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Reluctance to hire

• It’s clear that there is a general reluctance to hire younger people.

• There are misconceptions around youth. 

• They are perceived as having a worse work ethic than Baby Boomers, 

• They are lazy, 

• not loyal, 

• that they don’t know the fundamentals like showing up on time or appropriate 
professional behaviour

• There are exceptions of course but these days young people are outspoken about 
their expectations, they will be loyal to you if they respect you and the 
organisation’s culture.

• Many young workers would consider giving up a chunk of their salary if that 
meant they were working in an organisation with a better workplace culture. 

• When it comes to young people, being compassionate and teaching them what is 
considered reasonable is key to providing them an easy transition into the 
workforce.



Global Youth Unemployment



Youth Risk Management

• Young workers have a 75 per cent greater chance of being injured at work. 

• People earlier in careers have less awareness of dangers and risks. 

• With youth comes a bit of risk taking and pushing boundaries as well,

• Workplace injuries can vary in seriousness from skin related issues like eczema due to 
chemical exposure, back pain from heavy lifting, to incidents resulting in fatality.

• Employers are assuming people know what the risks are and don’t do good job of 
educating them.

• People aged 18-29 are 45 per cent more likely to be sexually harassed at work 
and 20 per cent of people aged 15-17 have been sexually harassed at the 
workplace. 

• Of those who did report, 19 per cent were labeled a troublemaker, 18 per cent 
were ostracised, victimised and ignored by colleagues and 17 per cent resigned. 

• Trust and respect in a relationship is so important because that affects whether 
or not someone will believe HR can be willing and able to do something about 
their complaint. 



Lack of Youth Development

• The following reasons that are stopping youth from landing a job:

• Not enough work experience

• Lacking in appropriate education

• Poor career management skills

• Many current business leaders graduated knowing one discipline well with some 
skills to use their knowledge. 

• They typically worked for a business that gave on-the-job training. 

• Over time, they took a further qualification to broaden their skills for 
management roles.

• But, small and medium sized businesses have neither the time nor budget to 
train graduates. 

• Also employers are overall satisfied with graduates – the problem is a lack of full-
time opportunities. This forces younger people into positions unrelated to their 
area of study, or into part-time work.



Do clever recruitment

• Many young people have come through an education system that has failed to 
develop their full potential.

• To get around this problem, many employers develop recruitment criteria that 
are incredibly specific and overly focused on academic/theoretical achievement, 
setting entry bars that are prohibitively high and one dimensional. 

• Academic/theoretical achievement does not necessarily mean work-readiness 
and isn’t a guarantee as to whether or not someone will thrive in their work 
environment. 

• We need creative recruitment strategies that aim to seek out talent and 
potential, and to assess the less obvious qualities of young people;

• ability to learn quickly, 

• enthusiasm, 

• creativity, 

• taking initiative, and 

• being able to self-start, 

• commitment to teamwork. 



Youth Remuneration

• Because learnerships and apprenticeships are subsidized so that participants 
who were unemployed can be absorbed into the workforce, minimum pay scales 
have been established by the Department of Labour.

• In the case of internships the rules on remuneration are less clear, and generally 
up to the business to decide. 

• However, it is necessary and reasonable to provide young employees with some 
form of compensation to cover basic costs such as rent, transport and meals. 

• It is also a developmental opportunity: by paying interns stipends, you give them 
a sense of what paid employment involves while fostering and nurturing an 
employee identity. 

• This is important to help a learner or a student to transition into the role of 
employee.

• Aim to remunerate your interns for costs incurred on the job (with transport 
being the main consideration) first, and then decide on what you would deem an 
acceptable additional wage. 



Coach and Challenge

• Once you have recruited young people with talent and potential, another 
common practice to make sure they deliver their best, is to provide or facilitate 
their access to work-readiness training covering for example: 

• work ethic, 

• attitude, 

• professional behaviour, 

• Adaptability.

• In the case of internships (or any inexperienced staff who are not participating in 
a learnership or apprenticeship) offer coaching and tailored skills training.

• Remember that talented young people are keen to learn and are energised for 
the workplace. 

• Take advantage of that by ensuring they function as part of teams and are given 
opportunities to contribute meaningfully. 

• Expect a lot from young employees.

• Give them an opportunity to rise to the challenge. 



Youth employment is not a gift!

• Keep in mind that young employees are doing entry-level jobs –

• Work which is often unexciting or unstimulating that will cause them to seek new 
opportunities elsewhere.  

• Giving youth work experience is not a gift to youth, it is a job!

• The risk is that management may develop a mind-set that Y.E.S is a gift and then 
label youth as ‘entitled’ when they demand inclusion.

• To retain your young talent, provide them with opportunities that challenge 
them and where they can learn and grow. 

• Although tedious work is part of every job description and necessary to the 
functioning of a business, balance it with work that employees find meaningful. 

• New recruits care about their career development and if they are not moving 
forward in their current organisation, they will seek it by moving elsewhere.

• There is already evidence of YES candidates leaving for better prospects.



Psychological Support

• In South Africa most employers will, at some stage, employ young people from 
communities that bear the brunt of South Africa’s unemployment problem and 
who face exceptionally difficult situations in their personal lives. 

• It is thus important to create an empathetic work environment. 

• All the employers we talked to pair interns and entry-level young people with an 
experienced staff member in a mentoring relationship.

• A meta-analysis of 112 studies confirmed that mentoring is associated with a 
wide range of favourable behavioral, attitudinal, health-related, relational, 
motivational and career outcomes.

• Mentors are expected to facilitate learning through experience. 

• Although mentors are not counsellors, they are the first port of call if issues in 
their personal life threaten their learning and work experience. 

• In larger companies, HR managers also play an important role in terms of 
supporting both entry-level employees and a mentoring programme. 

• Some programmes also build in mechanisms for peer-to-peer support. 



Enhance Talent Pool

• Although most employers cannot offer a 100% absorption rate into 
the organisation for interns, offering some long-term opportunities 
is motivational, and retaining contact with an alumni network might 
lead to future benefit. 

• With each intake of interns you are filling a pool into which you can 
cast you net first whenever they recruit. 

• In other words, it is important to think about internship 
programmes as a long-term company strategy rather than as an 
isolated B-BBEE programme.
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