wording
changed (colour blue), and the rest maintained (white) as proposed in the initial programme

theory. Assumptions and risks are also proposed for the theory to hold.
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Figure 4

Final Programme Theory of AVA's Career Guidance Programme (derived from initial programme theory with adjustments by the

Researcher)
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Programme Assumptions

1) There is a mutual interest between AVA and Partners to support the continued implementation
of the Career Guidance Programme;

(2) Funders are interested in AVA's work. Funders see the direct contribution of AVA's work to
their organisation's aspirations;

(3) Youth are interested in wanting to create a better future for themselves and appreciate the
Career Guidance Programme as one opportunity to do so;

(4) AVA Staff are skilled to support youth in different Career Guidance Programme activities
during and after completion of the programme.

External Factors

a) Quality of education system

b) Economic background of families and youth

c) Access to resources required to advance careers within the community
d) State of the local (national) economy

e) Peer influence

f) Level of labour market demand for certain skills.

g) Existence of support to start-ups of young people

h) Negative events such as bereavement

i) Existence of opportunities to further studies

Programming Recommendations

AVA should consider developing Career Guidance Programme standards to guide the
implementation of its programme. The standards could define AVA's career guidance policy,
ethics in the provision of guidance services and internal professional standards. The organisation
can also seek certification with national or international standard agencies as part of quality

assurance of its Career Guidance Programme.

AVA should consider reviewing the scope of its programme package to cater for the
emerging needs of programme participants. Additional activities to be included could be
exposure to more career fields, the use of job shadowing, including research on potential
employers as part of career readiness coaching, monitoring the aspirations of interns, and linking

interns to education opportunities in the form of scholarships or bursaries.



87

Areas For Further Research

This research focused predominantly on establishing whether the client's ToC was
plausible. This was AVA's evaluation request and information needs because the programme's
design developed over time without a formal process. Short-term outcomes were included to give
the client a sense of whether participants were experiencing positive change because of the

programme. This would be the logical next step, conducting a rigorous outcomes evaluation.

Researchers could conduct evaluations on different career guidance interventions that
target unemployed youth in Africa. These further investigations may help us to understand the
appropriateness and efficacy of career development theories in career guidance programming,
quality assurance in Career Guidance Programmes for unemployed youth, and an impact

evaluation of career guidance interventions targeting unemployed youth in Africa.

Conclusion

This research sought to provide answers to five research objectives and corresponding
evaluation questions. These included extracting and documenting the initial programme theory;
benchmarking AVA's Career Guidance Programme's programme theory and approach with other
Career Guidance Programmes as well as social science principles for such interventions;
identifying areas for improvement in the AVA's Career Guidance Programme's programme theory;
refining the programme theory; and finally concluding whether any short-term outcomes of the

programme have been observed.

The initial programme was documented and contained different elements of the theory of
change and action, underlying assumptions and external factors. Overall, the initial programme
theory seems to be plausible and specified pathways seemed to be sound. A final programme theory

has been suggested as part of the recommendations.

AVA’s Career Guidance Programme seems to be heavily aligned to learning theory of
careers counselling (Mitchell & Krumboltz, 1996). AVA’s approach entails training unemployed
youth to make career decision based on work-based experience, mentorship by career guidance

facilitators and exposure to the employment world.
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Based on engagements with programme participants, the programme seemed to bear some
short-term results aligned to the initial programme theory but also confirmed by available literature
reviewed. Some extra short-term outcomes are also identified and utilised in refinement of

programme theory.

Overall, AVA is doing a commendable job in supporting career development among
targeted unemployed youth. The adopted Career Guidance Programme theory may contribute to
improving the programme design and planning. Some proposals have been made on subjecting the
programme to quality assurance and expansion of scope of interventions to address emerging needs

of its direct programme participants.
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Appendices

Appendix A. AVA Document Review Guide for Initial Programme Theory

1
2
3.
4

o

10.

. What social problem does the Career Guidance Programme seek to address?

. What is the expected goal of the Career Guidance Programme?

What are the Career Guidance Programme’s expected objectives?

. What resources are intended to be used in implementing the Career Guidance Programme

activities?
What activities are planned to be implemented during the Career Guidance Programme?
What products and services (outputs) are expected to be generated from different activities of
the Career Guidance Programme?
What processes and areas does the programme focus on to bring about the desired change?
What changes does the programme anticipate producing in the short-term, medium-term and
long-term?
What assumptions underpin the Career Guidance Programme in general and the potential of
outputs to translate into results?

o What leads to which component of the programme? Activities to outputs; Outputs to

short-term outcomes; short-term outcomes to medium-term outcomes?

o What are the required necessary conditions for the linkages to take place?

What other expectations, if any, have been documented for the Career Guidance Programme

that have not been covered above?
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This is the meeting agenda and guiding questions for developing the initial programme theory of

AVA’s Career Guidance Programme. This meeting seeks to develop a draft initial programme

theory developed by AVA programme Officials. At the end of the meeting, the draft initial

programme theory will be developed and further refined by the consultant.

Expected Time: 2 hours

Time Task/Activities Lead Person
5 Minutes 1. Greetings and Self introduction name, job title, All
length of service at AVA and to describe their role
in AVA, the Life Matters intervention or the
Career Guidance Programme.
5 Minutes 2. Welcome Remarks AVA Executive
Director
15 Minutes | 3. Purpose of the Meeting and Presentation on Evaluator
Programme Theory Concepts and Example
5 Minutes 4. Clarifications on Programme Theory AVA Participants*
30 Minutes | 5. Constructing Individual Programme Theory of the | AVA Participants
Career Guidance Programme
20 6. Sharing individual Programme Theory versions AVA Participants
30 7. Constructing one/uniform version of the AVA Participants
Programme Theory
5 Minutes 8. Individual reflections and remarks AVA Participants
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5 Minutes 9. Close Remarks Evaluator

*Executive Director and Director of Programmes plus any other person who participated in

initial design of the programme.

Task 5 Guiding Questions (Developing the Programme Theory by each individual (Task 5)

1.

What resources or inputs (financial and non-financial) are meant to be used by the Career
Guidance Programme to carry out its actions?

What activities or actions is the Career Guidance Programme meant to carry out?

What services or products (outputs) is the Career Guidance Programme meant to produce
from its activities and resources?

What is anticipated to happen to young people who engage in Career Guidance Programme
in the short-term, medium-term and long-term?

What processes and areas is the Career Guidance Programme are you meant to focus on to
bring about the desired change?

What kind of assumptions or conditions are meant to be in place for the programme to
deliver its services and products, and changes?

What component is meant to lead to which component of the programme? Activities to
outputs; Outputs to short-term outcomes; short-term outcomes to medium-term outcomes?
What other expectation, if any, did you have when starting the Career Guidance Programme
which has not been covered in the above discussion issues?

What factors were anticipated to affect the programmes implementation?

Task 7 Guiding Questions (Reflection and Creation of one Initial/Anticipated Programme

Theory of the Career Guidance Programme)

1.

o g~ w D

Tell me, how was the activity? What did you like during the exercise? What was
challenging?

What are the similarities between the different versions of the programme? What is different?
Are the causal linkages well specified? What leads to what, going forward or backwards?
Are the different components well specified? What can be corrected or adjusted?

Are the assumptions and external factors well specified?

What adjustments can be made to have one programme theory diagram?
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7. Do you have any comments or observations?
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Appendix C. Procedure for Stakeholder Workshop for Development of Initial Programme
Theory

Participants were welcomed to the workshop and requested to introduce themselves in
terms of their designation, how long they have worked with Action Volunteers Africa and their
role in the design and implementation of the Career Guidance Programme. After self-
introductions, the evaluator stated the purpose and expected output from the workshop and
proceeded to make a short presentation on programme theory. The presentation focused on the
definition of the programme theory and its key elements, a description of key elements and an
example of what a completed programme theory looks like. The presentation was mailed to
participants a day before the workshop.

After the evaluator’s presentation, two groups of two persons were formed and invited to
construct the Career Guidance Programme theory as per initial expectations. Workshop
participants were guided to create different elements of the programme theory such as inputs,
activities, outputs, short-term outcomes; medium-term outcomes; long-term outcomes, key
assumptions and external factors. Some guiding questions presented in Appendix B were used to
facilitate individual reflections and construction of the programme theory. Guiding questions
were electronically mailed to the participants before the workshop. Participants in each group
wrote their ideas on idea cards and stick notes and then organised them on a table under the
different themes that constitute a programme theory.

Group outputs/deliberations of the Career Guidance Programme theory were reviewed by
all participants to identify similarities, differences and unique aspects. The different aspects
which are common and unique were pulled together into one diagram/illustration of the Career
Guidance Programme Theory. The aspects which do not concur were reviewed, validated and
added to common elements. After combining all aspects and organising them under different
components, represented the initial or illustrated programme theory which was adopted and
subjected to further refinements after the workshop. AVA staft offered to draft and share the
initial programme theory with the evaluator for further review and finalisation. The evaluator
then requested participants to indicate (briefly) what they had learnt from the meeting, what was
interesting or challenging before thanking participants and sharing the next steps for the

evaluation.
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Appendix D. Meeting Agenda and Guiding for Validation of Initial Programme Theory of

the Career Guidance Programme
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This is the meeting agenda and guiding questions for the validation meeting for the initial

programme theory of AVA’s Career Guidance Programme. This meeting seeks to solicit feedback

and validate the initial programme theory developed by the evaluator. At the end of the meeting,

the initial programme will be confirmed with or without adjustment and adopted for the

plausibility check.
Expected Time: 60 Minutes
Proposed Agenda for Validation Meeting
Time Activities Lead Person
5 Minutes Welcome Remarks AVA Executive
Director
15 Minutes | Purpose of the Meeting and Presentation of the Draft Evaluator
Initial Programme Theory of the Career Guidance
Programme
20 Minutes | Discussion and Feedback/Observation on the Draft Initial | Director of
Programme Theory Programmes
10 Minutes | Suggesting adjustments to the initial programme theory Director of
Programmes
5 Minutes Adoption of the Initial Programme Theory of the Career Executive Director
Guidance Programme
5 Minutes Close Remarks Evaluator
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Guiding Questions for Discussion of the Initial Programme Theory

1. Does the draft accurately portray the underlying logic/programme theory of AVA’s Career
Guidance Programme? If not, which aspects would you like to see adjusted?

2. Are the different components well specified? If not, where are extra words / adjustments
needed to ensure the theory is clear and understandable?

3. Are the causal links and loops well specified? Are any changes necessary? And if so,
between which pathways and components?

4. Are the assumptions and external factors well specified? What improvements can be made to
reflect what the programme does and how it is expected to work?

5. What other changes are required?
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Appendix E. Document Review Guide for Similar Career Guidance Interventions

What do other Career Guidance Programmes entail?

What activities do other Career Guidance Programmes undertake?

What outputs do they produce?

What are the short-term and medium-term outcomes of such programmes?

What are the key assumptions which are embedded in the design of such programmes?
What risks do Career Guidance Programmes face?

What factors enable Career Guidance Programmes to be successful?

© N o g &~ w e

What factors constrain the success of Career Guidance Programmes?
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Appendix F. Document Review Guide for social science theory/principles of career

guidance

1. What typical interventions and or activities exist for career guidance?

2. What are the psychological principles which inform the design of Career Guidance
Programmes?

3. What are the key assumptions informing career guidance in general?

4. What are the known outcomes of Career Guidance Programmes?

5. Are there any existing generic casual pathways for Career Guidance Programmes?
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Appendix G. Focus Group Discussion Guide for Programme Participants (Targeted Youth)

\(OOPS»QO,
Yhisoaunho:’

Dear Programme Participant

My name is Robert Waswaga. I am a Masters Student at the University of Cape Town
pursing a degree in Programme Evaluation. I am conducting a theory evaluation of the Career
Guidance Programme of Action Volunteers Africa with a focus on the Life Matters Programme.
My research aims to critique the design and overall feasibility of AVA’s career guidance approach
and activities in addressing youth unemployment.

I would like to invite you to participate in a focus group discussion because you are a
beneficiary. The discussion aims at soliciting feedback on how the programme works. The
research has been approved by Commerce Faculty’s Ethics in Research Committee. The research
shall abide by all ethical principles and procedures issued by the University of Cape Town.

The focus group discussion will be approximately 1 hour long and will be conducted in-
person or via a suitable online platform (depending on the Covid-19 circumstances). The
workshop will be recorded, so that I can re-listen to the conversations while I begin to develop
the Career Guidance Programme’s theory diagram. There is no compensation for participation in
this research.

Participation in this study is voluntary and you may withdraw at any point without
negative consequences. They are no foreseeable factors that may cause potential risks,

discomfort, or adverse effects to you.

While there are no direct incentives for participation, it is hoped that this evaluation will

contribute to improving the design and delivery of AVA’s Career Guidance Programme
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If you consent to participate in the evaluation, please sign in the consent section provided
below.
By signing this consent form, I confirm that I am a willing participant and was provided

with the opportunity to ask any questions:

Participant Full name Date Signature

Thank you for your time and let us commence the discussion (If yes) or end the process (if no)

1. Let us go around the room and introduce ourselves. The introduction can cover your name,
highest level of education and what you do for a living

2. Tell me about your participation in the AVA’s Life Matters Programme?

3. Tell me about the career guidance sessions/activities you participated in during your
involvement in Life matters programme? What did it entail? Probe for self-understanding and
visioning; team work and ethics and networking activities

4. If any, did you find career guidance activities useful? What particular activities were very
useful? What could be the reasons as to why such activities were useful?

5. If any, were some activities less useful? If yes, which activities and what made them less
useful?

6. Did attending career guidance sessions influence or change you in some way? If yes, what
were the immediate reactions/reflections after attending each of the sessions? What changes
did you make in your career thereafter, if any, after attending the course?

7. What, if any, are the things which you like about the Career Guidance Programme? What of
the things you don’t like or need to be improved?

8. What motivates youth to continue with the programme? What makes youth drop out of the
programme?

9. What are some of the things which enable youth to make proper use of Career Guidance
Programme? What of the things which limited the extent to which career guidance was
beneficial to you?

10. What, if any, are the things which influence whether the Career Guidance Programme works

out well or not in addressing the youth unemployment challenge in South Africa?
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11. For new young people seeking to join the Life Matters Programme, what advice would you
give them if they are to benefit from Career Guidance Programme?

12. Do you have any other comment or issue you would like to raise which has not been
discussed so far? If yes, what are these issues?

Thank you for your time and feedback on the Career Guidance Programme!
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Appendix H. Interview Schedule for AVA Implementers and Staff

\(ocps)od
Yhisoaunho:’

Dear AVA Staff,

My name is Robert Waswaga. [ am a Masters Student at the University of Cape Town
pursing a degree in Programme Evaluation. I am conducting a theory evaluation of the Career
Guidance Programme of Action Volunteers Africa with a focus on the Life Matters Programme.
My research aims to critique the design and overall feasibility of AVA’s career guidance approach
and activities in addressing youth unemployment.

I would like to invite you to participate in an interview because you are programme staff.
The interview aims at soliciting feedback on how the programme works. The research has been
approved by Commerce Faculty’s Ethics in Research Committee. The research shall abide by all
ethical principles and procedures issued by the University of Cape Town.

The interview will be approximately 1.5 hour long and will be conducted in-person or via
a suitable online platform (depending on the Covid-19 circumstances). The workshop will be
recorded, so that I can re-listen to the conversations while I begin to develop the Career
Guidance Programme’s theory diagram. There is no compensation for participation in this
research.

Participation in this study is voluntary and you may withdraw at any point without
negative consequences. They are no foreseeable factors that may cause potential risks,

discomfort, or adverse effects to you.

While there are no direct incentives for participation, it is hoped that this evaluation will

contribute to improving the design and delivery of AVA’s Career Guidance Programme
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If you consent to participate in the evaluation, please sign in the consent section provided
below.
By signing this consent form, I confirm that I am a willing participant and was provided

with the opportunity to ask any questions:

Participant Full name Date Signature

Thank you for your time and let us commence the discussion (If yes) or end the process (if no)

1. Letus go around the room and introduce ourselves. The introduction can cover your name,
highest level of education and what you do for a living

2. Tell me about your role in the AVA’s Life Matters Programme?

3. Tell me about the career guidance sessions/activities which you carried out as part of the Life
matters programme? What does it entail?

4. If any, do you find Career Guidance Programmes useful? What particular activities were very
useful? What could be the reasons as to why such activities were useful?

5. Ifany, were some activities less useful? If yes, which activities and what made them less
useful?

6. What, if any, are the things which have worked well for Career Guidance Programme? What
has made such things to work well?

7. How about things which did not work well? What has prevented such things from working
well?

8. What motivates youth to continue with the programme? What makes youth drop out of the
programme?

9. What are some of the things which enable youth to make proper use of the Career Guidance
Programme? What of the things which limited the extent to which the Career Guidance
Programme was beneficial to targeted youth?

10. What, if any, are the things which influence whether the Career Guidance Programme works
out well or not in addressing the youth unemployment challenge in South Africa?

11. Do you have any other comment or issue you would like to raise which has not been
discussed so far? If yes, what are these issues?

12. Thank you for your time and feedback on the Career Guidance Programme!
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Appendix I. Synthesis Guiding Questions

1. What are the similarities between the initial programme theory and programme theory from
review of literature of similar interventions?

2. How do the underlying assumptions for the initial programme theory compare to social
science principles and standards for career guidance?

3. How does the actual theory of the Career Guidance Programme as per stakeholder feedback
compare with the initial programme theory?

4. What are the similarities and differences/gaps? What are the areas which need adjustment to
have a sound programme theory? What broad actions are required to improve the design and
implement the Career Guidance Programme?

5. What areas can be maintained, improved, added or removed in the context of the above
findings?
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Appendix J. Introduction and Consent Letter

\(ocps)od
Yhisoaunho:’

Dear AVA Stakeholder

My name is Robert Waswaga. [ am a Masters Student at the University of Cape Town
pursing a degree in Programme Evaluation. I am conducting a theory evaluation of the Career
Guidance Programme of Action Volunteers Africa with a focus on the Life Matters Programme.
My research aims to critique the design and overall feasibility of AVA’s career guidance approach
and activities in addressing youth unemployment.

I would like to invite you to participate in a workshop because you played a key role in
the programme as a beneficiary, designer, an implementer, or donor. The workshop aims to
understand how you think the programme is meant to work to achieve its outcomes. The research
has been approved by Commerce Faculty’s Ethics in Research Committee. The research shall
abide by all ethical principles and procedures issued by the University of Cape Town.

The workshop will be approximately 2 hours long and will be conducted in-person or via
a suitable online platform (depending on the Covid-19 circumstances). The workshop will be
recorded, so that I can relisten to the conversations while I begin to develop the Career Guidance

Programme’s theory diagram. There is no compensation for participation in this research.

Following the workshop, I will ask all those involved to make themselves available for a

1-hour follow up meeting where we will discuss the programme theory created.

Participation in this study is voluntary and you may withdraw at any point without
negative consequences. They are no foreseeable factors that may cause potential risks,

discomfort, or adverse effects to you.
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While there are no direct incentives for participation, it is hoped that this evaluation will

contribute to improving the design and delivery of AVA’s Career Guidance Programme

If you consent to participate in the evaluation, please sign in the consent section provided
below.
By signing this consent form, I confirm that I am a willing participant and was provided

with the opportunity to ask any questions:

Participant Full name Date Signature

If you require additional information, you can contact me at the e-mail address and cell number
indicated below.

E-mail: robwaswaga@gmail.com Tel. +256 758 574 267

Should you have any concerns, you can contact Associate Professor Sarah Chapman, Course
Convenor, on the e-mail address and cell number indicated below.
Sincerely,

sarah.chapman(@uct.ac.za



mailto:robwaswaga@gmail.com
mailto:sarah.chapman@uct.ac.za
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Appendix K: Data Management Plan

Hardware and software requirements

Stakeholder engagements, key informant interviews and focus group discussions will be conducted via Zoom. All recording will be kept on zoom cloud server
and downloaded to the student’s laptop for transcriptions and future reference. The recordings will be kept and destroyed after acceptance of the final research
report by UCT examiners and award of marks to the student.

Qualitative data shall be typeset in Microsoft Word document file formats and kept in separate files. A pencil and paper based analysis will be adopted to
support analysis of the data in line with research questions. Participants will be assigned numbers with gender allocation such as R1F (First Respondent,

female). Where respondents are gender neutral, they will be classified as RIN.

Required technical abilities

The evaluator will only need skills on use and designing the survey questionnaire in using prestik application and facilitating meetings via zoom. There is
sufficient technical abilities in analysing qualitative data using free format and data analysis packages such as Nvivo and SPSS.

Ethics:

All participants in different data collection activities will be provided with information on how the information is to be used. Their permission will be
requested to record proceedings, transcription and use of any direct quotes during report writing while keeping their identity anonymous. All secondary

sources will be referenced in line with American Psychological Association Seventh Edition referencing style.

Data Collected Data Entry Data Analysis Format of Presentation Training

Gender Data shall be Gender composition will be Description of gender The researcher was familiar
transcribed in presented in percentages composition with pen and paper approach
Microsoft word to qualitative data analysis

format as per
questions and nature

of participant
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Age

Same as above

Age will be presented in average or

mean age and age groups

Description of gender

composition

The researcher was familiar
with pen and paper approach

to qualitative data analysis

Education Qualification

Same as above

Education level will be presented in

percentages by level of education

Tables or Figures on highest
education qualification of

participants

The researcher was familiar
with pen and paper approach

to qualitative data analysis

Participation in programme

activities

Same as above

Qualitative characterisation of
experiences of participation in

different programme activities

Themes and groundedness

and references

The researcher was familiar
with pen and paper approach

to qualitative data analysis

Feedback on usefulness of the
programme in general and

specific elements

Same as above

Qualitative characterisation of the

programme

Presentation of themes and

groundedness

The researcher was familiar
with pen and paper approach

to qualitative data analysis

Qualitative information on
programme usefulness, what
works, what doesn’t work,

influencing factors etc.

Same as above

Thematic analysis of emerging
feedback on different usefulness,
what works, what doesn’t work,

influencing factors etc.

Presentation of themes,
groundedness (number of
courses and references to
each theme) and anonymised

selected direct quotations

The researcher was familiar
with pen and paper approach

to qualitative data analysis

Results of the programme

Same as above

Thematic analysis of results of the
programme in the short and

medium-term

Themes and groundedness on

programme results

The researcher was familiar
with pen and paper approach

to qualitative data analysis






