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Preface 

 

“The greatest challenge in life is the challenge to develop yourself”. 

- Author unknown. 
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Abstract 

The study aimed at creating a talent development framework for the employability of 

independent contractors who are actors in South Africa’s film and television industry. 

Employability was defined as consisting of an individual’s abilities to find employment based 

on their competencies, social capital, human capital, their talent as well as the context in which 

their competencies are applied. The theoretical underpinnings of the study were based on 

Cagne’s expanded model of talent development (Cagne, 2013) which provided the conceptual 

scope of the study. The South African talent development environment has been affected by 

the country’s past historical marginalisation and imbalances and to date, it still remains a 

challenge. Independent contractors exist in multiple organisational settings with the nature of 

the work being project-based and hence often are side-lined on development opportunities that 

are required to enable their employability. The film and television industry includes the 

internet, data consumption, television, cinema, video games, e-sports, music, publishing, out 

of home marketing and radio.  

The study followed the mixed methods research design using the rationale of triangulation and 

using different sampling approaches. A total of 325 actors affiliated with the South African 

Guild of Actors formed the population of the study. The qualitative approach collected data by 

means of a purposive sampling approach, using expert knowledge from 22 industry 

stakeholders. Semi-structured interviews were used as a data collection method and were 

analysed using content analysis. The quantitative approach collected data from 94 independent 

contractors using a random non-probability sampling approach. Self-administered 

questionnaires were used as a data collection method and further analysed by means inferential 

statistics such as anova, independent samples test and scheffe’s multiple comparisons tests. 

The study found social capital bearing more influence on actors employability with the 

networking skills identified as still lacking for South African actors. Further the study found 

positive influence played by talent development, self-perceived employability and human 

capital on employability of actors. The study recommends the adoption and further expansion 

of the talent development model, the formalisation of the mentorship programme and the 

inclusion of social media and brand awareness training and development offerings in the 

industry.  

Keywords: 

Talent development, employability, self-perceived employability, social capital, human 

capital, personal network, professional network.  
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Key terms 

 

• Talent: “systematically developed innate abilities of individuals that are deployed in 

activities they like, find important and in which they want to invest energy” (Nijs, 

Gallardo-Gallardo, Dries and Sels, 2014 p.182).  

• Talent development: according to Garavan, Carbery and Rock (2012), talent 

development is a unique area of the talent management process that looks into the 

developmental needs of individuals in the organization.  

• Talent management: refers to high performing and high potential employees (Lewis 

and Heckman, 2006).  

• Employability: refers to what an employee can do and how they behave; their 

connectedness to the people in different areas or professions; as well as having 

knowledge about the labor market (Arnold, 2007).  

• Self-perceived employability: refers to an individual’s assessment or evaluation of 

their perceived employability qualities, comparing them with existing labor market 

conditions and the economic status-quo (Onyishi, Ibeawuchi, Enwereuzor, Ituma and 

Omenma, 2015 and Dries, Forrier, De Vos and Pepermans, 2014). 

• Social capital: the ‘know-whom’ competencies relating to formal and informal career-

related networks (Defillippi and Arthur, 1994).  

• Cognitive ability: Hartzell (2012) refers to cognitive ability as an individual’s 

analytical and creative-thinking ability.  

• Independent contractor: “self-employed individuals who contract or sell their 

services to a client organization on a fixed-term or project basis” (Connelly and 

Gallagher, 2006 p.96). 

• Actor: a worker found in the film and television industry who is engaged in portfolio-

based work (Teague and Smith, 2015). 

• Boundary-less career: according to Fenwick (2006, p.67), it is “a form of own-account 

self-employment in which individuals create flexible packages of work arrangements 

to contract their skills in a variety of contexts, but across occupations, for both self-

employed and contract workers”.  

• Mixed methods research: mixed methods research encourages the use of multiple 

views and paradigms rather than those paradigms associated only with the quantitative 

or qualitative approaches (De Vos, Strydom, Fouche and Delport (2011).  
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Chapter 1: Background and overview of the study 

 

1.1. Introduction 

 

This chapter will provide background information pertaining to the study, as well as the motivation 

for conducting this study. The problem statement shall assist in unpacking the problem to be 

investigated, as well as highlighting the main argument of this study. The research objectives and 

questions, as well as research hypotheses will follow. The methodology of the study will then 

unpack the various research designs and approaches considered and used in the study. The data 

collected will then be analysed and the researcher will highlight the ethical issues that need to be 

considered. Following a highlight of the literature pertaining to the research will be the limitation 

of this study. In concluding the chapter, an outline of the structure to be used will be provided. 

According to PWC (2019), the entertainment industry includes the following segments: the 

internet, data consumption, television, cinema, video games, e-sports, virtual reality, newspaper 

publishing, magazine publishing, business-to-business, music, out-of-home-advertising and radio. 

The focus of this research is on the television and cinema sectors, commonly referred to as the film 

and television industry. According to the South African Film and Television Report (1998), this 

industry has long been recognized as playing a role in the mainstream economy in countries such 

as the United Kingdom, Australia and Canada. According to PWC (2020), the United States media 

and entertainment industry is the largest in the world and represents a third of the global industry, 

being valued at $717 billion. Amidst the global covid-19 pandemic, the world’s best performing 

media and entertainment markets are in developing countries, with India having the highest growth 

(8.8%), followed by Nigeria (8.6%) and the Philippines (5.8%), to mention a few. When looking 

at Africa as a continent, despite Nigeria’s film industry called Nollywood being recognised as a 

third largest industry in the world in 2013 (Udomisor and Tosin, 2013), South Africa reported more 

revenue in 2018, with South Africa ($9 172 us million) and Nigeria ($4 467 us million) (PWC, 

2019).  

According to the South African Film and Television Report (1998), South Africa had focused its 

attention on this industry by means of government interventions such as the accelerated and shared 

growth initiative of South Africa (ASGISA) after realising its growth potential. In terms of the 
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South African Film and Television Report (1998), the film and television sector is part of the 

creative industry and the economic impact of this sector is principally experienced in job creation. 

Although this sector is seen to be playing a significant part in the South African economy, it faces 

numerous challenges related to the management of talent. Employment in South Africa, as with 

many economies, is another challenging factor. According to Statistics South Africa (2019), 

unemployment was recorded at 26.7% in the first quarter of 2019, which remained unchanged 

when compared to the fourth quarter of 2017. The South African unemployment rate is high, not 

only for youth (38.2 % for people aged between 15-34 years old) but also amongst adults.  

 

1.2.Background to the study 

 

According to McArdle et al. (2007) when defining employability, they regard it as an individual’s 

ability to find early employment, to keep or to obtain new employment. This is also dependent on 

various competencies an individual has obtained as well as the context where these competencies 

are employed. According to Fugate et al. (2004) employability is found to consists of a combination 

of career identity, personal adaptability, social and human capital. These are the only factors 

considered, as well as subjective career success and talent (Arnold, 2007). These are required 

individually or in a combination for an individual to be regarded employable, the opposite being 

unemployed. 

In South Africa, the unemployment rate was recorded at 26.7% in 2019, which was high and 

impacting youth (aged between 15-34 years) as well as adults (Statistics South Africa, 2009). South 

Africa has a historical background of apartheid which ended in 1994 which required the 

transformation of legislations thereafter (South Africa Country Report, 2015). According to 

Snowball, Collins & Tarentaal (2017), employment and ownership profiles are still not 

representative of the labour force makeup of the country even though the country is 23 years into 

its democracy. According to the South Africa Country Report (2015), the industry is still male 

dominated. According to Campbell (2020), gender impacts how job opportunities and mentorship 

opportunities are distributed for new entrants and existing individuals. In order for individuals to 

be employable in this industry, these existing barriers have to be alleviated. 
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According to NFVF (2010) film and television industry of South Africa’s skills development is 

affected by a lack of training opportunities and also has a creative and skills gap. McArdle et all 

(2007) indicated that you need competencies in order to be employable. In South Africa, these are 

deprived because the industry is still white and-male dominated (South Africa Country Report, 

2015). Access to the industry is one issue, other reasons that discourage the development of 

individuals talent in the industry besides past or historical depravations, are numerous. There is a 

lack of proper succession management to upskill upcoming talent; high attrition of highly 

experienced individuals such as cultural managers; lacking of professional development as well as 

lack of art curriculum in schools (Creative Industries Report, 2007).  Fugate et al (2004) recognized 

social capital as an important measure to allow for employability to take place.  In South Africa 

there are few scriptwriters that are able to interact with the international industry so as to learn 

from the international exposure as this is an important requirement in the industry (Tuomi and 

Krista, 2005). In order for an individual to be employable, there needs to be an existence of talent 

and human capital. Talent is defined as “systematically developed innate abilities of individuals 

that are deployed in activities they like” (Nijs, Gallardo-Gallardo, Dries and Sels, 2014 p.182) 

whereas human capital refers to personal variables which are related to a person’s career 

advancement (Defillippi and Arthur (1994). One way to systematically develop these innate 

abilities is through training. According to Tuomi & Krista (2005), training opportunities in the 

industry are limited and those that exist are often standardized and varies in comprehensiveness. 

There is a lack of accredited standards and coordination.  

The world of work has changed and brings along new expectations. Nilsson and Ellstrom (2012) 

as a result of the changing nature of work, there is more emphasis placed on individuals developing 

themselves for their own growth and being driven by the challenge of wanting to develop from one 

organisation to the next. This gave rise to independent contactor’s, which are regarded as “self-

employed individuals who contract or sell their services to a client organization on a fixed-term or 

project basis” (Connelly & Gallagher, 2006 p.96). This requires talent and skill (Connelly & 

Gallagher, 2006). In order to cater for talent development needs of these individuals, they need to 

make provision themselves and not be expecting their employer to make provision for their talent 

development needs. According to Connelly and Gallagher (2006), the lack of expectations of being 

trained are some of the factors that distinguish an independent contractor from other conventional 

employees.  
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1.3.Motivation for the study 

 

This study aims to fill the gap that exists in the talent management (TM), talent development and 

employability literature by comparing an already researched relationship that exists between talent 

development and employability but challenging the existence of this relationship currently in non-

conventional employment settings, like the creative industries. By using independent contractors 

(actors) who are not defined as employees, the study contributes immensely to the creative 

industries. The study takes the stand that the provision of talent management and talent 

development for independent contractors in the creative industry has been side-lined. This research 

will provide certain human resource (HR) solutions to the pre-empted suffering and challenges 

experienced by actors.  

 

1.4.Problem statement 

 

Talent development represents a critical part of the talent management process, but there are few 

writings or work conducted solely on talent development.  Not enough literature defines the 

limitations of this construct. The current literature is less clear on how talent development 

addresses individual needs but rather it addresses individuals fitting organizational needs (Garavan, 

Carbery & Rock, 2012).  

Upcoming new careers have made individuals play an active role in matters that concern their 

careers and how these careers make them more employable. According to Clarke (2008), this 

changing nature of employment requires individuals to be responsible for their own employability 

rather than relying on the organization to direct and maintain their careers. One type of worker that 

emerged as a result of the changing nature of employment is the portfolio-based worker. Actors 

found in the film and television industry are regarded as portfolio-based workers (Teague and 

Smith, 2015). However, these workers are also under-studied and little is known about how they 

are impacted by talent development practices to ensure their employability. According to Botha 

(2010, p.194), “many training institutions in South Africa have done little to address past 
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imbalances in the film industry” as far as training and development is concerned. There are many 

training issues experienced by the industry, namely lack of business skills training, business 

development and management amongst others. Training providers in the industry are also not 

linked and the state of training is not up-to-date with changes in the industry (Tuomi & Krista, 

2005). 

This study seeks to fill a gap that exists in literature since talent management and talent 

development is viewed from a conventional viewpoint which states that people are developed and 

talent managed in order to fulfil an organizational objective. The researcher seeks to study 

individuals who are portfolio-based workers or independent contractors in order to understand how 

they develop their talent in order to be employable. Furthermore, a framework will be developed 

that will serve as a map to be used by any portfolio-based worker or independent contractor 

themselves or anyone else interested in developing talent in South Africa for employability 

reasons.  

Therefore, the researcher uses the following research problem statement for the study:  

The formulation of practical, conventional talent development practices increases the 

employability of individuals and side-lines non-conventional workers based in the creative 

industries. 

 

1.5.Research objective 

 

1.5.1. Main aim 

1.5.1.1.To develop a talent development framework for the employability of independent actors in 

the film and television sector in South Africa.  

 

1.5.2. Sub-objectives 

The main aim of this study will be achieved through the following sub-objectives:  
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1.5.2.1.To establish the link between talent development (cognitive ability; personal-psychological 

attributes; environmental-social factors) and employability amongst independent 

contractors; 

1.5.2.2.To measure the self-perceived employability of actors; 

1.5.2.3.To establish the extent to which social capital influences the employability of actors; and 

1.5.2.4.To ascertain the influence of human capital practices on independent contractors (actors).  

 

1.6.Research questions 

 

1.6.1. Main research question 

The key question that this study attempts to address is:  

1.6.1.1.Will the development of a talent development framework ensure the employability of 

independent actors in the film and television sector in South Africa? 

 

1.6.2. Sub-questions  

The main research question will be addressed through the following sub-questions:  

1.6.2.1.Is there a link between talent development (cognitive ability; personal-psychological 

attributes; environmental-social factors) and employability amongst independent 

contractors?  

1.6.2.2.What is the self-perceived employability of actors in the film and television sector of South 

Africa? 

1.6.2.3.To what extent does social capital influence the employability of actors in the film and 

television sector of South Africa? 

1.6.2.4.To what extent do human capital practices influence the employability of independent 

actors in South Africa?  
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1.7.Research hypotheses  

Hypothesis 1:  

Null hypothesis (H0): there is no link between talent development and employability amongst 

independent contractors. 

Alternate hypothesis (H1): there is a link between talent development and employability amongst 

independent contractors. 

Hypothesis 2: 

Null hypothesis (H0): the self-perceived employability of actors in the film and television sector 

of South Africa is low.  

Alternate hypothesis (H1): the self-perceived employability of actors in the film and television 

sector of South Africa is high. 

Hypothesis 3: 

Null hypothesis (H0): social capital does not influence the employability of actors in the film and 

television sector of South Africa. 

Alternate hypothesis (H1): social capital influences the employability of actors in the film and 

television sector of South Africa.  

Hypothesis 4: 

Null hypothesis (H0): human capital practices negatively influence the employability of 

independent actors in South Africa. 

Alternate hypothesis (H1): human capital practices positively influence the employability of 

independent actors in South Africa.  
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1.8.Research methodology 

 

1.8.1. Research design 

The unit of analysis of this study was individual actors who are independent contractors. The 

selected actors are those that have some acting experience and who are currently a part of some 

production in South Africa. Professionally affiliated actors from the South African Guild of Actors 

(SAGA) are included in the study.  

The study used the mixed methods research design since both the qualitative and quantitative 

research approach were used to meet the objective of the study. This method is also called 

triangulation, which combines deductive and inductive inquiries. The added advantage of this 

method is that it gives the researcher an enhanced image of the research problem under 

investigation (Lavrakas, 2008). 

 

1.8.2. Data collection 

1.8.2.1.Grounded theory 

According to Maree (2007, p.77), “the data collection, analysis and theory stand in a reciprocal 

relationship with each other”. Hence the use of the grounded theory for both the research 

methodology and the theoretical framework of the study. According to Williams (2007), this theory 

is different from the traditional way of determining a theory it is regarded as a process whereby 

data would be collected, analysed and the process repeated up until there is a formation of a theory. 

Charmaz (1996), describes grounded theory as a set of data analytical procedures that aims to 

develop a theory. The grounded theory is a relevant theory to be used in this study because the 

study aims to generate a theoretical framework that will solve the research problem at the end.  

 

1.8.2.2.Study site 

The study site was the South African Guild of Actors (SAGA), which is an institution of organized 

actors. Actors not subscribed to this institution were allowed to be respondents/participants in the 

study due to the nature of this profession. There is no central database where all actors including 

those not affiliated with SAGA could be found because they are independent and informed by the 

status quo of the industry.   
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1.8.2.5.Sample and sampling size 

Using Sekaran and Bougie’s (2009) table for calculating sample size, the appropriate sample is 

196 for a population size of 360, which is the closest figure on the table to 345 (actual number of 

registered number of actors on SAGA’s database). The 196 represents the quantitative part of the 

study. For the qualitative part, the sample was 22 individuals who were selected using the 

judgmental sampling technique.  

 

1.8.2.6.Data collection methods 

Since the study uses a mixed method approach: 

The quantitative component uses self-administered questionnaires. The questionnaire used a 5-

point likert scale, with either ordinal and nominal responses as well as open-ended questions to 

capture respondents’ opinions. The respondents were sent emails inviting them to participate in the 

study and further communication was maintained to secure an appointment for the administering 

of the questionnaires.  

The qualitative component uses in-depth interviews. In-depth interviews have been described as 

being the most commonly used type of data collection method (Sekaran & Bougie: 2009). The 

study was conducted using semi-structured interviews, which allowed a certain level of formality 

in terms of question construction, but also allowed for the asking of non-predetermined questions.  

 

1.8.2.7.Data quality control 

A pilot study, which gave the researcher an opportunity to amend the research instrument before 

approaching the sample of the study was executed. The sampling method used to choose 

respondents to participate in the pilot was based on simple random sampling for the quantitative 

parts of the research. The six chosen respondents were not part of the 196 sampled respondents. 

For the qualitative data collection part, a purposive judgmental sampling technique is used to 

interview four respondents. The sampling strategies used in the pilot study were the same as in the 

main research. The pilot study was used to inform and alter the research instrument before the start 

of the actual data collection.  
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According to Sekaran and Bougie (2009), cronbach’s alpha can be used in order to know the 

reliability of the instrument. It determines a link between data in a dataset. The reliability of the 

questionnaire was 0.869, which means the questionnaire is 87% reliable as a data collection tool 

(see section 4.8.12). The validity of the questionnaire was also tested, which is linked to the 

quantitative component. In the qualitative component of the study, trustworthiness was also tested 

(see section 4.8.13).  

 

1.8.3. Data analysis 

Since the study used a mixed methods approach, data analysis utilised both qualitative and 

quantitative data.  

Qualitative data analysis: The researcher used content analysis, as well as conceptual and 

relational analysis. According to Sekaran and Bougie (2009), content analysis is mostly used to 

analyze data from newspapers, advertisement, websites, recordings, and interviews, etc. This type 

of system will allow the researcher to analyze a large quantity of information systematically in 

order to identify its properties such as words, concepts, themes, characters, etc.   

Quantitative data analysis: The study utilized both descriptive and inferential data analysis 

techniques. All data generated from the questionnaire were analyzed using a statistical software 

package called the Statistical Package for the Social Sciences (SPSS). According to Myeni (2013), 

a variety of tools could be used to analyze data, including measures of central tendency like the 

mean, median, mode and measures of variance. Inferential statistics can also be used, including the 

t-test, to determine whether the means of the two samples are sufficiently different, as well as 

analysis of variance amongst others.   

 

1.9.Literature review 

 

1.9.1. Talent development  

According to Garavan et al. (2012), talent development is a unique area of the talent management 

process that looks into the developmental needs of individuals in the organization. Talent 

management is defined by Collings and Mellahi (2009 p.304) as ‘‘activities and processes that 
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involve the systematic identification of key positions that differentially contribute to the 

organization’s sustainable competitive advantage; the development of talent pools of high-

potential and high-performing incumbents to fill these roles; and the development of a 

differentiated human resources architecture to facilitate filling these positions with competent 

incumbents in order to ensure their continued commitment to the organization”. The word ‘talent’ 

refers to “systematically developed innate abilities of individuals that are deployed in activities 

they like, find important and in which they want to invest energy. It enables individuals to perform 

excellently in one or more domains of human functioning, operationalized as performing better 

than another individual of the same age or experience, or as performing consistently at their 

personal best” (Nijs, Gallardo-Gallardo, Dries and Sels, 2014 p.182). These terms lack scientific 

definition when it comes to the film and television industry but the study in the literature review 

section assisted on defining these terms specifically for this non-conventional industry.  

 

1.9.2. Employability 

According to Pinto and Ramalheira (2017) and McArdle, Waters, Briscoe and Hall (2007), 

employability is the ability to find early employment, to keep it or to obtain new employment. This 

depends on (a) the range of competencies obtained, (b) how an employee uses these competencies 

and shows the employer the acquired competencies and (c) the context in which these 

competencies are employed. In the context of work and careers, employability resembles a 

combination of career identity, personal adaptability and social and human capital. 

Employers no longer expect employees to stay long in their organizations, as working for multiple 

organizations has somehow been accepted as the norm. Boundaryless careers allow individuals to 

prosper economically, provides individuals with personal fulfillment and frees them from 

organizational boundaries (Van Buren III, 2003). This career requires employees who like working 

with challenging jobs and allows their competencies to flourish and grow. Such increases the 

employability of the individual in the labor market since even their job searching skills increase as 

they look for employment (Kirves, Kinnunen and De Cuyper, 2014). These workers can be called 

different names, namely ‘just-in-time workers’, ‘contingent workers’ or ‘independent contractors’, 

amongst other (Connelly and Gallagher, 2006).  
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1.9.3. Cagne’s expanded model of talent development  

According to Cagne (2013), this model combines all Cagne’s models together. It conceptualises 

gifts which are at the centre of the model and gifts connects with natural abilities and the talent 

development process. Talent development emanates from natural abilities in the early years of 

persons development. During the maturation phase of a child the natural, mental, and physical 

abilities take form. The catalysts contribute at this stage during informal learning. After this the 

child develops and enters the 10% threshold of the chosen field either in the late childhood or early 

adolescence.  The chosen field depending on natural abilities and interest will lead them to top 

performance. The talent development results form a unique of interactions between 4 groups of 

causal components which are choreographed uniquely for each individual.  

 

1.10. Limitations of the study 

 

• There were limitations related to the geography of the study. The study was only limited to 

Johannesburg and Durban-based actors. This was also based on financial limitations of the 

study.  

• The study only focused on actors as the main interest of study amongst other role players 

in the film and television industry such as support staff, camera crew, producers and 

directors etc.  

 

1.11. Structure of the dissertation 

 

This section outlines the content of each chapter and serves as a roadmap to be followed in this 

thesis:  

Chapter one: research orientation 

Chapter one provides the background to the research. It further looks into the scope of the research 

as far as the creative industries are concerned in South Africa. It further expands on the research 

problem, the design and the process followed. 
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Chapter two: literature review 

This chapter provides literature reviews as far as talent management and talent development is 

concerned, as well as that for independent contractors in the creative industry. 

Chapter three: theoretical framework 

Chapter three provides a theoretical perspective, looking at the theories underpinning the study. 

Chapter four: research methodology 

The research methodology chapter looks into the different research sub-objectives and how the 

data was collected using the questionnaire and interviews. Furthermore, a discussion of the 

research methodology used in the study and the research approach and philosophy underpinning 

the study, the research design and the research context is also provided.  

The chapter also discusses the pre-testing of the questionnaire and its preliminary findings. 

Furthermore, this chapter outlines the researcher's experience as far as testing the questionnaire 

and then looks at the challenges experienced during the collection of data and how this was 

overcome. 

Chapter five: data presentation and analysis 

The results from each question in the questionnaire and in interviews are presented. A thorough 

analysis and interpretation of the results are conducted. 

Chapter six: discussion of the results 

The results are discussed in line with the research sub-objectives. The integration of the results 

from both the qualitative and the quantitative section will be discussed and an overall response 

given per objective of the study. 

Chapter seven: conclusions and recommendations 

Further recommendations of the study and future research are articulated in this section and the 

study is concluded. 
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1.12. Summary 

 

This chapter placed the study context by highlighting the background to the study as well as the 

motivation for conducting this particular research. The problem statement described the problem 

investigated in order to understand the problem that this study aims to resolve. The chapter 

described the research sub-objectives which were later followed by the research sub-questions that 

needed to be answered.  the hypotheses deliberated on the null and alternate hypotheses of each 

given hypothesis and a total of four (4) hypotheses were formulated. The researcher discussed the 

research methodology in detail, followed by the literature review synopsis. The literature reviewed 

in this study focuses on talent development as well as employability literature. After the literature 

review, the chapter proceeded to identify the limitations of the study and lastly, the structure of the 

thesis. The following chapter provides in-depth review of the literature on talent development and 

employability, making use of literature on social capital, employability as well as boundaryless 

employees.  
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Chapter 2: Literature review 

2.1. Introduction 

 

The previous chapter provided the introduction and overview of the study and highlighted the 

research problem that the study aims to solve. It also highlighted the different sub-objectives that 

the study aims to fulfill. The current chapter (literature review) will cover literature related to a 

number of segments which are in turn related to the sub-objectives of the study. These segments 

include talent development, talent management, employability, boundaryless careers and 

independent contracting and social capital. In terms of the first element of talent development, the 

chapter will define the term talent development as well as highlight certain concepts related to it. 

The talent development architecture will be discussed which shows certain elements that need to 

be available in order for talent development to be possible. The chapter will proceed to discuss 

informal learning, as well as talent development programmes, followed by identifying the 

programmes and initiatives found in the film and television industry of South Africa. The second 

segment will be on talent management in which the concepts of ‘talent’ (will be defined). This will 

then be followed by the perspectives and themes of talent management as well as a discussion of 

global talent management. The third segment discusses employability, which is first 

conceptualized, the historical evolution of the concept discussed, as well as the different 

approaches to employability. The fourth segment discusses boundaryless careers as well as 

independent contracting. This segment explores issues such as self-perceived employability. The 

last segment is a discussion on social capital, which will highlight the effects of internet usage and 

its effect on social capital.  

 

2.2. Talent development 

 

2.2.1. Defining talent development 

Talent management is mostly discussed in the hrm literature, as a set of principles and how 

organizations attract, select, develop and manage employees in an integrated and strategic way. 

Talent development is an integral part of this talent management process. Talent development 

“focuses on the planning, selection and implementation of development strategies for the entire 
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talent pool to ensure that the organization has both the current and future supply of talent to meet 

strategic objectives, and that development activities are aligned with the organizational talent 

management process” (Garavan et al., 2012 p.6). Talent development is a unique division of the 

talent management process that looks into the developmental needs of individuals in the 

organization. According to Garavan et al. (2012), an organization has four options in relation to 

the development of its talent. The first option is an inclusive approach that focuses on the 

development of each employee. The second option is an inclusive approach which places more 

emphasis on the development of a more general social capital in the organisation. The third, is an 

exclusive approach that focuses on developing key elite individuals and lastly, is the exclusive 

approach that focuses on key positions, roles and develops talent for the filling on these roles.  

Organizations in the South African film and television industry would each choose which approach 

is viable for their context. According to Tuomi and Krista (2005), there are few existing training 

opportunities. Those that are viable, are limited, especially for people joining the industry and those 

from disadvantaged backgrounds. The training that does exist is often not standardized and its 

comprehensiveness varies. Therefore, it would seem that the country is adopting more of an 

exclusive approach, based on the challenges it faces.  

 

2.2.2. Talent development: related concepts 

2.2.2.1. Training  

According to Garavan (1997, p.40) the term training relates to practical education in a particular 

profession, art or craft. It is “a planned and systematic effort to modify or develop knowledge, 

skills and attitudes through learning experiences”. The whole aim of this effort is to achieve 

performance in a particular task or a number of tasks. The emphasis is on the current job and 

applicable to a number of areas or boundaries, such as on-the-job training, young worker training, 

adult training, formal and informal training.  

Training is driven by application and it aims to impart certain skills for immediate use in a 

particular situation. General training can be applied to a number of firms across the industry 

whereas specific training is only applicable to that specific job. Training can be said to have narrow 

goals which focus on the right way of doing something (Garavan, 1997).  
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The CAJ (2007) indicates that there have been frameworks as well as institutions created through 

funding from employer tax. With reference to information obtained from the Mapp-Seta, there 

were 22 registered qualifications with the South African Qualifications Authority by 2007, with 

3700 learners enrolled in learnerships. Oyekunle and Mziwoxolo (2018) have noted that in South 

Africa, human resources development is possible though informal training.  

 

2.2.2.2. Development  

Garavan (1997 p.40), posits that this term refers to “an act or process of developing or a gradual 

unfolding or growth”. It is about making the most of the opportunities that a person is exposed to 

in the inner and outer sphere. Development is noted to take place over a longer period and is not 

fixed to formal parameters in a particular point in time in a person’s life cycle. It is not planned, 

situational or classroom based. Rather it is about increasing or widening a person’s conscious or 

unconscious learning processes in order for the developed individual to take further roles in the 

organization. It further relates more to the learner than to what is being learned.  

South Africa has been engaging in development initiatives across its film industry. According to 

the NFVF Skills Audit (2016), The South African film and television industry has been noted as 

having a number of stakeholders playing a role as far as the provision of development opportunities 

for industry participants goes. These include stakeholders such as: 

• The South African Script Writers Association (SAWA): provision of development 

initiatives related to scriptwriting and workshops;  

• Performing Arts Workers Equity (PAWE): skills and development interest of actors;  

• South African Guild of Actors (SAGA): professional workshops and socialization of 

members for sharing of ideas, exploring job opportunities, etc.  

 

2.2.2.3. Education 

Education stems from a culture where one generation purposely gives to the following generation. 

This is influence exerted by adult generations to those needing social life skills. Furthermore, 

education is about the construction and re-organizing of experiences in order to create more 

meaning on the experience and to direct the course of subsequent experiences. Education involves 
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the learning process, which is not a single event but must be planned and has to involve 

understanding (Garavan, 1997).  

According to CAJ (2007), those that are new to the industry come from formal education, with 

most having a degree-level education. Before 1994, South Africa’s landscape was characterized 

by the marginalization of certain sectors in the country, but much progress has been made after 

1994 with the establishment of policy development in education, i.e. The white paper on arts, 

culture and heritage in 1996; the National Skills Development Strategy in 1997; the Integrated 

National Disability White Paper in 1997; the Further Education and Training White Paper in 1998, 

as well as the Skills Development Act in 1998. 

 

2.2.2.4. Learning  

Learning is externally induced and involves the process of changing behavior through experience. 

It is about a permanent change of behavior. Learning is mediated by the opportunity to use learning, 

social encouragement to use it and the learner's ability to integrate and retrieve information. Some 

people say it is a form of self-actualization and involves reinforcement (Garavan, 1997).  

Learning is represented by employer-based trainings in South Africa, although there are more 

problems experienced in this area as a result of most organisations not engaging in human resources 

planning and most not falling within the required mandatory levy contributions as a result of the 

size of these organisations being fairly small (CAJ, 2007).  

 

2.2.3. Talent development architecture 

According to Garavan et al. (2012), the talent development pipeline architecture is the notion of a 

clear statement comprising talent development needs; developmental pathways; effective hr 

systems to support the identification, assessment, and development of talent; and a blend of 

developmental strategies. The talent development architecture involves the following:  

• Articulation of talent needs:  

Talent needs refer to maps and frameworks used by organizations to identify an individual as well 

as a business’s developmental needs. This can be achieved by means of competency models and a 

formal talent review processes, amongst others.  
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• Creating developmental pathways:  

These are experiences, exposures, and challenges which individuals in the organization go through 

in order to be identifiable as the talent of the future. There is a gap in the literature concerning 

pathways for different types of talent.  

• Effective HR systems to support the identification, assessment, and development of 

talent:  

These include human resources planning; the effective selection of talent; the management of the 

talent's performance; managing their careers as well as succession management.  

• Programmes to enable talent development:   

These will include several programmes, ranging from formal to informal developmental activities.  

The South African film and television industry has not reached a full level of developing its talent 

development architecture like most organizations or industries, but according to Joffee and Newton 

(2007), there is collaborative work being done by multiple stakeholders in this regard. Stakeholders 

from government and parastatal agencies play specific roles and responsibilities. The Department 

of Trade and Industry plays a role of issuing film incentives, whilst the Department of Arts and 

Culture created the National Film and Video Foundation that does research and is responsible for 

incentives to cultivate activity in the industry.  

 

2.2.4. Informal learning 

According to Cunningham and Hillier (2013), there seems to be an awareness of the importance 

of informal learning across research, as opposed to formal learning. However, there seems to be a 

lack of clarity on which are the most important activities for informal learning in the workplace. 

According to Cunningham and Hillier (2013, p.39), informal learning “is usually learner-oriented 

and involves action and doing. Individuals can progress in their learning at their own pace because 

they have discretion into how and when to commit cognitive resources, time and energy”. These 

individuals use several tools to facilitate this type of learning, such as emailing, reading 

information from the internet, casual unplanned encounters, etc. 
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According to Cunningham and Hillier (2013), there are a number of programmes in which 

individuals can engage in order to be involved in informal learning, including:  

• Developing relationships with mentors and peers; 

• Temporary job changes; 

• Informal peer relationships; 

• Temporary assignments; and  

• Job rotations, cross-training and team responsibilities. 

Informal learning can be characterized as follows:  

• It is integrated with daily routines;  

• It is triggered by an internal or external jolt;  

• It is not highly conscious;  

• It is haphazard and influenced by chance;  

• It is an inductive process of reflection and action; and  

• It is linked to the learning of others (Marsick & Watkins, 2001). 

According to CAJ (2007), South Africa uses informal learning acquired from informal education 

and training which results from organizations involved in the arts development activities. This is 

mostly embedded in community arts and other sources. In a study by interfund in 1999, these 

organizations ensured that they prepared arts educators; ensured innovativeness and development 

in the arts of black South Africans; and facilitated access to training and education.  

 

2.2.5. Talent development programmes 

According to Garavan et al. (2012), talent development programmes can be grouped into four 

categories:  

• Formal Programmes 

These refer to conceptual and skills-based programmes; personal growth developmental 

programmes; feedback-based development interventions; and action-focused development 

interventions. Many of these aim to enhance generic skills and behavior.  
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• Relationship-based talent development programmes 

Relationships are regarded as being integral in the developmental process. Relationships 

considered significant are peers, senior leaders, customers and suppliers. Developmental 

relationships are relationships where one takes an active interest in advancing the careers of another 

individual.  

• Job- based developmental experiences 

The job itself provides a good platform for developmental opportunities; Bosses and superiors; 

turnaround situations; increases in job scope; horizontal job moves; and new initiatives such as 

doing a stretch task, implementing change and developing new practices are examples of these.  

• Informal/non- formal developmental activities 

These relate to unplanned development initiatives that does not have any prescribed outcome. 

These are mostly experiential and related to incidental learning, which is also unintentional and is 

a by-product of another activity.  

According to the NFVF Skills Audit (2016), there are several stakeholders in the talent 

development space of the South African film and television industry who offer a variety of 

programmes. The South African Scriptwriters Association plays an advisory role to the South 

African broadcasting corporation, as well provide training. The National Television and Video 

Association of South Africa has the avanti awards ceremony for the recognition of excellent 

performance and dissemination of information, which includes the hosting of forums. Another 

example is the women in film and television which ensures that women are educated and their 

achievements promoted. They have regular workshops, forums and screenings of certain issues of 

relevance to the industry. According to Campbell (2021), many community arts programmes have 

formal and informal mentorship structures, enabling participants to benefit from supportive 

relationships with staff and experienced participants. 

In essence, the South African film and television industry had various programmes for actors that 

are formal in nature, relationship-based, job-based, as well informal programmes.   
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Leadership development programmes:  

Ford, Harding and Stoyanova (2010, p.8) refer to the “high impact talent management model” 

which aims to attract, manage, develop, motivate as well as retain key personnel in the 

organization. This model identified the following as important leadership development 

programmes: formal programmes; stretch assignments; executive education; coaching; mentoring; 

job rotation; assessment and evaluation.  

In a study by Wilson, Velsor, Chandrasekar and Criswell (2016), it was found that there is a 70: 

20: 10 rule to a leadership programme. This means that 70% of the programme needs to be 

dedicated to challenging assignments, 20% towards developmental relationships and 10% towards 

coursework and training initiatives.  

Barlow (2006) illustrates that leadership is found at different levels in organizations and needs to 

be developed at all these different levels. The levels identified are:  

• Managing self; 

• Team leader; 

• Professional/technical leader- managing team leaders; 

• Functional leader- leading a significant part of the organization's work; 

• Strategic leader- strategic director level; and  

• Organizational leader- chief executive.  

According to the NFVF Skills Audit (2016), the South African film and television industry created 

the independent producers organisation which looks into the skills interest of emergent and 

established motion picture producers, as well as the industry in its entirety. This platform offers a 

wide array of developmental initiatives for producers, who are holding a leadership role in the 

industry.  

Global talent development programmes:  

According to McDonnell, Lamare, Cunnigle and Lavelle (2010), at a global level these are 

important development programmes used for developing global talent, namely:  

• Short term international assignments; 

• Long term international assignments; 
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• Formal global management training; 

• Assessing performance against global competencies; and 

• Formal qualifications. 

Mingant and Tirtaine (2012) acknowledge that globalization has led to an increase in contacts 

between the film and television industries of different countries, especially those that are found in 

the english-speaking world. According to NFVF (2010), the South African government had 

introduced the film and television production and co-production incentive programme which offers 

rebates to productions involving international partners. This incentive has the advantage of 

exposing South African films to international markets and for producers to create international 

networks and to enable the transfer of skills. This has impacted in terms of thousands of jobs being 

created through this form of economic activity. According to Botha (2010:195), the Sithenge 

market and festival hosted by the African Script Development Fund brought together renowned 

film-makers, academics, producers and policy specialists with participants as far as the USA, 

Nigeria and Senegal with the aim of cooperation and the development of the sector.  

Other global talent development programmes include the co-production treaties and incentives. 

According to NFVF (2010), the South African Department of Trade and Industry introduced the 

South African production and co-production incentive programme that looked into providing the 

financial support for productions in the country as well as   those that involving other international 

countries and productions, as these offer the advantages of skills transfer and development.  

 

2.2.6. Talent development in the film and television industry of South Africa 

2.2.6.1. South Africa’s historical context  

According to the South Africa Country Report (2015), the end of apartheid in 1994 started the 

transformation of legislation and policies that were now geared at levelling the playing field and 

affording women opportunities to participate in the economy. According to the NFVF (2014), in 

1994 after South Africa’s first democratic elections, there was the establishment of the Department 

of Arts, Culture, Science and Technology which embarked on the process of restructuring the 

industry. Policy and legislative frameworks were created for the film industry, namely the cultural 

industries growth strategy, micro reform strategy, black economic empowerment, national film 

and video foundation, amongst others. According to the South Africa Country Report (2015), the 
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film industry since its evolution remains male-dominated, partly as a result of the restrictive 

apartheid policies and discriminatory laws which limited women from participating in the 

economic activities of the country. When looking at a 23-year period since 1994, Snowball, Collins 

and Tarentaal (2017, p.306) indicate that “the ownership and employment profiles of firms in 

UNESCO domains are still not representative of the labour force make-up of the country”. In this 

report, it is found that the organisations with a higher percentage of being owned by black owners 

as well as female owners are struggling the most. Reference is made to the fact that in South Africa 

in particular, these inequalities, the differences between these domains- especially the domains that 

require formal education- are because of the past as well as present income and education 

inequalities between the different population groups. According to Campbell (2020), respondents 

in a research survey indicated that gender impacts how job opportunities and mentorship 

opportunities are distributed to those wanting to join the profession, and women are at the forefront 

of creating change in the industry.  

 

2.2.6.2. Demand of skills in the industry 

According to The South African Film and Television Industry Report (1998), the greatest gap 

existing currently in the film and television industry is found in the areas of film-making 

production, distribution and financing, as well as script-writing. The National Video Foundation 

has been empowered to offer script-writing workshops to the different industry participants. 

According to National Film Video Foundation Skills Audit (2016), skills shortages identified in 

the industry include editors; camera operators; sound engineers; writers; lighting skills; and 

engineers; animators; administrative skills and basic technical skills. 

There is generally a high demand for experienced, well-skilled personnel, especially those that 

come from the previously disadvantaged groups in South Africa. This is still an issue even though 

more than 20 years has passed. According to the South African Cultural Observatory (2020, p.9), 

when looking at the impact of the covid-19 lockdown on the creative industries, “formal sector 

labour market inequalities are perpetuated in the informal sector in that there is an over-

representation of women in informal employment in South Africa, and they earn significantly less 

than their male counterparts”. Furthermore, when assessing the impact of the hard lockdown on 

the sector, it was found that 50% of informal operators could not continue to operate at all after the 
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lockdown, compared to 40% in the formal sector. Additionally, 53% of freelancers could not 

continue to operate at all, compared to 33% who were employers.  

 

2.2.6.3. Supply of skills in the industry 

From a supply perspective, a number of students have graduated and are now part of the labor 

force, but this supply of students has not been matched by adequate demand for the right skills in 

the industry. Further ideas to encourage the supply of the right skills in the industry are to increase 

the development of local content in order to expand the skills base in the country, which would 

otherwise become stagnant.  

According to Lewis and Heckman (2006), talent management is about managing the talent of 

individuals- high performing and potential individuals. This implies that in South Africa there is 

an existing demand for such caliber of individuals, but the supply from the various sources such as 

the higher education sector does not seem to adequately supply the right caliber. The development 

of local content will allow Actors to gain the required skills in the areas they fall short on, such 

film production, finance and marketing as well as script-writing, as per the South African Film and 

Television Industry Report (1998).  

 

2.2.6.4. Institutional education 

There are several institutions that offer education related to the film industry and these include 

courses of the following nature:  

• Advertising; radio; video and television marketing; graphics and creative advertising; 

animation and audio-visual 

• Multimedia; public relations journalism 

• Cinematography; directing; editing; film theory and criticism; motion picture production; 

producing 

• Scriptwriting; sound technology 

• Directing Fiction; documentary film-making; music video research project; sound design 

and studio production 
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• Cinematography and post-production; digital animation and digital art theory; experimental 

film; fact/fiction 

• Blurring the boundary; creative arts management; script-writing 

• Production; animation; cinematography; data and image enhancement; directing; editing; 

sound design 

• Screen writing; visual effects 

• Audio-visual communication; communication theory; journalism 

• Camerawork and lighting; photography; script-writing; creative writing; digital video 

editing; directing; photography 

• Editing; presenting; production; web design 

• Social media; audio and video; television production; video editing; television interviews; 

writing procedures 

• Acting; scriptwriting; composition; media theory; languages 

• Drama and performance; acting and dance; scriptwriting; directing; choreography; 

playwriting (NFVF Skills Audit, 2016).  

 

Apart from the training offered in the form of a formal qualification in a school, the industry also 

has a number of initiatives available. These include on-the-job training; mentorship; internships 

and work placements. However, this is not always the case since the industry is made of small 

companies that rely on funding to provide such services, just as employers would need funding in 

order to make this possible in the workplace (NFVF Skills Audit, 2016).  

 

In terms of the NFVF Skills Audit (2016), the training institutions that have been identified as 

delivering educational programmes include the following in South Africa: 

• Nemisa 

• Damelin college 

• Tshwane university of technology 

• AFDA 

• The university of Johannesburg 

• Boston media college 

• Wits university 
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• The university of KwaZulu Natal 

• Cape Town film studios 

 

2.2.7. Talent development theoretical models 

The theoretical framework governing the development of talent is underpinned by a number of 

crucial factors which are best captured by Cagne’s expanded model of talent development.  

According to (Cagne, 2008; Anghel, 2016; Cagne, 1995 & Cagne, 2013), the model composes of 

six components which include the following:  

• Giftedness: which is about having natural abilities or aptitudes that are regarded as ‘gifts’. 

This is domain specific and it enables an individual to be placed amongst the top 10% when 

compared to their peers. The gifts are differentiated into different domains such as 

intellectual; creative abilities; social or socio-affective and physical or sensory-motor 

domains.  

• Talent: this is about the mastering of competencies which range from skills and knowledge 

that enables an individual to be at the top 10% of their peers. These peers are individuals 

who have the same type of learning experiences and are having the same opportunities. 

Talent is what is regarded as the outcome when gifts have transformed from natural abilities 

into performance.  

• Talent development process: this is regarded as a systematic pursuit by the talented over 

a significant and continuous period of time of a targeted structured program of activities 

which lead to an excellence of goal. It is about a deliberated practice.  

• Intrapersonal catalysts: these are physical and psychological factors that facilitate and 

sustain the talent development process. It includes factors such as motivation. Volition & 

self-management.  

• Environmental catalysts: this includes the environment under which the individual lives 

under, these are factors such as geographical factors, sociological factors and demographic 

factors, age, gender, family size etc and major accidents or illnesses.  

• Chance factors: this represent a chance of an individual being born into a particular family 

or a school offering programs for talented student for an example. 
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2.3. Talent management 

 

2.3.1. What is ‘talent’?  

The field of talent management has grown over the years and both practitioners and academics 

have contributed much as far as advancing the field is concerned. Much contribution has been 

made to defining the term ‘talent’.  Talent can be seen from an etymological view since the word 

has been in existence for more than a thousand years (Tansley, 2011) and (Ross, 2013). The word 

can be traced back to Assyrians, Babylonians, Greeks and Romans who regarded the word as a 

denotation of weight. In the 19th century, it was viewed as personified in the talented. Another 

view of talent is from a philological view which is basically looking at talent from different written 

historical sources. These are studies from the european space and in the english space, that regarded 

this term as an innate ability in a particular field which results in outstanding performance. The 

definition of the term is contrary to the japanese view, which regards this as an accomplishment 

that is acquired and takes a number of years to accomplish (Tansley, 2011). 

 

According to the Graduate Absorption Study (2013), the South African film strategy alludes that 

when it comes to recruiting, employers are not only looking for the qualification, but also the extent 

to which the qualification has prepared the graduate for the workplace. Moreover, this requires the 

film industry to be both relevant and up-to-date with the current changes in the industry, especially 

due to technological advances and economic changes. Therefore, talent can be regarded as an 

innate ability that would require a level of shaping to be in line with the context in which it operates. 

 

2.3.2. Talent: an etymological view 

Etymology is the study of the origin of words, tracking how their meanings have changed 

throughout the years. According to Tansley (2011) and Ross (2013), this word has been around for 

more than a thousand years. 

• The first dictionary definition used by assyrians, babylonians, greeks and romans and other 

antediluvian people is that talent is a denotation of weight;  

• It was used in english in the bible. The book of matthew chapter 25 verse 14 makes 

reference to a man who was about to go on a journey and assigned his property to his 
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servants and gave each of them 5 talents according to their ability. The greek version of the 

bible relates to this word as ‘capital’;  

• In the 13th century, it was related to an inclination or a disposition;   

• In the 15th century, it was related to a ‘treasurer, riches, mental endowment and natural 

ability’;  

• In the 17th century, it was related to a special natural ability, aptitude and special ability; 

and 

• In the 19th century, it was viewed as personified in the talented.  

The importance of understanding this etymological view lies in the importance of how one views 

and defines talent as an individual, film and production company, government agency and other 

industry stakeholders. 

 

2.3.3. Talent from a philological viewpoint 

Philology is the study of language in different written historical sources. According to Tansley 

(2011), many languages in the european context (German, Russian, French and Danish) and in 

english refer to ‘talent’ as innate giftedness that exhibits itself in a particular field and is linked in 

a particular way to outstanding performance. Furthermore, there is consensus on the word ‘talent’ 

meaning a gift, an innate disposition that enables a person to achieve or perform exceptionally over 

and above the norm in a particular field, especially in the arts. In opposition to the consensus 

reached by the english and the european languages, the japanese view the term as having more 

emphasis on talent as an accomplishment acquired and the acquiring of it takes years of striving 

for perfection.  

Other authors have defined talent as: “the sum of a person’s abilities...his or her intrinsic gifts, 

skills, knowledge, experience, intelligence, judgment, attitude, character and drive. It also includes 

his or her ability to learn and grow” (Michaels, Handfield-Jones and Axelrod, 2001 p.12). 

Schiemann (2013:282) describes talent as “the collective knowledge, skills, abilities, experiences, 

values, habits, and behaviors of all labor that is brought to bear on the organization’s mission”. 

Feldhusen (1992, p.5) regarded ‘talent’ as “a complex of aptitudes or intelligence, learned skills 

and knowledge and motivation-attitudes-dispositions that predispose an individual to successes in 

an occupation, vocation, profession, art or business” (Feldhusen, 1992 p.5).  
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2.3.4. Talent from an organizational viewpoint 

According to Cheese, Thomas and Craig (2007), a number of authors regard talent as a collection 

of typical human resources departments and practices, functions and specialist areas which include 

recruitment, selection, deployment, and career succession management. The following authors take 

this approach: Byham (2001), Chowanec and Newstrom (1991), Heinen and O’Neill (2004), Hilton 

(2000); Mercer (2005), and Olsen (2000). According to Cheese, Thomas and Craig (2007, p.46) 

“talent is therefore, an all-encompassing term to describe the human resources that organizations 

want to acquire, retain and develop in order to meet their business goals”.  

Talent needs to be differentiated and defined according to the needs of the organization. The 

following are approaches that could be used to identify talent in an organization:  

 

2.3.4.1. Identifying talent through the competency approach 

According to Ross (2013) and Berger and Berger (2004), the identification of talent is based on 

the identification of the institutional/core competencies of the organization. These competencies 

are crucial for the success of the organization, as well as individual employees. After the 

institutional competencies have been identified, any performance that is over and above such will 

be regarded as talent. This approach is usually used to define or promote a set of organizational 

competencies that are important for organizational success and can be used at individual job role. 

For competency models to enable effective talent management, they need to get to the heart of 

precisely which competencies are crucial to both individual and organizational success now and in 

the future, and to ensure that the competencies are dynamic and evolve with the organization. 

When utilizing this approach, the element of defining talent is eliminated together with the 

confusion associated with it, but it ensures that the right competencies are identified for the right 

roles (Ross, 2013). This is closely related to the development of talent pools of high potential and 

high-performing individuals that differentially make a contribution to the organization's 

competitive advantage (Collings and Mellahi, 2009).   

 

2.3.4.2. Performance, potential and the nine grid box 

Another approach that can best assist in the identification as well as the definition of talent is the 

talent matrix, whereby potential as well as performance is considered. A Nine-Box Grid is mostly 

utilized where an individual is being placed on the box based on their low, medium or high 
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performance. Where there is either low, medium or high performance, it is based on the 

individual’s attainment of a particular objective. Where an employee is placed on potential will be 

based on how the organization defines potential (Ross, 2013).  

 

2.3.5. An operational definition of talent  

“Talent refers to systematically developed innate abilities of individuals that are deployed in 

activities they like, find important and in which they want to invest energy. It enables individuals 

to perform excellently in one or more domains of human functioning, operationalized as 

performing better than another individual of the same age or experience, or as performing 

consistently at their personal best” (Nijs et al., 2014 p.182).  

The way in which talent is viewed and defined is imperative, especially for decision-makers who 

develop numerous programmes, strategies, and other initiatives for the development of talent. The 

South African film industry’s definition had to be underpinned by the country background of 

oppression. According to Botha (2010:182), after the 1994 democratic elections there was a 

separate portfolio created for the first time in the country to look into the film and television market. 

In 1995, the ministry was tasked with restructuring the film industry and looking at ways to 

contribute to its growth and development. Furthermore, Botha (2010:189) indicates some 

significant trends that shaped the South African industry, such as the emergence of black film talent 

amongst producers who have impressed local and international audiences with their 

documentaries, short and feature films.  

These black producers are excellent examples of the approach or view taken by the South African 

government insofar as recognizing the talent existing amongst members of its society, which 

requires some level of support for these individuals to show their best innate ability.  

 

2.3.6. What is talent management?  

One cannot discuss talent management (TM) without mentioning that this term was first coined in 

1997 by McKinsey and Company. The ‘war for talent’ became a phenomenon because many 

people were experiencing the war for talent in the labor market but could not fully understand what 

was going on. The forces making this phenomenon possible were developing for quite some time 

and all of a sudden, everyone was talking about it. In the 1990s, the economy was conducive for 
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companies to scramble for the hiring and retaining of people, especially consulting firms and 

investment banks. 

It is often too difficult to reach a common definition of talent management because of the many 

definitions by authors and the assumptions made (Lewis and Heckman, 2006). Recent reviews 

came to the conclusion that the contemporary and academic field of TM lacks definitions and 

theoretical frameworks (Al Ariss, Cascio and Paauwe, 2014).  Furthermore,  Al Ariss et al. (2014) 

identify two approaches that could be adopted when defining talent management, namely the 

inclusive or the strengths-based approach to TM (believes in managing talent for all employees) 

or the exclusive approach to talent (managing the talent of high potentials). 

According to Collings and Mellahi (2009, p.304), talent management is defined as “activities and 

processes that involve the systematic identification of key positions that differentially contribute 

to the organization’s sustainable competitive advantage; the development of talent pools of high-

potential and high-performing incumbents to fill these roles; and the development of a 

differentiated human resources architecture to facilitate filling these positions with competent 

incumbents in order to ensure their continued commitment to the organization”. This definition, 

although acceptable for the study, is still regarded as a one-sided definition which focuses on 

conventional organizational settings and sidelines the individual. Perhaps a boundaryless model 

towards talent management is required (Foster, 2015).  

The differences in definition call for the organization to agree on what it is that constitutes ‘talent’ 

for the individual organization. Line managers, hr managers and top leaders and managers might 

be seen to have different perspectives on what makes the firm competitive, thus all these role-

players need to have a common view on what constitutes talent (Al Ariss et al., 2014). 

Some writers have defined talent management as follows:  

• It is about ensuring that “the right person is in the right job at the right time” (Jackson & 

Schuler, 1990 p.235).  

• It is a deliberate and systematic effort by an organization to ensure leadership continuity in 

key positions and to encourage individual advancement (Rothwell, 1994 p.6).  

• It is about the supply, demand and flow of talent through the human capital engine (Pascal, 

2004, p.9).  

• It is a mindset (Creelman, 2004 p.3).  

• It is also a key component to effective succession planning (Cheloha & Swain, 2005).  
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According to the NFVF Skills Audit (2016), the National Film and Video Foundation supports 

South African based productions companies; helps the industry access funds; develops audiences; 

and develops talent and skills in the country. Emphasis is placed on previously disadvantaged 

groups, implying that the country is taking a strengths-based approach to viewing the talent, as 

well as an inclusive approach that seeks to ensure that whoever is deserving, including the 

marginalized groups, get an opportunity to develop their talent.  

 

2.3.7. Boundary-less talent management 

The model, called BTM, assists with the understanding of talent being built around the individual 

and fills the possible gap that exists between individual and organizational needs for the sake of 

delivering competitive advantage by means of a flexible, creative, inclusive and diverse approach 

(Foster, 2015).  According to Foster (2015), this model further identifies the ‘boundary’ for 

defining talent as being defined as going further than the normal and traditional internal and 

external boundaries, which offers an opportunity for the managing of talent potential that flows 

outside the norm of strategic talent.  

Five types of talent that are recognized by this model:  

i. Strategic talent: refers to the recognized talent deemed to be important to the delivery of 

organizational objectives.  

ii. Talent within: refers to talent that is recognized but not strategic.  

iii. Expert talent: refers to recognized talent that is considered an expert in the field. This type 

of talent may be strategic if it relates to the strategic objectives of the organization.  

iv. Genius talent: refers to capabilities that are difficult to replicate and is extraordinary. 

v. Unrecognized talent: refers to talent that may have not been recognized or identified by the 

current talent management process.  
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Figure 2. 1. A model of boundary-less talent management 

Source: Foster, C.L. 2015. Managing the flow of talent through organizations-a boundary-less 

model. Development and Learning in Organizations: an International Journal, 29(1):15-19 

 

The model above identified the different types of talent that each manager of talent needs to 

identify in terms of whether the talent falls into any of the predetermined categories. This model is 

important for viewing talent within and outside an organisation’s boundaries. According to the 

NFVF (2014), the film and television industry has different kinds of skills development initiatives 

such as On-the-job training for those that have shown interest and initiative in developing their 

skills; Mentorship which entails skills transfers in an unstructured approach; and lastly, 

learnerships which entail a structured curriculum involving performance assessments. These 

initiatives can be linked to unrecognized talent when looking at the model.  

 

2.3.8. Perspectives of talent management 

One of the greatest writers on talent management is Lewis and Heckman (2006), who also 

acknowledge that there are problems with how talent management is defined. However, one of the 

most interesting attestations made by Lewis and Heckman was their perspectives of talent 

management by indicating that talent management has three perspectives. These perspectives will 

now be discussed in detail, along with their accompanying critiques. 
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2.3.8.1. The first perspective of talent management  

According to Lewis and Heckman (2006), talent management is seen as a collection of hr practices, 

functions and activities and areas such as recruitment, selection, development and succession 

planning. For the authors that take this perspective, talent management is seen as hr doing what it 

has been doing, but faster. Many authors, including Heinen and O'Neill (2004) and Hilton (2000), 

who subscribe to this perspective narrow the definition of TM by only focusing on the specialist 

area of hr. Many focus on recruitment, development and the ‘growing of your own timber’, 

leadership succession as well as compensation management.  

Critiques of the first perspective:  

Lewis and Heckman (2006) critique this perspective vigorously by stating that it does not add any 

value to the current understanding of managing talent. They indicate that having sophisticated 

selection, recruitment and other hr practices just merely add value to the acquiring of new skills by 

the hr generalist, but do not add value to talent management principles. This is just the renewal of 

hr practices and lacks the ability to advance an understanding of the strategic and effective 

management of talent.  

 

2.3.8.2. The second perspective of talent management 

According to Lewis and Heckman (2006), this perspective focuses on talent pools. These authors 

indicate that TM is closely related to succession management and human resources planning. It is 

related to the filling of future vacancies that might or will be needed by the organization. This 

approach looks into the management of employee progress and is usually organization-wide using 

certain software. This perspective takes an internal view of TM, but Lewis and Heckman critique 

this perspective by stating the field of industrial engineering and industrial management has long 

addressed an adequate flow of talent.  

Critique of the second perspective:  

There has been dialogue on succession management and workforce planning. This perspective fails 

to advance the practice and theory already researched. Calling succession management ‘talent 

management’ does not help in the advancement of the succession management field (Birt & 

Winternitz, 2004 and Lewis and Heckman, 2006).  
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2.3.8.3. The third perspective of talent management 

Lewis and Heckman (2006) notes that with this perspective, talent management is viewed without 

organizational boundaries and not specific or related to a particular position. However, there are 

two views within this perspective. The first view indicates that it refers to high performing and 

high potential employees. This speaks to the hiring of high calibre candidates and not against a 

particular position or organizational requirements. The second view is totally contradictory to the 

previous perspective since it regards talent as high performers, as opposed to the management of 

talent pools.  

Critique of the third perspective:  

This perspective appears to be the most problematic as it does not answer the question of how 

many resources should be allocated to uncover each person’s talent furthermore, it assumes that 

all employees are equal when looking at their development and economic needs. Thus, according 

to Iqbal, Qureshi, Khan and Hijazi (2013), there are 5 main approaches to talent management, 

namely:   

• The process approach argues about the performance of organisations asserting that it is 

through the integration of hr processes and further defines talent management by 

mentioning that it is about integrated strategies and system which are geared towards 

improving functions such as recruiting, training and retaining of skilled people so as they 

meet the current and future needs of organisations.  

• The cultural approach alludes to having employees with high potential, hence talent 

management is viewed as a mindset when looking at this approach;  

• The hr planning approach takes the traditional view that regards talent management as the 

right people who are placed in the right roles and who are also doing the right things;  

• The competitive approach also views talent management as having to identify the people 

with high potential, but further to this, looks into identifying what employees want and 

finding ways to assist them with what they want; and  

• The developmental approach indicates that talent management is about finding pathways 

in order to identify key talented employees.  
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The South African film and television industry resonates with the third perspective more than the 

other perspectives in that talent and actors are not seen from an organisational boundary or a 

particular position. CAJ (2007, p.11) notes that the cultural industries have specific dynamics of 

interdisciplinary movement, that is to say “artists and cultural workers work across different 

sectors, for example musicians are often involved in a combination of activities ranging from live 

performances to studio recordings, which can include recording for film scores”.  

 

2.3.9. Common themes in talent management 

Common themes in talent management have developed over time, including:  

• The defining or conceptualization of talent and talent management;  

• The intended outcomes and effects of talent management; and 

• Talent management activities and practices.  

This research will further explore the definition and conceptualization of talent and the talent 

management theme.   

 

2.3.10. Conceptualizing talent and TM 

According to Gallardo-Gallardo, Dries and Gonzalez-Cruz (2013), two dimensions are imperative 

when defining talent in the world of work, namely:  

• First dimension: a distinction is made regarding talent as either people (subject) or talent 

as characteristics of people (object). The first is the subject approach which focuses on 

individuals who are valuable, scarce and difficult to replace. The object approach is the 

second approach that views talent as individual attributes which often include knowledge, 

abilities and competencies.  

• Second dimension makes a distinction between talent that is inclusive or exclusive. The 

inclusive approach caters for all employees and the exclusive approach relates to specific 

employee groups.  

According to Gallardo-Gallardo, Nijs, Dries and Gallo (2015), there has been an increase in the 

number of publications on TM between 2006 and 2014, with 2013 contributing to a majority of 

the publications. Dries (2013b), remarks that throughout the 2012 academy of management annual 

meeting, there emerged a group of junior scholars who have in recent years been in touch with one 

another, each producing work within TM. To some extent, there has been cross-fertilization of the 
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work although each was working independently. Senior scholars were invited to provide 

commentaries of this work. 

This is the work of senior researchers who reviewed each article together with its commentary, as 

summarized below:  

 

2.3.10.1. Theory 1 (Dries, 2013a) 

“The psychology of talent management: a review and research agenda” 

Dries (2013a) makes an intriguing analysis of talent management from across six different streams 

of literature. Quoting the words of Hambrick (2007), the author notes that talent management is 

still a phenomenon since it still lacks a currently available theory that captures its different 

elements, as well as cause and effect relationships. Furthermore, a phenomenon is noted as having 

four stages, namely embryonic, growth, maturity and declining. Talent management was identified 

as being in a growth phase.  

According to Dries (2013a), there should be a move in talent management from a phenomenon to 

looking at different theoretical perspectives with the view to advancing the field. These were 

viewed from different fields or different literature streams as follows:  

• HRM literature: views talent as capital;  

• Industrial/organizational psychology literature: views talent as individual differences;  

• Educational psychology literature: talent is viewed as giftedness;  

• Vocational psychology literature: talent is viewed as an identity;  

• Positive psychology: talent is viewed as a strength; and 

• Social psychology: talent is viewed as the perception of talent.  

The author further noted certain tensions in the talent management discourse and identified 

practical implications regarding TM policies and practices. These included the tension between the 

object vs subject perspectives on talent and the perspective on inclusive and exclusive talent; the 

tension between innate and acquired perspectives; the tension between input vs output perspectives 

on talent; and tension between transferable and context-dependent perspectives on talent (Dries, 

2013a).  
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Commentary (Boudreau, 2013) “appreciating and ‘re-tooling’ diversity in talent management 

conceptual models: a commentary on “the psychology of talent management: a review and 

research agenda” 

The author attempts to ensure that readers avoid concluding that the article on ‘diversity in talent 

management conceptual models’ needs to be corrected, but rather ‘re-tooled’. Boudreau 

acknowledges the work accomplished by Dries (2013a) in trying to view talent management from 

a variety of disciplines, thus adding to a body of knowledge that does not conclude that talent is in 

need of a unified definition, but rather that it needs to be looked at through different lenses. 

According to Boudreau (2013), the field of cognitive psychology should be considered as an 

additional discipline on those proposed by Dries (2013a). This needs to be explored further.  

 

2.3.10.2. Theory 2 (Gallardo-Gallardo, Dries & González-Cruz, 2013) 

 “What is the meaning of ‘talent’ in the world of work?” 

These authors dwell on defining ‘talent’ and declare that the term suffers from conceptual 

confusion. Hence this term lacks clarity regarding its definition, scope and overall goals. The 

authors make a distinction on the term ‘talent’ by using a number of authors who have previously 

defined this term and note that the lack of a clear TM definition hinders the development of 

theoretical frameworks in the field, which is stalling scholarship advancement. The authors note 

the etymological advancement of the term (Tansley, Kirk & Tietze, 2013).  

     

According to Gallardo-Gallardo et al. (2013), the following two approaches exist in TM:  

• Object approach-talent as characteristics of people 

o Talent as a natural ability  

o Talent as mastery 

o Talent as a commitment 

o Talent as fit 

• Subject approach-talent as all people 

o Inclusive subject approach: talent as all people 

o Exclusive subject approach: talent as some people 

o Talent as high performers 

o Talent as high potentials 
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Gallardo-Gallardo et al. (2013) conclude that indeed there is a lack of consensus on the meaning 

of ‘talent’ in the world of work. A conceptualization framework was developed to cater for the 

many definitions of the term, as per figure 2.2. below.  

 
Figure 2. 2. Framework for the conceptualization of talent within the world of work  

Source: Gallardo-Gallardo, E., Dries, N. & González-Cruz, T. F. 2013. What is the meaning of 

‘talent’ in the world of work? Human Resource Management Review, 23:290-300 

 

Commentary (Iles, 2013): Commentary on “the meaning of ‘talent’ in the world of work” 

The commentary by Iles (2013) agrees and builds on the article by Gallardo-Gallardo et al. (2013) 

on “the meaning of ‘talent’ in the world of work” but seeks to further develop its recommendations. 

This article proposes a further exploration on the distinction between talent and gifts, especially in 

the sports and arts fields. It promotes multidisciplinary research and research in different contexts, 

such as the sectorial, cultural, institutional and structural contexts. The factors influencing the 

identification of talent needs some attention, as well as different theories such as the resource-

based view of the firm, ethical theories, development economics and social capital theories.  
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2.3.10.3. Theory 3 (Meyers, Van Woerkom & Dries, 2013) 

“Talent-innate or acquired? Theoretical considerations and their implications for talent 

management.” 

Meyers et al. (2013) wrote a useful paper for human resources practitioners and start the discussion 

by asking the question ‘what is talent management?’ In response to this question, a historical 

perspective of the term is discussed, which is similar to the view of Tansley (2011), Ross (2013) 

and Gallardo-Gallardo et al. (2013). Furthermore, they describe theoretical approaches to talent 

development, called giftedness; strengths; meta-competencies; potential and performance. The 

work of Meyers et al. (2013) creates arguments regarding talent that are mapped on what the 

researcher calls ‘the innate-acquired continuum.’ The spread of the continuum is across whether 

talent is innate, has a nature-nurture interaction or is acquired.  

 
Figure 2. 3. Common arguments regarding talent mapped on the innate-acquired continuum 

Source: Meyers, M. C., Van Woerkom, M. & Dries, N. 2013. Talent — innate or acquired? 

Theoretical considerations and their implications for talent management. Human Resource 

Management Review, 23:305-321.  
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Arguments supporting the nature perspective:  

• High talent means high intelligence, which is determined genetically. 

• There are children who demonstrate exceptional abilities in certain domains at very young 

ages. 

• There are very few exceptional performers. 

• Even with the same amount of training, certain people will always outperform others. 

Arguments supporting the nurture perspective:  

• Deliberate practice is the single most important predictor of performance. 

• Talent evolves from (early) experience. 

• Almost everyone can become a ‘prodigy’. 

Arguments supporting the nature-nurture perspective:  

• Innate features are necessary but not sufficient conditions for future achievements. 

• Environmental factors exert influence, but they influence different persons in different 

ways.  

• Talents are dependent on several contextual and individual factors.  

• Transfer of talent in one domain to other domains can happen through special training 

(deliberate programming).  

 

The practical implication of the nature-nurture perspective is expanded upon. According to Tuomi 

and Krista (2005), there are very few talented scriptwriters in South Africa. In addition, Udomisor 

and Tosin (2013) indicate that actors and actresses can only perform their best in their role if script 

writing is done properly in order for the audience to sense that the reality is included in the script, 

which is done by the scriptwriter. Scriptwriting is one of the skills that actors are born with, but 

which requires nurturing for an actor to succeed in the industry.  

Botha (2010) states that the national film and video foundation has a clear mandate of exploring 

the feasibility of establishing a national film school. According to the NFVF (2014), film and 

television related training and education were provided. These included creating policy and 

legislative frameworks in line with the constitution of the country, which further created the south 

african qualifications authority, the establishment of the national qualifications framework, the 

sector education and training authorities and the recognition of prior learning. Furthermore, there 

were national strategies for skills development in line with the national skills development 
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strategies, which in objective 2 alludes to the promotion of employability and sustainable 

livelihoods through skills development. The national industrial policy framework also focused on 

the development of certain industries for the economy, including the arts. Higher education 

institutions were also recognized, both public and private institutions, as well as learnerships where 

learners could obtain practical skills in the workplace.  This study benchmarked the nurturing of 

talent in South with those from international counterparts such as Poland, the United States of 

America, the United Kingdom, Ghana, as well as Mexico.  

 

The work of Meyers et al. (2013) is applicable to practitioners in talent management and it has 

implications for the practice of TM based on the continuum given as this borrows from the work 

of Dries and Pepermans (2008) in Meyers et al. (2013). The model looks at the identification of 

talent; training and development; succession planning; retention management; and another added 

aspect of recruitment.  

 

The application of the nature-nurture perspective on talent identification, training and development 

and recruitment is explained as follows.  

Recruitment of talent: According to Meyers et al. (2013), research has shown that talent in one 

domain can be transferred to other domains provided that the two domains are built on similar 

underlying innate talent. Recruiters can thus target individuals that are successful in any domain 

or working context. According to the CAJ (2007:12), artists and cultural worker are often not found 

in one media but are cross-media (i.e., the film of the book) in multi -media products (combining 

text, sound and image). It becomes common to find people in this industry working across inter-

disciplinary teams, doing work that expands amongst sectors in the industry and having innovative 

products that involve the interaction of traditional media and different art forms. The CAJ (2007) 

avers further that the film industry is project based, with filmmakers working as freelancers.  

Talent identification: Meyers et al. (2013) indicate that this activity should focus on factors 

belonging to the foundational and growth dimensions as indicators of performance, such as 

learning agility. The NFVF (2010) alludes to the provincial initiatives created by government in 

order to promote the industry, assisting previously disadvantaged individuals to access the 

industry. These are all talent identification initiatives at a provincial level.  

Training and development: in addition, Meyers et al. (2013) mention that training and 

development should focus on career dimensions and that practical guideline can be adopted from 
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Cagne’s model, called the differentiated model for giftedness and talent, which emphasizes 

intrapersonal catalysts such as motivation, the environment or context, etc. According to the South 

African Film Sector Report (1998), the gap in skills that exists in the industry pertains to 

scriptwriting, production, distribution and finance, as well as film directing. Botha (2010) states 

that the South African film industry’s background context shows it historically consisting of 

exclusive participants with most of the country’s black population being marginalized. After 1994, 

there was a greater inclusion of artists in the industry, which means that the context impacted on 

the actors and hence the development of talent. 

 

Learning from experience: nature to nurture 

Cupido (2016) relates a research study involving 46 opera singers in order to explore their physical, 

emotional, financial and social well-being, as they provided advice to aspiring singers in opera. In 

order to be a participant in the study, they were vetted based on their involvement with at least 5 

most important companies in the opera space. Their composition constituted singers who were 

from South Africa, amongst other international countries.  

These singers had innate abilities that they had developed as they mastered the craft and they are 

now sharing their experiences concerning their individual abilities about the sector in general. The 

following are a few pointers from the many they give to aspiring singers:  

• The importance of a good teacher/technical stability/voice maintenance: emphasis was 

placed on having a teacher with a good reputation of producing good students, one who 

understands student professional needs and vocal needs;  

• Identifying a niche for yourself: finding a niche in the market could determine one’s 

success. When finding this niche, other factors need to be considered, such as a person’s 

personality, acting capability and personal gratifications, etc; 

• Learning to cope with rejection: singers are required to have a strong sense of resilience, 

constitution and nerve as rejection is experienced during the course of a singer’s career. 

When a singer does not win a competition, they can still continue to be successful in their 

careers; and  

• Scholarships and tertiary education: Aspiring singers should consider pursuing graduate 

studies in music.  
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Commentary (Collings and Mellahi, 2013): Commentary on: “Talent—innate or acquired? 

Theoretical considerations and their implications for talent management.” 

The authors Collings and Mellahi (2013) acknowledge the work and contribution of  Meyers et al. 

(2013) to the understanding of what talent is. The authors expand on the overview by contributing 

in two important ways: One emphasizing that the key focus for the organization should be on value 

creation by means of calibrating the level of talent in the organization and ensuring that these 

talents are put in areas where there is more strategic value creation for the organization.  Secondly, 

the author highlights the importance of context and touches on the translation of talent into 

performance.  

 

2.3.10.4. Theory 4 (Thunnissen, Boselie and Fruytie, 2013b) 

“Talent management and the relevance of context: towards a pluralistic approach.” 

The paper makes a significant contribution to the field of talent management by ensuring a more 

balanced approach which helps with the studying and implementation of talent management across 

different contexts. The paper also highlights various advances that have been made in the field of 

study based on the different elements of defining talent management, the intended outcomes of 

talent management and talent management practices. The paper identified the limitation in the field 

as being one of a uni-dimensional and narrow approach. There were theories from organizational 

theories to the hrm domain. The authors add a new perspective that looks into a multi-value 

approach, which paves the way for a discussion surrounding the economic and non-economic value 

created by talent management at an individual, organizational and societal level.  

 

Commentary: (Tansley et al., 2013): “The currency of talent management—A reply to “talent 

management and the relevance of context: Towards a pluralistic approach.” 

Tansley et al. (2013) provide a commentary on the work of Thunnissen et al. (2013b). They 

reminded one that talent management is a phenomenon at its adolescent stage in its development. 

The main message shown or communicated by the work of Thunnissen, Boselie and Fruytier 

(2013a) is that there are multiple ways of defining talent and that talent management literature 

needs to be less managerialistic in nature as a more pluralistic approach is needed. Furthermore, 

there needs to be more consideration of issues about talent management legitimacy and the power 

relations across its processes.  
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In writing the commentary, Tansley et al. (2013) focused on the assertions made by the authors 

which were underscored by two questions. The first question was: ‘what is the current state of 

talent management research and practice?’ and the second question was ‘what might the future 

direction of talent management research be?’ 

According to Tansley et al. (2013), the first assertion is that academic literature of talent and talent 

management does not have just one single definition of talent.  Both Tansley et al. (2013) and 

Thunnissen et al. (2013b) view talent and talent management as being defined differently, 

depending on the context, size and complexity of the organization. Furthermore, Tansley et al. 

(2013) ask whether it really matters that there is no single definition of talent management? 

The second assertion is that ‘talent management literature is one-dimensional, biased and focused 

on a narrow set of hr practices, and there should be more of a focus on talent and their work, with 

particular regard to both the employment and work relationship’. 

Thunnissen et al. (2013b) suggest an extension of research under talent management to focus on 

places other than the US, the private sector and multi-national organizations in order to observe 

the results in the literature. There has also been research in small-medium sized enterprises and 

public organizations, although it has been slow. Additionally, there has also been growth in the 

number of papers in different geographical locations, such as China.  

 

The third assertion made by Tansley et al. (2013, p.338) in their paper is that “a more 

critical/pluralist perspective needs to replace the current managerialist/ unitarist approaches, not 

least to ensure that both the economic and non-economic value created by talent is appreciated”. 

According to Tansley et al. (2013), there is agreement amongst academic scholars in the discipline 

of talent management that the perspective of talent management is managerial, that there are more 

important notions of power and that individual agency as well as cultural norms, beliefs and rituals 

are important. There has been work focusing on societies under human resources development. 

 

2.3.10.5. Theory 5 (Gelens, Dries, Hofmans & Pepermans: 2013) 

 “The role of perceived organizational justice in shaping the outcomes of talent management: A 

research agenda.”  

The authors of this article begin on the premise that talent management lacks theoretical foundation 

and empirical research, especially when looking at the level of an individual. Theoretical 

foundation to advance academic knowledge is lacking and empirical studies are limited. This paper 
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makes four main contributions to the body of knowledge on talent management. Firstly, the study 

uses literature on workforce differentiation to understand talent management, as well as the concept 

of perceived organizational justice to understand the employee’s reaction to talent management in 

order to address the lack of a theoretical foundation in talent management. Secondly, the study 

integrates the literature on perceived organizational justice with that of workforce differentiation 

in order to create falsifiable propositions so that empirical research is encouraged in the field of 

talent management. Thirdly, the study responds to a call by Huselid and Becker (2011) for having 

more research on workforce differentiation’s impact on individuals. Fourthly, the study introduces 

three antecedents of perceived organizational justice within the talent management context, which 

at the end enables the researchers to formulate recommendations for HR practitioners for the 

stimulation of higher perceptions of organizational justice (Gelens et al., 2013).  

According to Gelens et al. (2013), this article at the end provides a theoretical framework that has 

workforce differentiation as a foundation. This framework explores exclusive talent management 

practices together with perceived organizational justice and related moderators. These moderators 

include potential status, equity sensitivity, perceived organizational support and leader-member 

exchange. This is done in order to understand employees’ different reactions to talent management.  

 

Commentary (Swailes, 2013): “The role of perceived organizational justice in shaping the 

outcomes of talent management: A research agenda.”  

The author makes comments on a variety of issues raised by Gelens et al. (2013), but leaves out 

their propositions for other researchers to explore. 

The first issue is the claim that ‘talent shortages are increasing’. Swailes (2013) indicates there was 

a survey amongst senior executives conducted which concluded that there is no shortages of talent 

amongst hr practitioners. However, but there are a few reasons for the claim. One of the reasons 

was the inability of organizations to spot talent in their workforce and in the bigger labor market. 

The second issue deals with the issue that, because of the current global and economic crisis, 

organizations are improving on their hrm processes in order to retain talented employees. This is 

positive since it also supports the view that employees are resources that are measurable and 

trainable. However, the argument then emerges that developing employees should not be 

proportionate to economic conditions, but should be done for the general interest in growing 

people. This takes the argument to the notion of hard hrm and soft hrm, which focuses on people 

rather than resources.  
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Although the authors (Gelens et al., 2013) identify that there is indeed a lack of a theoretical 

framework in the field of talent management, it seems overplayed. Besides the organizational 

justice framework, other theoretical frameworks have been mentioned in their study. Additionally, 

Swailes (2013) indicates that any search for a theoretical framework needs to start at the macro 

level, followed by micro-level issues and then cater for the subjectivity of performance appraisals,  

as well as touch on the validity and value of competency frameworks.  

 

2.3.11. Strategic talent management 

In terms of Collings and Mellahi's (2009, p.304) work, strategic talent management is defined as: 

“activities and processes that involve the systematic identification of key positions that 

differentially contribute to the organization’s sustainable competitive advantage; the development 

of a talent pool of high-potential and high-performing incumbents to fill these roles; and the 

development of a differentiated human resources architecture to facilitate filling these positions 

with competent incumbents in order to ensure their continued commitment to the organization”. 

According to Collings and Mellahi (2009), there are two streams of work in the strategic human 

resource literature. The first is the previously identified stream called the ‘best-fit approach’ (Al 

Ariss et al., 2014). This approach assumes that there is a universal configuration that an 

organization’s could use to achieve an organizations profitability and it assumes that all employees 

can be managed with a single set of HR configurations or practices. On the contrary is the 

differentiated HR architecture approach that sees worker groups as making different contributions 

to the organization’s achieving organizational success (Collings & Mellahi, 2009).  

According to Lepak and Snell (1999), there was a generic configurational view developed in the 

context of strategic human resources management which demonstrated that certain HR systems 

cannot be appropriate in certain contexts, but rather these would depend on the specific needs of 

human capital. They differentiate between four groups of workers based on each worker’s skill, 

uniqueness and potential to contribute to the firm’s strategic intent. They submit that unique and 

valued employees should be supported through a differentiated hr architecture. 

The film and television is known to be project-based (CAJ, 2007; Joffe & Newton, 2007), with the 

majority of people taking on multiple employment at the same time for multiple employers across 

the different disciplines in the sector (CAJ, 2007). According to Joffe and Newton (2007), 

enterprises in the creative industries often source people and their related skills from other closely 

related employers in the sector, including advertising, design, multi-media and the broader 
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entertainment industry. This means that organizations cannot use only a single set of hr practices 

to manage these people. According to Arterial Kenya (2010, p.10), “the skills and talent needed in 

the creative economy are a combination of cross-disciplinary collaboration between industry 

specific skills, especially ‘artistic skills and competencies related to the use and adaptation of ICTs, 

and knowledge of how to commercialize creative ideas’, business skills (management, 

entrepreneurship, marketing, financial skills and planning) and a range of ‘soft skills’ such as 

problem solving and interpersonal skills”. Additionally, Ball (2003:12) iterates that the creative 

industries have become a significant catalyst for urban and rural regeneration and for the retention 

of talent in the regions. Thus, it is significantly important to nurture and support creativity through 

education and through workplace interventions. According to CAJ (2007:14), the arts training 

programmes that were provided in the UK have been most successful projects and have resulted 

in employment in the rest of the economy.  

 

2.4. Employability 

 

2.4.1. What is employability? 

According to Fugate, Kinicki and Ashforth (2004, p.15), employability is “a psychological 

construct that embodies individual characteristics that (…) enhance the individual-work interface”. 

According to McArdle et al. (2007), it is the ability to find early employment, to keep it or to obtain 

new employment. This is said to depend on (a) the range of competencies obtained, (b) how an 

employee uses these competencies and shows the employer the acquired competencies and (c) the 

context in which these competencies are employed.  

In the context of work and careers, employability resembles a combination of career identity, 

personal adaptability and social and human capital. It captures the aspects of those dimensions that 

facilitate the identification and realization of career opportunities within and between 

organizations. The dimensions are independent of each other but work best when combined 

together to give rise to the value of employability (Fugate et al., 2004). 

According to Arnold (2007), employability can be defined in a number of ways. It is the ability to 

identify and realize a career opportunity by an individual; an ability to keep one’s job and still get 

what one desires; it is about what an employee can do and how they behave; their connectedness 
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to the people in different areas or professions; and also about having knowledge about the labor 

market.  Other measures are subjective career success and talent.  

Employability incorporates the factors associated with the preparation of the individual for work 

and also relates to the ability to successfully manage a job and relates to the factors associated with 

the potential for the individual to be able to move between social practices. Additionally, this term 

relates to an individual’s capability for transition from education to a job or from unemployment 

to a job or from one particular job to another (McQuaid and Lindsay, 2005). 

In relation to the definition provided by Arnold (2007) above, it is important to note that the 

creative industry is affected by changes in the workplace. Therefore, in order for graduates to be 

employable, they need to adapt to these changes. According to Ball (2003, p.7), tertiary institutions 

need to prepare “graduates to have the right skills to equip them for a lifetime in a fast-changing 

work environment”. Graduates are further required to have interactive attributes such as 

communication, interpersonal and teamwork skills and personal attributes which include 

adaptability, a willingness to learn and continue learning. The creative industries have complex 

career paths rather than the predictable career progression. Arnold (2007) finds it important for 

people to be connected with others in the different areas of the profession in order to be employable. 

Comunion and England (2020) have noted that the covid-19 pandemic has affected the people in 

the creative industries and some will not be able to continue working. However, through the 

strength of networking in the industry, some will be able to survive. Steinfield, Ellison and Lampe 

(2008) indicated that those who have access to people outside one’s closed circles gain access to 

non-redundant information which later results in benefits such as employment connections. 

According to the NFVF (2010), the KwaZulu Natal Film Commission was created as a networking 

body in the industry, amongst the other duties it has.  

 

2.4.2. Self-perceived employability  

Self-perceived employability refers to a person’s supposed “ability to keep the job one has or to 

get the job one desires” (Onyishi, Ibeawuchi, Enwereuzor, Ituma and Omenma, 2015 p.609). It 

further relates to an ability which relates to perceived skills and the labor market conditions of the 

individual. An individual assesses or evaluates their perceived employability qualities, comparing 

them with existing labor market conditions and the economic status-quo. It has three key 

components, namely adaptability, career identity and social capital, (Dries, Forrier, De Vos and 

Pepermans, 2014).  
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2.4.3. Who is responsible for employability?  

According to Veld, Semeijn and Van Vuuren (2015), most literature related to employability 

assumes that the responsibility of employability rests with the individual and that most individuals 

are motivated and capable in dealing with it. An argument is presented in their research study that 

argues that employability is both the responsibility of the employee and the employer, thus it 

should be a shared responsibility. Their final results indicate that both the employee and 

organization are responsible for enhancing employability. Veld et al. (2015) also highlight the role 

of ‘willingness’ by the individual before perceived employability influences employability. The 

supply of hr activities and possibilities offered by the organization is the responsibility of the 

employer. However, without willingness from the employee’s side, these activities will not 

enhance the employability of employees. A willingness for learning is important because in order 

to remain employable, one needs to engage in life-long learning. A longitudinal study to assess 

individual willingness for mobility and perceived employability found a positive relationship 

between willingness to change jobs and perceived employability.  

As much as government, organisations and policy-makers offer programmes for individuals to 

engage in continuous learning, it all rests with the individual to keep themselves relevant to the 

requirements of the market. According to the CAJ (2007:87), new entrants to the sector will 

generally receive employer-based training opportunities, even though it has been noted that 

professional development opportunities are currently lacking in the sector. According to this report, 

the primary issue at stake is the extent to which the current skills supply mechanisms actually do 

contribute to the employability of the current people in the industry, as well as those who are new 

entrants in the creative industry. The report makes a recommendation for employers’ input to be 

integrated into courses. Thus the participation of employers in curriculum development is required 

for the employability of people in the industry.  

 

2.4.4. Historical evolution of the concept of employability 

Seven operational versions of the concept exist, which it can be dated back at least a century 

(McQuaid, Green & Danson, 2005).  

• Dichotomic employability 

This version emerged at the beginning of the 20th century in the US and the UK. Employability 

was viewed as ‘dichotomous’ because it focused on two opposite poles, employable and 
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unemployable.  Employable referred to an individual who was able and willing to work and 

unemployable referred to those unable to work and in need of relief.  

• Socio-medical employability 

This term emerged before the 1950s in the US, UK, Germany and elsewhere. It focused on the 

distance between the work abilities of socially, physically or mentally disadvantaged people and 

the work requirements of employment.  

• Manpower policy employability 

This concept developed in the US around the 1960s and was an extension of the discussion of 

socio-medical employability, but in other groups.  

• Flow employability 

Flow employability emerged in the French in the sociology literature in the 1960s. Its focus was 

on the demand side of employability. It further focused on local and international labor markets. 

The term ‘employability’ was defined as ‘the objective expectation, or more or less high 

probability, that a person looking for a job can have of finding one’.  

• Labor market performance employability 

Towards the end of the 1970s, this concept emerged focusing on labor market outcomes which are 

a result of labor market interventions. These outcomes were measurable by means of days 

employed, hours worked and payment rates, etc.  

• Initiative employability 

Being found in the hrd literature around the 1980s, this concept emphasized individual initiative. 

Literature pointed to the fact that successful career development requires the development of 

certain skills that are transferable and offers the flexibility to move between jobs, but the onus is 

still on the individual to develop.  

• Interactive employability 

This type of employability emerged in North America and then later in other countries in the 1980s. 

It also emphasized individual employability and attests that an individual’s employability is 

relative to the employability of others, as well as other opportunities, institutions and rules found 

in the labor market. 

The historical revolution of the concept remains relatively important in understanding the 

entertainment industry. Appreciating the development of the concept allows industry participants 

to understand the state of the development of employability in the industry. Initiative employability 
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and interactive employability have characteristics of the current state of employability in South 

Africa. According to the CAJ (2007), employability is not only influenced by what graduates have 

to offer, personal attributes, skills, values and aspiration, but also by external factors such as the 

economy and trends in the workplace (interactive employability). Moreover, Ball (2003) mentions 

that there is more emphasis on individuals to have higher levels of problem solving and decision-

making skills and to be independent learners who have a range of self-management skills (initiative 

employability).  

 

2.4.5. Approaches to employability 

A number of approaches could be adopted to analyze or understand employability. The micro–

level approach focuses on the individual as a level of analysis. The meso–level approach focuses 

attention on the organization and the macro-level approach focuses on society at large (Vanhercke, 

De Cuyper, Peeters and De Witte, 2014).  

The micro-level makes the individual the center of attention, especially when looking at the 

psychology literature, by focusing on the individual’s perception of themselves. Vanhercke et al. 

(2014) argue that self-perceptions are critical, especially since individuals act upon their 

perceptions rather than their objective reality. This focus on the individual enables the individual 

to be responsible for their career, rather than the employer. This is related to the idea of a modern 

career as opposed to a traditional career. The difference between a modern career and a traditional 

career is that in the traditional career, the employee ascends the different levels in the organogram 

of the organization and the relationship between employer and employee is based on loyalty and 

performance expected from the employee as well as job security expected from the employer. In 

the modern career, employability relates to notions such as ‘boundary-less careers’ and ‘protean 

careers’. 

The creative industries subscribe to a portfolio work style (Ball, 2003) and have interdisciplinary 

movement across the respective sectors (CAJ, 2007). To facilitate this movement across the 

different organizations and without organisational boundaries as a limiting factor, scriptwriting as 

one of the core skills required by actors remains a challenge. According to Tuomi and Krista 

(2005), there are few local scriptwriters who are talented and those that are unfortunately lack the 

business skills required to sell their scripts to producers and they are unable to visualize a budget 

and target audience. Hence, the approach adopted by this research is that of a micro-level approach 

to employability which focuses on the individual as the center of attention.  
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2.4.6. The psycho-social model of employability 

According to Fugate et al. (2004) and McArdle et al. (2007), employability constitutes three 

separable but identifiable constructs. These constructs include adaptability, career identity and 

human and social capital (see figure 2.4.), as explained briefly below. 

Adaptability:  

Adaptability refers to a person’s willingness and ability to change their own behavior, feelings and 

thoughts to react to a particular or a number of environmental demands. It also relates to 

playfulness, which is a state of readiness to explore one’s readiness and one’s environment. An 

adaptable individual is one who has a tolerance for ambiguity and finds comfort in novel situations 

in almost any organizational boundary. This construct is related to a proactive personality, which 

is possessed by proactive individuals who are people who effect environmental change and are 

unimpeded by situational constraints.   

According to Ball (2003), working lives are changing in the creative industries, which brings about 

new possibilities within a knowledge-based economy that demands different work patterns. 

Moreover, adaptability remains an important construct in employability (Fugate et al., 2004). Some 

of the challenges in the industry that each individual actor needs to overcome and adapt to include 

limited access to local funding, distribution and facilitation facilities; few available training 

opportunities; and the slow growth in the number of cinema complexes (NFVF, 2010).  

Career identity:  

This refers to how individuals define themselves in their career context. It is more like a ‘cognitive 

compass’ used by individuals to navigate career opportunities. Career identity includes 

competencies such as career motivation, personal meaning and individual values, which are 

regarded as the ‘knowing why’ competencies as identified by Defillippi and Arthur (1994).  

Some of the challenges shared by employers in the 2003 National Skills & Resources Audit Report 

as indicated by Joffe and Newton (2007) included the following: finding workers who share a 

vision of the organisation and have a passion for the creative work and who can overcome the 

pressures associated with the work, such as low wages and stressful working conditions.  
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Human capital:  

Human capital refers to personal variables which are related to a person’s career advancement. 

These variables include education, work experience, training, skills and knowledge. These are the 

‘know-how’ competencies identified by Defillippi and Arthur (1994). These skills or competencies 

are built through occupational learning and professional development activities and require 

continuous learning, thus increasing and building employability.  

According to the NFVF (2010), there is still a need for good acting and training programmes in 

South Africa. In addition, Joffee and Newton (2007) state that new entrants into the sector have 

many access points for training at different levels, which includes informal training through 

community-based organisation, art centers and development agencies, as well as formal education 

through higher education and training like further education and training institutions, universities 

and private colleges. Furthermore, there is the availability of access through technical and 

vocational training using qualifications aligned to the national qualifications framework that 

further offer learnership programmes ranging across a wide variety of qualifications.  

Social capital:  

This is the interpersonal part of employability and is referred to by Defillippi and Arthur (1994) as 

the ‘know-whom’ competencies relating to formal and informal career-related networks. These 

networks or relationships have been proven to be a source providing access to career-related 

information and resources.   

According to Steinfield et al. (2008), social capital has been linked to career advancement, 

organisational success, academic success and emotional development, and has also been linked to 

positive outcomes of access to and use of resources embedded in social networks. Social networks 

like facebook have been noted as being used as instruments to tap into such relationships. 

According to Joffee and Newton (2007), Tom Pictures is an example of a 66% black-owned 

company that is based in Johannesburg and founded by Robbie Thorpe, Akin Omotoso and 

Kgomotso Matsunyane. The partners met through their individual work in the film and television 

industry and developed a friendship based on their common ideas and approaches to the industry. 

Tom Pictures further acknowledges that film festivals provide a good networking opportunity in 

the industry.  



Page 57 of 335 
 

All these dimensions combined contribute to the employability of actors in the South African film 

and television industry.  

 
 

Figure 2. 4. Heuristic model of employability 

Source: Fugate, M., Kinicki, A.J., Ashforth, B.E. 2004. Employability: A psycho-social construct, 

its dimensions, and applications. Journal of Vocational Behaviour, 65:14-38 

 

2.4.7. The changing nature of employability skills 

With reference to Benson, Morgan, Filippaios (2014), there is a change in the employability skills 

of graduates in the workplace. The employability of new graduates considers social skills, which 

include communication and team working and also personality as a skill. These are regarded as 

more important than education or qualifications, which means that social capital is regarded as 

more important than human capital. In terms of the CAJ (2007), the creative industries operate on 

a strong interpersonal rather than inter-firm basis. The creative industries is about people and is 

not product oriented. “Reputation and ‘know-who’ in the community are of critical importance, 

and more significant for success than ‘know what’ and ‘know how’ ” (CAJ, 2007 p.64). Work ethic 

is also emphasized by the institute of directors report in 2017. Work ethics is coupled with being 

hard working, reliable, being able to meet deadlines and being punctual.  
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Amongst the many other skills that are deemed necessary for every graduate to possess, social 

media skills are deemed necessary, especially in marketing-related work where employers are 

expecting graduates to be well vested with the skill to use social media because some employers 

themselves are using social media to check potential employees’ behavior. These skills are 

important and it is imperative for them to be embedded as part of the university curriculum at every 

level or year of study (CAJ, 2007 p.64). These skills would be appropriate and necessary for actors 

in the film and television industry as they need to market themselves on various platforms. 

 

2.5. Boundaryless careers and independent contractors 

 

2.5.1. Boundaryless careers 

The world of work is increasingly changing in nature and experiences the emergence of new forms 

of work. Today’s work environment is characterized by complexity, unpredictability and 

insecurity. The career paths of the 1950s and 1960s were characterized by individuals who were 

not in a position to capacitate and develop at their own pace. Nilsson and Ellstrom (2012) state that 

there is more emphasis on individuals depending on themselves for their own growth and 

individuals that are driven by the challenge of wanting to grow and move from one organization 

to the next.  

According to Van Buren III (2003), the issue of changing career patterns in the academic study of 

management remains a contentious issue. Most employers and employees do not expect to have 

lifelong relationships. This remains a subject of study in the academic field as well as in public 

debate. Optimists believe that boundaryless careers find people in multiple employment settings, 

which allows individuals to prosper economically and provides them with personal fulfilment, 

while making them free from organizational boundaries. An individual participating in a 

boundaryless career is expected to work for a number of organizations in a temporary capacity, 

where each work assignment is regarded as a transactional contract of limited duration.  

This practice dates back to during the industrial and post-industrialized world where there was a 

growing need for flexible work organizations. The most recent trend in flexible work is the 

‘outsourcing’ of work for it to be performed by other organizations or individuals outside the 

organization. This is done by dismantling certain functional areas, such as marketing, customer 
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and technical support, etc. in the organization. This results in a cost benefit for the firm since even 

the size of the organization's employees is being decreased, as well as permanent employees being 

replaced with temporary and flexible-term employment arrangements (Connelly and Gallagher, 

2006).  

The boundaryless career model is of the view that employees are working on a temporary basis 

since an employer is offering a challenging task that allows the competencies of an employee to 

flourish and grow. This will, in turn, make the employee be wanted in the labor market, hence 

increasing their employability, which allows them to move flexibly in the labor market. The 

contract worker gains the advantage of having their skill of job searching exercised, which 

increases their perceptions of their employability (Kirves et al., 2014).  

In terms of the South African Film Industry Economic Baseline Study Report (2013), the Deloitte 

survey that was conducted amongst the industry’s key role players in the year 2012 indicates that 

in terms of the distribution of labour, the industry had 95.64% (a total of 5769) people employed 

on a temporary basis and 4.36% (a total of 263) employed on a permanent basis. The permanent 

employees were employed on average for 12 months, whereas the part-time employees were 

employed for an average of 4 months. According to the South African Industry Report (1998), in 

1995 most employment was created by Actors in the film and Television industry when compared 

to the other creative industries, with 34% of the people working in the industry being female. 

According to the CAJ (2007), the actor is at the core within this project-based structure, but cannot 

accumulate economic activity without the other actors, producers, studios, marketing agents, etc.  

 

2.5.2. Independent contracting 

Independent contractors are defined as “self-employed individuals who contract or sell their 

services to a client organization on a fixed-term or project basis” (Connelly & Gallagher, 2006 

p.96). In this arrangement, an individual is tied up to the completion of the specific task or project. 

On completion of the project, the relationship terminates unless both parties agree to enter into a 

subsequent contract. This is a form of work that can make employees work outside the traditional 

organizational boundaries and organizational controls and exercise their professional careers 

freely. This form of employment as an alternative to the traditional employer-employee 

relationship has grown and become popular.  
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2.6. Social capital 

 

According to Steinfield et al (2008), there are different forms of social capital:  

• Individual and relationship level: Social capital at this level allows individuals to 

capitalize on their connections with others and also to benefit with information and support 

found in their connections. There are two types of individual-level social capital: 

o Bonding social capital: Found amongst individuals in tightly-knit emotionally close 

relationships. These include relationships of friends, family, etc.  

o Bridging social capital: This stems from ‘weak ties’ amongst individuals that can 

provide valuable information sharing amongst each other, but are not necessarily 

emotionally close to each other. Accessing individuals outside one's network 

ensures that a person can be able to gain access to non-redundant information which 

enables individuals to gain access to employment opportunities.  

• Community level: This has been on the decline in the USA in the past several years. An 

increase in social capital leads to commitment amongst community members and an 

increase in the ability to mobilize collective actions.  

The film and television industry of South Africa, for the benefit of this study, focuses on individual 

and relationship level social capital. As per the study illustrated above in Joffee and Newton (2007), 

producers who are from Tom Pictures found each other and worked together because of the 

friendship they had developed in the industry, and they knew and understood each other at a social 

level which later informed the collaborative work they did together. It should be noted that such 

relationships can be open to abuse. According to Paleker (2020), an activist organisation called 

‘swift’ undertook a study in 2017 and found that 66.7% of woman feel unsafe as a result of sexual 

harassment and gender discrimination in the industry and a further 64% reported non-consensual 

sexualized touching as being extensively normalized. Therefore, it is important that this social 

capital is not open to abuse.  
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2.6.1. Internet usage 

Socially connected people do better in life (Benson et al., 2014). According to Steinfield et al. 

(2008), in the past decade, there were a number of studies conducted which explored internet usage 

and its association with the psychological and social wellbeing of an individual, but they had mixed 

results. Some studies found that people who had heavier usage of the internet were often associated 

with loneliness, depression and stress. Other studies conducted saw this view slightly changed. 

When introverts were compared to extroverts measured on their internet usage, it was found that 

extroverts are more likely to experience the benefits of internet usage than introverts. More and 

more research is still being conducted in the area, especially exploring possibilities of the use of 

social network sites for building social capital. There are suggestions that new forms of social 

capital and relationship building will occur especially because of the capabilities of the 

technologies used for functions such as the distribution of photos, search capabilities, etc. There 

are also views and hypotheses that social network sites could increase the number of weak ties 

since social sites are affordable and can allow individuals to maintain these relationships more 

easily (Steinfield et al., 2008). According to Steinfield et al. (2008), it was found that facebook 

usage was strongly associated with the existence of bridging social capital, which might indicate 

that young adults were using facebook to maintain a large heterogeneous number of friends. On 

the contrary, it could be that young adults with large heterogeneous networks were motivated to 

maintain this network with a service like facebook.  

 

In 2004, the emergence of online social networking has provided a different way in which to build 

and exploit connections for career management. Most professionals acknowledge that social 

networking is important for business and development (Benson et al., 2014). To compare the 

different social networking platforms includes:  

Linkedin: This networking site dominates the professional networking platform and has 150 

million registered users. In 2012, in it had about 21% of this 150 million being members of the 

youth between 18 and 21 years of age.  

Facebook: This was one of the most visited websites in 2011, attracting over half a billion users 

worldwide.  

Twitter: In 2012, Twitter gained the position as a micro-blogging site with over 500 million users. 

Google +: has displayed rapid growth of its membership, gaining about 101 978 members from its 

launch in less than a year (Benson et al., 2014).  
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The practical importance of these platform is that in the film and television industry, they turn into 

being the platforms upon which recruitment and selection activities take place. According to 

Grugulus and Stoyanova (2012), these friendships developed in such platforms with the projects 

often being short-term, becoming a flexible approach to acquiring the necessary talent in a short 

time.  

 

2.7. Summary 

 

This chapter began with a discussion of talent development and related topics, such as training, 

development, education and learning. Talent development architecture, informal learning and 

specific talent development programmes were identified. These programmes were also identified 

for the film and television industry of South Africa. The chapter proceeded to discuss talent 

management. This discussion was about what talent management is and how the term ‘talent’ 

developed through the years, until it is defined in contemporary literature, looking at talent from a 

number of viewpoints. The chapter also discussed the concept of employability, looking at self-

perceived employability; the historical evolution of the concept; approaches to talent development, 

as well as the changing nature of employability skills. The chapter concluded by discussing 

boundaryless careers, independent contracting, as well as social capital. The next chapter will 

discuss the theoretical framework of the study, which will encompass a number of different 

theories that underpin the study.   
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Chapter 3: Theoretical framework 

 

3.1. Introduction 

 

The previous chapter provided an in-depth review of the literature which highlighted key writings 

related to the research sub-objectives of the study, namely talent development, employability and 

social capital, etc. The current chapter (theoretical framework) presents theories that underpin the 

study of talent development. The study of talent development is informed by literature and theories 

from the field of education, giftedness and educational psychology. The chapter presents theories 

related to giftedness education, to the film and television industry, as well as to talent development. 

Under the first category (theories related to giftedness), the chapter describes six theories, namely: 

the enrichment triad model; three ring model; composite conception of giftedness; sea star model; 

Munich models of giftedness, as well as Cagne’s developmental models of natural abilities. The 

second categories (theories related to film and television) present two theories which are domain-

specific-artistic and musical giftedness and the productivity/artistry model. The third category 

(theories related to talent development) of the chapter will present the stages of talent development; 

personal talent development theory; the dynamic interactive process model; the mega model of 

talent and the differentiated model of giftedness and talent. Lastly, the chapter will describe the 

theoretical framework that underpins this study, called Cagne’s expanded model of talent 

development.  

 

3.2. Theories related to giftedness 

 

The field of talent development is found in literature from the fields of giftedness and educational 

studies.  

 

3.2.1. The enrichment triad model (Renzulli, 1977)  

The founder of this theory is Joseph Renzulli, who advocated a theory that clearly defines the 

nature of giftedness. He indicates that giftedness is ‘creative productivity in adulthood’. Three 
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characteristics that identify this theory, namely above-average cognitive ability, high levels of task 

persistence and creativity (Olszweski-Kubilius, Subotnik and Worrel, 2015).  

 

How does the model relate to the study?  

The enrichment triad model makes a contribution to the understanding of giftedness by asserting 

that giftedness is a function of above-average cognitive ability. The notion of above-average ability 

dominates contemporary literature on talent development, with some authors defining talent as 

relating to above-average ability or performance. This theory notes that in order to achieve, there 

needs to be a repetition of the task (task persistence), which creates the foundation upon which 

training, and development takes place. In order to master a craft, there needs to be a certain level 

of repetition taking place in that task/craft.  

According to the NFVF (2014), there was an establishment of the learnership programmes in the 

South African film and television industry with the enactment of the skills development act, section 

17 (1) which defines a learnership as an agreement entered into between the learner, the employer 

and the training provider which is accredited by South African qualifications framework. 

Learnerships provide opportunities to learners to train formally at the workplace. This is based on 

the premise that the learner repeats the task until they master it.  

 

3.2.2. Three-ring model (Renzulli, 1986) 

According to Miller (2012), this model was formulated by Joseph Renzulli in 1986. However, its 

research base goes back to 1978 (Miller, 2012). This model, identified three attributes as 

contributing to giftedness, namely: above-average ability; task commitment and creativity. 

Furthermore, situational creativity was also considered as an attribute which arises from the 

problems posed to a person and lastly, real product creativity comes from self-selected problems. 

This model makes a connection between creativity and giftedness since it is presented visually as 

a three-ringed model that comprises average ability, task commitment and creativity at the center 

of the circles. Consequently, creativity needs to be present in order for giftedness to take place. 

This model is known because it is almost similar to another model by Renzulli, called the 

enrichment triad model (Renzulli, 1977). It has advantages because this model is flexible, offers 

the opportunity for generalization and is also limited to certain domains, situations or ages.  
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Figure 3. 1. Graphic representation of the three-ringed definition of giftedness 

Source: Renzulli, J.S., 2016, ‘The three-ring conception of giftedness’, in S.M. Reis (ed, 

Reflections On Gifted Education, pp. 55-86, Prufrock Prufrock Press, Waco.  

 

How does the model relate to the study?  

This model upholds creativity as a requirement required in order for giftedness to take place and 

is also relevant for any domain, like acting. 

The acting profession finds itself in the creative industry, which relies on and uses much creativity. 

Hence, task commitment requires an individual to be passionate about what they do. According to 

Joffee and Newton (2007), the employers that participated in the 2003 National Skills & Resources 

Audit Report noted that some of the challenges in the industry included finding workers who share 

the same vision as that of the organisation or sector and who have passion for creative industry 

work, which is necessary as it will sustain them in the face of the low wages and stressful working 

conditions that the industry often lends itself to.  

 

3.2.3. Composite conception of giftedness (Feldhusen, 1986) 

According to Anghel (2016), the composite conception of giftedness belongs to Feldhusen 

(Feldhusen, 1986). The concept of giftedness is defined on a continuum of childhood-adulthood 

and considers the age of a person.  Giftedness is defined as “a combination of general ability, 

special talents, self-concept and motivation that predispose the gifted individual to learn, to 

achieve, and to strive for excellence” (Feldhusen, 1986 p.125). In essence, talent is being explained 
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as one of the components of giftedness.  These are regarded as a set of abilities which are related 

to a certain area of human functioning. This can be proven by the performance of certain tasks an 

individual is required to perform. These tasks can be in areas such as academic: science, math, 

literature, social studies, computer science; artistic: creativity; and vocational areas such as the film 

and television industry: family economy; industrial art, agriculture, business, etc. 

 

How does the concept relate to the study? 

This theory considers the multiple-factors that affect giftedness. It also notes the role played by 

age in the achieving of excellence in one's area of dominance. The factor of self-confidence speaks 

to the internal belief a person has, as well as the motivation that propels them to want to achieve. 

Many actors need to be motivated and to have a strong concept of themselves. According to 

Grugulus and Stoyanova (2012), in 1990, Britain’s tv sector was dominated by four major 

terrestrial broadcasters and in order to enter the market, most job entrants being graduates needed 

to start with low paying jobs and acquire the required skills and move up the hierarchy, whereby a 

lot of progression happens through social capital.  

This affirms the point that age played a factor in achieving excellence in the area of dominance. 

 

3.2.4. Sea star model of giftedness (Tannenbaum, 1986) 

According to Olszweski-Kubilius, et al. (2015:145), this theory was developed in 1986 and was 

revised in 2003. Tannenbaum provides an explanation of talent development from the emergence 

of ability during a person’s childhood up until the fulfilling of potential during adulthood. In his 

definition, Tannenbaum indicates that “developed talents exist only in adults”. The model 

comprises five components which are crucial to change potential into creative productivity in 

adulthood, namely (a) general ability, (b) special or domain-specific abilities, (c) non-cognitive 

factors, (d) environmental supports and (e) the positive role of chance. Non-cognitive attributes 

that regarded as into the fulfilling of the talent development process, including motivation; a strong 

self-concept; perseverance to overcome resistance or obstacles along the path to interpersonal 

skills; and the role of chance in fulfilling potential.  

 

How does the model relate to the study?  

This theory enhances the contribution made by previous studies that indicated that giftedness is a 

function of a number of factors. Now it becomes a bit clearer that talent development itself is 
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directly a function of the emergence of ability that needs to be nurtured up until it is realized as 

potential during a person’s adulthood. This builds on the notion that there needs to be some form 

of nurturing of this ability through a number of programmes in order for it to really yield the 

required results. Of special interest is the role played by environmental factors and the positive role 

of chance. 

This theory creates the foundation of what is evident in the film and television industry, of actors 

becoming successful because they were born in a particular location or within a particular family, 

hence possessing a certain genetic make-up that assists them to strive in their profession. Ashton 

(2011) argues that the employability of graduates is not about the offerings graduates can give with 

regard to their degree subjects, personal attributes, skills, values and aspiration but this is a learning 

process that is also influenced by external factors such as the economy and trends in the workplace. 

This substantiates the role played by external environmental support systems in the employability 

of actors.  

 

3.2.5. Munich models of giftedness (Munich, 1992) 

The Munich models have developed and evolved into a variety of multi-factor and multi-

dimensional models over the years. The main changes are:  

3.2.5.1. Version 1: Munich model 

In terms of Anghel (2016), this model considers the factors that have to be considered by an 

educator of highly gifted people. Consideration has to be made of personal factors (these include 

cognitive and non-cognitive factors) and environmental factors (these include family influences; 

educational style; the company of others, etc.). This model regards ‘giftedness’ as a multi-

factorized ability construct that exists within the non-cognitive construct network, social 

moderators, as well as performance-related variables.  

The model has: 

• Seven factors that predict whether a person is regarded as talented. These include 

intelligence, creativity, social competence, musicality, artistic abilities, psycho-motor skills 

and practical intelligence.  

• Six moderators, which depend on personality characteristics, including achievement 

motivation; hope for success; control expectations; thirst for knowledge; coping with stress; 

and positive self-concept. Moderators are those factors that are dependent on the 
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environment, namely the educational style, home environment stimulation, parental 

education level, family climate, school climate, etc.  

• Performance area of manifestation: these include mathematics, technology, musical-

artistic ability etc. 

 
Figure 3. 2. The Munich model of giftedness 

Source: Heller, K.A. 2013. Findings from the Munich longitudinal study of giftedness and their 

impact on identification, gifted education and counselling. Talent Development & Excellence, 

5(1):51-64 

 

3.2.5.2.Version 2: Munich process model 

Later, the theory was modified and expanded upon by Ziegler and Perleth in 1997. The issue of 

expertise and its relation to its development in gifted people was considered. The Munich process 

model of giftedness was formed and the individual/ ability factors had the same role as predictors 

from the initial model. In this model, an active learning process takes place, which has individual, 

personality and environment factors that raise the level of expertise by outstanding achievement in 

the different fields where a human being displays their activity.  
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3.2.5.3.Version 3: Munich dynamic ability-achievement 

The Munich dynamic ability- achievement model was developed by Perleth in 2001. It shows three 

stages of expertise development; (i) pre-school age, (ii) on-school age and (iii) on university or 

profession. The model shows the individual characteristics needed to achieve learning, as well as 

the competence needed to cross all the stages of expertise.  

 

Figure 3. 3. The Munich dynamic ability-achievement model 

Source: Heller, K.A. 2013. Findings from the Munich longitudinal study of giftedness and their 

impact on identification, gifted education and counselling. Talent Development & Excellence, 

5(1):51-64 

 

How does the model relate to the study?  

The Munich theory plays a role by informing those who are an educational specialists in the field 

of talent development on what to look out for when developing talented individuals. This in turn 

informs the individuals themselves on which areas of their profession they need to focus on for 

their talent to be developed. Furthermore, the Munich models are centralized around the individual 

and not around development at a group or institutional level. Lastly, if an individual needs to 

develop their talent to reach an expert level, then they need to do so at a pre-schooling stage, 

schooling stage, university or professional level.  

Such a scenario is evident in the acting industry, since there are a number of programmes found at 

institutions at these different levels that seek to develop the talent of individuals. When looking at 

the pre-schooling stage, the research of Nieuwmeijer (2013) becomes significant as the author 

identified that young children learn largely by play when the author was looking at the role of play 

in music education for young children. This research further elaborated on the role of a teacher as 

a support function in children learning how to play music. With reference to figure 3.1, there is 

great emphasis on the influences of the environment and moderating factors such as an individual’s 
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ability to cope with stress in the industry that ultimately results in them excelling in the 

performance areas of arts, and in this case the film and television industry.  

 

3.2.6. Cagne’s developmental model for natural abilities 

 
Figure 3. 4. Cagne’s developmental model for natural abilities 

Source: Cagne, F. 2013. The DMGT: Changes within, beneath, and beyond. Talent Development 

& Excellence, 5(1):5-19 

 

This model depicts what makes natural abilities, which is what is regarded as the foundation of 

talent development.  

 

How does the model relate to the study?  

Natural abilities are regarded as the foundation of talent development and happens through a 

process called the ‘talent development process’. This theory provides in-depth enlightenment on 

natural ability (gifts) and declares that it is only a few that have these natural abilities. 

Hence in essence, when looking at the film and television industry, one would expect a number of 

actors to be involved in the profession, but only a few possess such natural ability. This is what 

informs the literature on whether talent is innate or acquired.  According to Udomisor and Tosin 

(2013), the Nigerian film industry, despite recording a number of achievements, is still battling 

with the problem of scriptwriting, which then affects the performance of actors and actresses in the 
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industry. Scriptwriting is one of the natural abilities that distinguishes people in the industry.  

Udomisor & Tosin (2013) state that scriptwriting is an art as well as a craft, thereby needing to be 

developed through the talent development process. It is noted that the Nigerian film industry’s 

scriptwriters are not trained for scriptwriting and the scripts are often given to producers who have 

many portfolios to control. In South Africa, according to the NFV (2014), many respondents 

indicated that there was generally a lack of writers in the drama series sector who have the right 

balance of creative and technical skills. Furthermore, a lack of crucial skills to perform the job 

were noted as some of the impediments in the industry.  

This points to the fact the natural abilities that some possess in the industry need further 

development through the talent development process in order for these abilities to benefit the 

industry on a large scale.  

 

3.3. Theories related to film and television  

 

3.3.1. Domain-specific: artistic and musical giftedness (Winner, 2000) 

According to Miller (2012), this theory of giftedness is specific to a particular domain, unlike the 

other theories that are applicable to a number of domains. Winner’s (2000) theory focuses on the 

development of artistic and musical giftedness. It also identifies creativity as an essential 

component of the model. There is a distinction that it makes between creativity with a small ‘c’ 

and creativity with a big ‘c’. Creativity with a small ‘c’ is when a person is able to solve problems 

and make changes in unique and different ways, but the big ‘c’ means one is making a difference 

and changes at the level of the domain. This theory alludes to the fact that hard work without 

creativity is not sufficient for giftedness to take place, but that a combination of innate aptitudes 

and the inner drive to achieve something at mastery level is sufficient for giftedness to take place.  

 

How does the theory relate to the study? 

Since this study takes place in a particular industry that has distinct individuals as characterized by 

the requirements of the industry, this theory presents giftedness specific to the industry. The theory 

alludes that it is not sufficient to work hard but not have creativity for giftedness. Thus, the 

importance of creativity is highlighted. The importance of a combination of aptitudes and an inner 

drive ensures that an individual masters their craft. 
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Actors in this field engage in a number of activities to ensure that they reach a mastery level. 

According to Seifert and Hadid (2006), the music space saw the merger of sony music and bmg in 

2005. The authors state that this company uses a strategy of developing long term multiple selling 

artists in the music industry. This company is domain specific to the music area and produces 

exceptional talent. In the film and television industry, the domain-specific attributes are noted by 

the NFVF (2014) as there is a need for good film producers and creative practitioners who have 

high creative and technical abilities to work in the production of value feature films. There is also 

a demand for high-skilled practitioners, black hod’s, multi-lingual scriptwriters, performers and 

editors in the industry. This is the creativity required specifically for this industry. According to 

Adebola, Oyekunle and Siraya (2018), creativity is a resource that is deeply rooted in the South 

African social, cultural and historical context.  

 

3.3.2. Productivity/artistry (sp/a) model (Subotnik and Jarvin, 2005) 

In 2005, Subotnik and Jarvin conducted a study where they created the productivity/artistry (sp/a) 

model showing the effects of psychosocial skills as the catalyst for individual moves from one 

stage of the talent development process to the next. This is almost similar to the bloom model as it 

is also a three-stage model. In this model, the age at which the first stage starts varies with the 

domain of talent or the musical instrument of the child. The first stage involves the ‘transformation 

of raw abilities into growing competencies’. The individual needs to have the willingness to learn 

and extrinsic rewards play a role in helping this transformation to take place, as does parental 

support. The second stage is growing competencies into expertise with no pressure but only 

parental support. Mediating factors to enable this to happen include the opportunity to perform and 

social skills such as collegiality. The third stage of the model includes moving away from 

expertise to scholarly productivity or artistry.  

The essence of this model is the role played by psychosocial skills in transitioning an individual to 

higher levels of their artistry (Olszweski-Kubilius, et al., 2015). 
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How does the model relate to the study?  

This theory is relevant in that it emphasizes the transformation process that takes place when an 

individual is still regarded as having raw ability, until these raw abilities are transformed into 

competencies relevant in the profession. The third stage makes reference to scholarly productivity, 

which is when the actor becomes competent and productive in the field. The whole transformation 

process is typically what is referred to as the ‘talent development process’, since it is about the 

developing of an individual’s talent up until they unleash their true talent.  

The South African film and television industry focuses its development based on these different 

levels. According to CAJ (2007), there is a formal and informal education system in the industry 

in South Africa. Formal education consists of in school arts education (arts education entrenched 

in the high school curricula); higher education (offered through further education and training 

institutions, private and public tertiary institutions), as well as technical and vocational education 

and training. Informal education is catered for through informal arts education and training (mostly 

through community arts training). These different levels best represent the different stages 

presented by the theory to show the development of talent throughout the different stages. 

 

3.4. Theories related to talent development 

 

3.4.1. Stages of talent development (Bloom, 1985) 

In 1985, Bloom and his colleagues developed a model that seeks to align the level of support during 

the talent development process with the level or stage that the person is in.  The model is divided 

into three stages that each seeks to develop the individual’s potential. The first stage is called the 

‘romance stage’, which is characterized by ‘a playful engagement with the topic or domain of 

interest’. This engagement with the domain of interest ensures growth on the part of the child and 

parents and teachers will provide a supporting function. The second stage ensures that support is 

given to the child outside the school borders or outside the school instruction in order to enable 

further learning of the technique or, skill and the provision of emotional support. The third stage 

is for those children that persist in showing more confidence and interest in a particular domain, 

who then require a third type of mentor or teacher to guide the child through creating a unique 
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piece of adult work. The essence of this model is that teachers provide the emotional support 

throughout the talent development process (Olszweski-Kubilius, et al., 2015). 

 

How does the theory relate to the study?  

Blooms talent development theory is a foundation for a number of scholarly works based on the 

view that talent is developed or realized from a young age. There needs to be a playful engagement 

with the domain. A number of actors realized that they have this ability or gift from a young age 

and that realization happens through a playful engagement with acting. The role of support 

personnel such as teachers, parents and mentors (formal or informal) is realised. This support 

function happens even outside the borders of the classroom, in communities such as community 

theatres. Emotional support is needed in the profession since a number of factors affect an 

individual leaving the profession, or leading them to stop growing their talent.  

 

3.4.2. Personal talent development theory (Moon, 2003) 

Sidney Moon designed this theory in 2003 (Moon, 2003) about personal talent, which is regarded 

as “the ability to select and attain difficult life goals that fit one’s interests, abilities, values and 

contexts” (Paul & Seward, 2016 p.315). This theory fits well when used in conjunction with the 

Domain-specific talent development theory since it looks into the socio-emotional tasks and skills 

that students need in order for them to achieve at high levels. The skills emphasize the interest that 

students have, their values and knowledge regarding the context as factors that they need to think 

about and consider when making or setting career goals. The consideration of these factors will 

later lead to psychological well-being and overall fulfillment.  

This theory comprises five factors, namely: self-knowledge; environmental knowledge; 

psychological knowledge and skills (these skills include goal-setting); personal decision-making 

skills; and self-regulation skills (goal achievement). 

 

How does the theory relate to the study? 

Self-knowledge, self-regulation, and personal decision-making are all factors that somehow 

become important for the success of an actor in this profession. This theory is relevant for the 

study’s aim to investigate talent development for individuals and not organizations or institutions, 

etc. According to Siebert and Wilson (2013), the unemployment rate for new graduates is at its 
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highest over the past decade and hence there is a stark warning for graduates without work 

experience that they will not find a job easily. This is some of the environmental knowledge that 

participant in the film and television industry need to be aware of. According to Siebert and Wilson 

(2013), work in the creative industries is increasingly becoming uncertain and competitive. There 

has been a high number of graduates that take up work with no pay, which is voluntary work. The 

statistics show that around three-quarters of photographers, 58% of radio freelancers and about 

half of the tv workforce had taken voluntary unpaid work. The above theory points to the decision 

taken by the self and goals they set for themselves in line with environmental knowledge. The 

psychological knowledge alluded to above by the theory would also be applicable to the industry. 

According to Siebert and Wilson (2013), the forming and maintaining of professional contacts and 

networks are found to be crucial in the recruitment and selection, career development and 

knowledge-sharing with people already in the industry. This ‘social mechanisms’ can be an 

advantage for some and a disadvantage, calling for exclusion for some in the industry. 

 

3.4.3. The dynamic interactive process model of talent development (Ngara, 2010) 

This model is based on the concept of creativity in the arts and it attests that creativity emanates 

from six factors, including inherent/internal factors, activation catalysis, an individual’s unique 

experiences, practical/experience, cultural consciousness and domain-specific consciousness. This 

model and its visual depiction illustrate a simplified representation of a complex phenomenon. 

Creative potential is something within an individual (inherent/innate), but it requires to be activated 

or re-activated by catalysts that somehow remind one of their unique experiences, cultural 

consciousness and domain-specific consciousness, which happens through an interaction that leads 

to practice.  
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Figure 3. 5. A dynamic and interactive process model of creativity: ‘shona artists’ constructions 

of the origins and development of inspiration and vision in the art 

Source: Ngara, C. 2010. The talent development model: An african perspective of shona culture. 

Talent & Excellence, 5(2):23-30 

 

How does the model relate to the study? 

The Dynamic Interactive Process model emphasizes an individual’s unique experience which 

makes them domain conscious and which is basically about being aware of the requirements for 

the industry from an individual. These requirements are about what needs to develop in order to 

reach one’s dreams, ambitions, vision, etc.; ultimately, what one desires to achieve in the 

profession.  

Drawing on individuals’ unique experiences from the model, the South African film and television 

climate has historically resulted in the oppression of women in the industry and hence SA women 

have many experiences that they share in the industry. According to the South Africa Country 

Report (2015), the industry has been male dominated partly because of apartheid discriminatory 

law that prevented women engaging in economic activities. To share a few statistics, between 2000 

and 2007, of the 55 films that were produced locally, only 6 were produced by women; 9 out of 
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the 55 were of stories written by women; and 6 of the films had female directors. Further the South 

Africa Country Report (2015) indicates that through different initiatives to empower women, some 

of the achievements saw South Africa films doing well on the international stage. To name a few, 

‘izulu lami’ (my african sky) and Otello Burning were written, produced and directed by Sarah 

Blecher, who has won a number of local and internal awards for her work in writing, directing and 

producing dramas and films. In a nutshell, the individual’s unique experience and situation makes 

them more domain conscious and aware of the requirements of the industry.  

 

3.4.4. Mega model of talent (Subotnik et al., 2011) 

The mega model of talent is a model intended to apply to all talent domains, meaning all fields 

such as music, acting, dancing, athletes (performance-oriented domains), as well as composers, 

writers, choreographers and scholars (production-oriented domains). All these domains have 

developmental trajectories, implying that they have a beginning and an end. It is only the timing 

that is different in terms of which develops faster than the other. Additionally, timing is influenced 

by physical maturation in fields such as sports; opportunities to engage; systematic identification 

procedures, as well as knowledgeable adults. The talent development process, as in the Subotnik 

and Jarvin (2005) model, is developmental whereby abilities are developed into competencies, 

competencies into expertise and expertise into eminence (Olszweski-Kubilius, et al., 2015). 

 

How does the model relate to the study?  

This model is based on the same premise as the productivity/ artistry model. In both these models, 

abilities are developed until they reach a particular level. The mega model regards this ultimate 

level as eminence. In the film and tv industry, this eminence would ideally be called success, fame, 

stardom, etc. This is when one feels that they have obtained all the necessary skills required for 

them to be employable. According to Seifert and Hadida (2006), the music industry is a highly 

dynamic industry and the ability to select talent that is susceptible to generating repeat hits is 

important. The industry is characterised by high levels of upfront investments towards identifying 

and developing talent, but this yields low returns on investment. The context of this paper 

acknowledges information shared by the mega model of talent, that is to say, talent has a beginning 

and an end and unfortunately in this music industry, the end seems to reach the musicians quicker 

than expected. 
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3.4.5. Differentiated model of giftedness and talent 

The differentiated model of giftedness and talent (DMGT) addresses the laxity of definitions 

surrounding the field of talent, mostly ‘giftedness’ and ‘talent’. The differentiated model makes a 

distinction between two types of abilities, which are natural abilities (gifts) and systematically 

developed skills (talents) (Cagne, 1995). 

 

The updated and latest version is the DMGT 2.0, updated in 2008.  

 
Figure 3. 6. Cagne’s differentiated model of giftedness and talent (2008 update) 

Source: Cagne, F. 2013. The DMGT: Changes within, beneath, and beyond. Talent Development 
& Excellence, 5(1):5-19 

 

 

The model (see figure 3.6) comprises six components, which include the gifts; talents; talent 

development process; intrapersonal catalysts; environmental catalysts; and the chance factors. The 

six components can be grouped into two distinct trios: (a) the talent development trio and the 

supporting (Cagne, 2008).  
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 The talent development trio:  

According to Cagne (2008), Anghel (2016) and Cagne (1995), this trio looks into the interaction 

of three components which summarize the conception of talent development by this model that 

looks into the transformation of gifts into talent.  

 

• Giftedness: is about having or possessing natural abilities or aptitudes that are called 

‘gifts’. This is displayed in a domain wherein a person is able to perform and this then 

places the individual amongst the top 10% of their peers in the same age bracket. The 

diagram distinguishes between the different gifts (G) and makes a distinction between the 

four natural ability domains; intellectual (Gi); creative ability (Gc); social or socio-

affective (Gs); and the physical or sensory-motor (Gp). These four domains usual stem 

from how an individual is genetically made-up and can then be observed by how children 

handle every task given in their schooling careers. It is clearer to see gifts amongst children 

because they are less influenced by the moderating variables of the environment. All four 

domains belong to the mental realm or dominion. However, there is also the physical realm 

that consists of two more domains, namely muscular (Gm) and motor control (Gr) (Cagne, 

2008; Anghel, 2016; Cagne, 1995 & Cagne, 2013).  

• Talent (T): is about mastering certain competencies, which could be either knowledge or 

skills that, when mastered, place the individual amongst the top 10% of their peers. Peers 

could be seen as the people who have the same type of learning experience coupled with 

the same opportunities, etc. This is the outcome of the transformation of gifts from natural 

abilities and they are systematically developed competencies which are seen in a particular 

field of activity. These become the outcomes of the talent development process and, on the 

potential-performance continuum, they represent the performance component. This is an 

evolutionary process that occurs in all professional fields. Talents are found in academia, 

the arts, business, leisure, social actions, sports, technology, etc. (Cagne, 2008; Anghel, 

2016 & Cagne, 1995). The different occupational classifications are underpinned by the 

realistic, investigative, artistic, social, enterprising and conventional (RIASEC) model by 

Holland, as well as the international labor organization’s international standard 

classification of occupations (ISCO) (Cagne, 2013).   
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• Development process (D): The talent development process is formally defined as “the 

systematic pursuit by the talented, over a significant and continuous period of time, of a 

structured program of activities leading to a specific excellence goal” (Cagne, 2013 p.8). 

The process of development can be formed in three ways; maturation, spontaneous learning 

and systematic. Anghel (2006) also mentions that there are four, by the inclusion of 

‘deliberated practice’ before systematic learning. Natural abilities are viewed as ‘raw 

materials’ and the process of talent development would be started when the child engages 

in active learning, systematic engagement and learning (Cagne, 2008). 

 

 Maturation: “is a process largely controlled by genetic endowment. It ensures the growth 

and transformation of all biological structures and physiological processes called 

endophenotypes” (Cagne, 2008 p.223).  Spontaneous learning: This refers to the 

knowledge and the information acquired as part of everyday learning. This knowledge is 

practical and unstructured and may refer to general knowledge, language skills and social 

skills mastered by young children before entering the schooling system. Systematic 

learning: This is a conscious intention to acquire certain specific skills or acquire certain 

learning goals. The updated version of the model (Cagne, 2013) makes a distinction 

between activities (Da), investment (Di) and progress (Dp), with each of these having 

multiple facets. 

 

The ‘supporting cast’ trio:  

With reference to Cagne (2008), Anghel (2016) and Cagne (1995), the ‘supporting trio’ is 

represented by the catalysts that facilitate the talent development process. These are intrapersonal 

catalysts, environmental catalysts and chance.  

• Intrapersonal catalysts (i): These include physical and psychological factors. 

‘motivation’ and ‘volition’ are factors playing a role as far as facilitating and sustaining the 

process of talent development. ‘Self-management’ provides a set structure to the process 

and other daily activities. ‘Hereditary disposition’, which could also be called 

‘temperament’ can either promote, hinder, slow down or stop the talent development 

process.  
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• Environmental catalysts (e): This is the environment under which the individual is living 

and these include macroscopic elements (such as geographical factors, sociological factors 

and demographic factors) and microscopic elements or important people for the subject 

(such as the size of the family, age, gender, siblings, etc.). Other factors included in 

environmental catalysts are the many different persons like parents, teachers, siblings and 

peers who could exert a positive or a negative influence on the talent development process. 

Life events or major events are prone to influencing an individual and exert pressure, either 

positively or negatively. These life events include death in the family, major accidents or 

illness, etc.  

• Chance (C): Based on the previous versions, the chance element or factor does not 

represent a causal factor but rather a non-causal factor. This represents the chance of an 

individual being born into a particular family, the chance of attending a school that offers 

programs for talented students, etc. In the updated version of the model, chance is regarded 

as a causal factor influencing G, I, D, E. Thus chance was no longer put on a visual 

representation, but rather at the back of all these elements.  

 

How does the model relate to the study?  

The differentiated model ultimately makes a clear differentiation between gifts and talent, whereas 

the other models present concepts that mean almost the same thing. With this model, a number of 

supporting factors are clearly shown to support this ‘development processes that seek to transform 

gifts into talent’. Talent is regarded as those specific skills and professional competencies required 

for a person to exist in their professional environments. This model provides more content and 

integrates many of the views shared by the previous theories.  

This model draws closer to the design of this study. It makes reference to the talent development 

trio (giftedness, talent and development process), as well as supporting cast trio (intrapersonal 

catalysts, environmental catalysts and chance). Giftedness is about the abilities that actors are born 

with to be in the creative space and be artistic in nature. Talent is about the actors having to master 

the skill of acting as per their specific genre of participation in the industry and also to easily be 

identifiable amongst the top in the domain, sector or sub-sector in the industry. The development 

process refers to the various formal and informal training they undergo to learn the industry-

specific and industry cross-cutting skills. This is all facilitated by the supporting cast trio of 

intrapersonal catalysts such as motivation that enables an actor to propel and be determined to 
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succeed no matter the various hindrances and obstacles presented along the way. The 

environmental catalyst is about that certain environment that actors find themselves in, which could 

either enable or disable an actor from reaching their full potential in the industry, for instance the 

oppression of women in the industry. Lastly, chance is about some success happening through the 

chance that the individual was in the right place at the right time, or a film production being created 

that the individual actor best fits the description for and that is the required from the actor in that 

production.  

 

3.5. Theoretical framework for the study 

 

3.5.1. Cagne’s expanded model of talent development 

 
 

Figure 3. 7. Cagne’s expanded model of talent development 

Source: Cagne, F. 2013. The DMGT: Changes within, beneath, and beyond. Talent Development 

& Excellence, 5(1):5-19 

 

In terms of Cagne (2013), this model combines all Cagne’s models into one integrated model. The 

G denoting Gifts finds itself at the center of the model, connecting what makes the natural abilities 

(on the left) to the talent development process (on the right). This model indicates that talent 
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development has its origin in the build-up of natural abilities early, as far as the chance entailed in 

a sperm cell meeting an ovum. A unique genotype is produced in the fertilized egg and each egg 

multiplies according to the embryogenesis process until the unique birth of a baby. The maturation 

process continues after birth and already the natural abilities, mental and physical abilities take 

form. The catalysts make their contribution at this stage during informal learning. After this 

maturation process, the child will upon late childhood or upon early adolescence enter the threshold 

of the 10%, depending on the type of field chosen. The chosen field will depend on natural abilities 

and interests. The chosen field is the one in which they mostly embark on a journey that will lead 

them to top performance as described by the DMGT model. Thus, talent development “can result 

from a complex series of interactions between the four groups of causal components and it becomes 

a choreography unique to each individual” (Cagne, 2013 p.16).  

 

How does the model relate to the study? 

The expanded model of talent development is the most suitable theory for this study since it 

integrates and aligns with the study’s objective. This theory helps the researcher to understand 

more about individual talent development in the film and television industry. The study’s first sub-

objective is to understand the relationship between employability and talent development. The 

model provides a model for a discussion to take place as far as developing of talent through a 

number of initiatives such as informal learning. Sub-objective 3 of the study identifies the 

relationship between employability and social capital. Social in the model is presented as social 

(GS) under gifts. Sub-objective 4 is about human capital, which the model defines under its 

development component. The greatest advantage of this model is that it is an individual-level 

model and it is not confined to certain organizational boundaries, similar to what the study aims to 

achieve.  
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3.6. Summary 

 

This chapter presented theories that underpin the study of talent development. The study of talent 

development was informed by literature and theories from the field of education, giftedness and 

educational psychology. The chapter presented theories related to giftedness education, theories 

related to the film and television industry, as well as theories related to talent development. Under 

the first category (theories related to giftedness), the study discussed six theories, namely: The 

enrichment triad model; the three-ring model; the composite conception of giftedness; the sea star 

model; the Munich models of giftedness, as well as Cagne’s developmental models of natural 

abilities. The second categories (theories related to film and television) discussed two theories 

which were domain-specific-artistic and musical giftedness and the productivity/artistry model. 

The third category (theories related to talent development) saw the chapter presenting the stages 

of talent development; personal talent development theory; the dynamic interactive process model; 

mega model of talent; and the differentiated model of giftedness and talent. Lastly, the chapter 

discussed the chosen theoretical framework that underpins the study, which was identified as 

Cagne’s Expanded Model of Talent Development. The next chapter will discuss the film and 

television industry in South Africa and shall give the reader insight into the state of talent 

development and employability in South Africa.  
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Chapter 4: Research methodology 

 

4.1.Introduction 

 

The previous chapter discussed the South African film and television industry. This chapter 

unpacks the research methodology used in the study. The chapter begins by highlighting the 

different research paradigms with the aim of identifying the most suitable philosophy for the study. 

The chapter will then identify the research problem for the study, as well as the main and secondary 

research objectives. The research question will be presented, linked to the research objective of the 

study. The chapter then proceeds to identify the research design, which describes the mixed 

methods research design as the research approach for the study. A number of justifications on why 

this approach is the most suitable and appropriate for this study are presented. The population and 

sampling will be discussed, followed by the data collection section. Grounded theory is presented 

as a data collection approach with the aim of creating a theory. The questionnaire was pre-tested 

by means of a pilot study and the standardized measuring instrument section presented. The chapter 

concludes with the data analysis section.  

 

4.2. Research philosophy 

 

Research philosophies are also called paradigms or worldviews (Creswell: 2014) and are basically 

a basic set of beliefs that guide actions. Others call them epistemologies and ontologies.  

Four philosophies have been recognized by Creswell (2014) and are briefly explained below: 
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at a conclusion. This is different from the deductive reasoning approach where the researcher 

begins with a specific theory and then applies this theory to the entire study.  

This research is underpinned by the constructivism tradition or worldview because of the nature of 

the study. The study of actors in the film and television sector is not widely available, hence there 

is a need to develop a theory that would speak to the needs of actors to become employable. The 

aim is to better understand the social factors that actors live under. On doing basic research for the 

study, it was discovered that only a few theories exist that describe the phenomenon of the study.  

 

4.3.Research problem 

 

 According to Garavan et al. (2012), talent development is part of the talent management process 

that ensures that employees are developed in order to fulfil organizational goals. However, much 

literature in this field does not focus on individual needs as the end goal, but rather on 

organizational goals. According to Botha (2010 p.194), “many training institutions in South Africa 

have done little to address past imbalances in the film industry” as far as training and development 

is concerned. There are training issues experienced in the industry, as well as training providers 

who offer training that is not linked to the needs and changes of the industry (Tuomi and Krista, 

2005).  Based on the lack of training and development initiatives in this industry that represents a 

non-conventional employment setting, this concept of talent development is therefore under-

studied, or little is known about this industry, unlike conventional employment settings.  

This research fills a gap existing in the talent development literature which is built on the premise 

that people are developed, and talent managed to fulfil an organizational objective. The current 

study seeks to study individuals who are portfolio-based workers or independent contractors in 

order to understand how they develop their talent in order to be employable. Furthermore, in return, 

a framework will be developed that will serve as a map to be used by any portfolio-based worker 

or independent contractor themselves, or anyone else interested in developing their talent in South 

Africa for employability reasons.  

Therefore, the researcher uses the following research problem statement for the study:  

The formulation of practical conventional talent development practices increases the employability 

of individuals and side-lines non-conventional-based workers in the creative industries. 
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4.4. Research objectives 

 

4.4.1. Primary research objective 

To develop a framework for the employability of independent actors in the film and television     

sector in South Africa.  

 

4.4.2. Secondary research objectives  

a. To establish the link between talent development (cognitive ability; personal-psychological 

attributes; environmental-social factors) and employability amongst independent 

contractors (actors);  

b. To measure the self-perceived employability of actors;  

c. To establish the extent to which social capital influences the employability of actors; and 

d. To ascertain the influence of human capital practices on independent contractors (actors).  

 

4.5. Research question 

 

Is the development of a talent development model going to provide a framework for the 

employability of independent actors in the film and television sector of South Africa? 

 

4.6.Research design 

 

4.6.1. Mixed methods design  

According to a study conducted by Harrison and Reilly (2011), sixteen rationales were identified 

for conducting a mixed methods study. These include triangulation; offset completeness; process; 

different research questions; explanation; unexpected results; instrument development; sampling; 

credibility; context; illustration; confirm; discover; and lastly diversity of views. Furthermore, in 

2011, De Vos et al. (2011) indicated certain major rationales used to conduct a mixed method 

study. These are briefly discussed below:  
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• Triangulation : wanting the convergence of results from different methods and designs  

studying the same phenomenon.  

• Complementarity: when clarification is required from the results of other studies.  

• Initiation  : re-framing of research questions because of discovering paradoxes and  

contradictions.  

• Development : using the results and findings of one study in order to inform another.  

• Expansion : using a range of methods for different inquiry components. 

 

This research used the rationale of triangulation as the rationale for using the mixed method 

research approach. Since the film and television sector is under-studied as far as academic research 

is concerned, it made research sense to apply methods that would make the researcher take a 

holistic view of the study phenomenon. According to Maree (2007), it is critical to use triangulation 

since it facilitates interpretive validity and ensures that data trustworthiness is maintained. This 

method reduces the risk of chance association and systemic bias and further relies upon data that 

would have been collected from a variety of sources, like individuals, teams and settings, using a 

variety of methods.  

 

There are three different types of mixed methods research designs namely exploratory, explanatory 

and triangulation (Lavrakas, 2008). A researcher employs a research design because they want to 

test specific research questions in which the researcher is interested. The research questions and 

hypotheses are factors that add value to the research design. Other factors include the variables 

involved, the sample, the setting, data collection methods and how the data will be analyzed 

(Lavrakas, 2008).  

A researcher has various options in choosing the type of mixed method design in research. Various 

authors name the various options differently (see table 4.2) and these include:  
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can be collected and analyzed separately and independently, using approaches from both the 

quantitative and qualitative traditions.  

This type of method thus combines deductive and inductive inquiries, as well as uses a number of 

data collection and analysis methods. The qualitative and the quantitative research methods can be 

conducted concurrently to address a particular research question. The one added advantage of this 

method is that it gives the researcher a more enhanced image of the research problem under 

investigation than would have been achieved by either the qualitative or the quantitative method 

solely. This approach is illustrated best by figure 4.1. below:  

 

Figure 4. 1. Triangulation mixed methods design  

Source: De Vos, A.S., Strydom, H., Fouche, C.B., Delport, C.S.L., 2011, Research at grass roots. 

4th ed, Van Schaik, Pretoria.  

 

To further expand on table 4.2 and figure 4.1 below indicates that the quantitative component used 

a survey that had N 94 respondents. The qualitative component used individual in-depth interviews 

with N 22 respondents. A survey was not used by the researcher even though the population size 

was small as a result of the limited access given by the gatekeepers as far as accessing the 

population’s contact details (see appendix c).  
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Figure 4. 2. Qualitative and quantitative data collection and analysis 

Source: Researcher 

 

The weight of both the qualitative and quantitative data collection and data analysis was regarded 

as being equal. This means that the same emphasis was placed on the qualitative and quantitative 

components since the results gathered were combined to form one answer to the research question.  

 

4.6.2. Why is mixed methods research the best approach? 

According to De Vos et al. (2011), there are certain opinions shared by a number of authors like 

Bergman (2008), Creswell & Plano-Clark (2007), Hanson et al. (2005), Johnson and Onwuegbuzie 

(2004) and Tashakkori and Teddlie (2003), attest that the mixed methods is the best approach for 

most research studies: 

• Mixed methods allow the researcher to address a number of confirmatory and exploratory 

questions using the qualitative and quantitative approaches; 

• It provides the strength that overcomes the weakness of both the qualitative and quantitative 

approaches and it ensures that the inferences are better and stronger;  

• Mixed methods provide a more comprehensive evidence than if the researcher were to only 

conduct the study using the qualitative or the quantitative approach;  
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• It also allows collaborative arrangements between researchers in the qualitative and 

quantitative areas. There is greater confidence in the singular conclusion of the study when the 

results are gathered from different approaches than from a single approach;  

• It provides an opportunity for multi-perspective and divergent views and alerts researchers that 

the issues are more multifaceted than they are initially supposed;  

• Mixed methods encourages the use of multiple views and paradigms rather than those 

paradigms associated only with the quantitative approach or the qualitative approaches;  

• A mixed research method is practical because of the fact that it allows the researcher to use all 

the methods to address the research problem and to use both deductive and inductive reasoning 

processes; and  

• Lastly, this approach eliminates the different types of biases associated with conducting your 

study using a single design. If further explains the true nature of the phenomenon under 

investigation and further improves various forms of validity and quality criteria.  

 

4.6.3. Challenges faced by mixed methods research 

According to Collings, Onwuegbuzie and Jiao (2007) and Onwuegbuzie and Collins (2007), mixed 

method research designs have 4 major challenges that need to be addressed in its study. These 

challenges are a result of the mixed methods design inheriting challenges suffered by both the 

qualitative and quantitative designs individually.  

These challenges include the issue of representation; legitimation or validity; integration; and the 

challenge of politics. These are discussed in detail below.   

 

4.6.3.1.Representation 

This problem refers to the difficulty of capturing or representing peoples lived experiences by the 

mere use of text, numbers and words. When referring to the quantitative phase of the research, the 

problem persists when the sample size is too small to have enough statistical power or perhaps the 

non-random sampling scheme used is affecting generalizability. In the qualitative phase, this refers 

to the difficulty of capturing people’s lived experiences (Collings, Onwuegbuzie and Jiao, 2007; 

Onwuegbuzie and Collins, 2007). 

The study overcame the challenge of representation in the quantitative part of the study by ensuring 

that the sample size was within the prescribed minimum or acceptable size (see section 4.8.14). 
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The challenge of representation in the qualitative part of the study was overcome by ensuring that 

the interviews were in-depth (between 45 minutes to 1 hour in duration) in order to capture as 

much of the participants’ experiences as possible.  

 

4.6.3.2.Legitimization 

The term ‘validity’ has been replaced by most researchers with terms such as legitimation, 

trustworthiness and credibility. The problem of legitimization refers to the difficulty of getting or 

finding that which can be assumed to be credible, trustworthy, transferable, dependable or 

confirmable. In quantitative research, this is called ‘validity’. This can either be measurement 

related validity or design-related validity (Collings, Onwuegbuzie and Jiao, 2007; Onwuegbuzie 

and Collings, 2007). 

The study has overcome the challenges associated with legitimation by ensuring that the scientific 

measurement to measure the standardization of the research instrument has been adhered to. The 

questionnaire was tested for reliability (see section 4.8.12) and for the item and factor analysis 

(see section 4.8.14). the interview qualitative component measured for validity (see section 4.8.13). 

 

4.6.3.3.Integration 

According to Collings, Onwuegbuzie and Jiao (2007) and Onwuegbuzie and Collins (2007), this 

refers to the extent to which combining qualitative and the quantitative research helps the 

researcher to obtain the research goal, research objectives, research purpose and research 

questions. The researcher needs to make a decision on whether it is more important to triangulate, 

expand, consolidate, compare or consolidate quantitative data with qualitative data. How much 

weight is placed on the quantitative approach as opposed to the qualitative approach and vice-

versa?  

The challenge of integration has been overcome by being clear on how much weight the qualitative 

component of the research is compared to the quantitative component of the research.  

  

4.6.3.4.Challenge of politics 

According to Collings, Onwuegbuzie and Jiao (2007) and Onwuegbuzie and Collins (2007), the 

challenge of politics is a result of the combination of both the qualitative and quantitative 

components of the study. Furthermore, politics arise as a result of the contradiction and paradoxes 
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This particular diagram (figure 4.3) provides a typology which classifies the different types of 

mixed method samples according to the time orientation of the components; and the relationship 

of the qualitative and quantitative samples. The time orientation of the components refers to when 

the quantitative and qualitative components take place. When the qualitative and quantitative 

components take place at the same time, this is called ‘concurrent’. When either the quantitative 

or the qualitative component take place first this is called ‘sequential’ (Collings et al., 2007: 276).  

 

This research study used the concurrent sampling design since the qualitative component (in-

depth interviews amongst the administrators and actors) took place at the same time as the 

quantitative component (the structured questionnaires distributed to actors in the film and 

television sector). The relationship of samples can take different forms. They can be either 

identical, parallel, nested or multilevel. In the identical sample, the same participants/respondents 

will participate in both the qualitative and the quantitative parts of the research. In the parallel 

relationship the participant/respondents are different but drawn from the same population, whereas 

in the nested relationship, the chosen sample represents components which are a subset of the other 

components in the other phases of the study. Lastly, there is the multilevel relationship which 

involves the use of more than one sample obtainable from different levels of the investigation. This 

was chosen for the research study. This research chose the multilevel relationship since under the 

qualitative component, administrators were used. Administrators involved production companies/ 

production personnel; acting schools; professional associations; actors, as well as actors’ agents. 

the quantitative component involved the actors only.  

 

4.6.5. Grounded theory  

The major difference between the grounded theory and other research methods is that it is solely 

focused on theory development (Punch, 2005; Williams, 2007). It seeks to systemically gather or 

develop a theory that is grounded in data. This is different to the traditional way of determining a 

theory first and testing it afterward. Data collection and theory generation are conducted as two 

parts of the same process. Williams (2007), posits that the grounded theory begins with data and 

ends with a theory. It is regarded as a process used to collect data, and analyze the data, repeating 

the process up until the formation of a theory.  
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4.7.Qualitative research design 

 

4.7.1. Target population 

Sekaran and Bougie (2009) indicate that the population is defined according to certain criteria, 

such as geographic boundaries, elements and time. The qualitative component of the study targeted 

key individuals in the acting industry in order to have well-rounded perspectives and insights on 

actors.  

The target population size was 325 actors from the South African guild of actors database. These 

were key individuals who are involved in the managing of an actor’s talent and who were 

purposively chosen from the Johannesburg and Durban areas. The elements of the population for 

the qualitative component of the study were as follows:   

• Durban or Johannesburg based; 

• Well experienced actors in the industry; 

• Management from acting schools; 

• Management of the professional associations/bodies; 

• Broadcasters in South Africa; 

• Actors’ agents; 

• Casting directors; and 

• Production houses.  

 

4.7.2. Non-probability sampling 

A sample is a small portion with properties that the population has. It is a basis of using 

generalization to the entire population (Bless, Higson-smith and Sithole, 1988 and Creswell, 2012). 

According to Sekaran and Bougie (2009) state that non-probability sampling is when the elements 

of the population do not have a similar chance of being selected as respondents in the study. De 

Vos et al. (2011) states that the rationale for a researcher to use the non-probability sampling 

strategy is that the population size or the members of the population are not known. In essence, the 

study has chosen the non-probability sampling technique because the population size is unknown. 
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• This researcher was guided by minimum sample sizes as 
recommended by Collings et al. (2007).  

Spatial sampling • A method used in cases of high temporary populations like 
sporting events and at the scene of an accident. The 
researcher decides on the method to be used to approach 
candidates in order to get representative responses.  

• The nature of this study required that there be an in-depth 
interaction with the respondents on the one hand and also a 
lengthy filling in of a questionnaire on the other. Therefore, 
this would not have worked for the current research study.  

Key informant sampling • Such sampling would be based on experts that have been 
identified in the community. The aim is to identify and 
interview these experts systematically.  

• This would have been ideal but not practical, especially 
since the study adopted a mixed methods approach. Experts 
would only have been possible if the researcher had known 
them and if it was possible to access them easily. 

Purposive sampling technique • Applying expert knowledge of the population to select, in 
a non-random manner, a sample of elements that represents 
a cross-section of the population. 
 

Accepted 

 

Table 4. 3. Non- probability sampling techniques 

Source: Researcher 

 

The researcher has chosen to use the purposive sampling technique, which is also called 

judgmental sampling (De Vos et al., 2011). The reasons for a census or any other approach not 

being chosen, besides the purposive sampling approach, was the researcher’s limited direct access 

to the participants. Access to participants was administered via the SAGA administrators who sent 

the communication to participate in the interviews via an internal communication channel. 

 

4.7.3. Sample size 

Onwuegbuzie and Collins (2007) stipulated a guideline for minimum sample size 

recommendations for most qualitative research designs. For a grounded theory research design, 

only 15-20 respondents are required (Creswell, 2009). This view is supported by Creswell 

(2014) alluding to the fact that respondents between 20 and 30 in number are required. This 
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• The last question (16) was used for closing remarks for the interviews, whereby the 

respondents were asked to indicate any issue they felt was important for the researcher to note 

regarding the topic of interest.  

 

4.7.5. Negotiation of access to participants 

SAGA assisted the researcher with accessing the respondents. The institution’s administrator sent 

out a communication to all its members via an internal communication channel for those wishing 

and qualifying to participate in the qualitative component of the study. The researcher further 

collected a database of key role-players in the industry in order to target them to be invited to the 

interview, in line with the population and sample definition of the qualitative component of the 

study. When gathering data for the qualitative component, a formal letter (see appendix f) was sent 

to the identified participants (mainly independent actors, production houses, acting schools, actors 

agents and professional associations). A list of questions (see appendix e) which were going to be 

asked during the interview was attached. A meeting was booked with each of the participants that 

were available, and a meeting schedule developed.  

The researcher travelled to Johannesburg four times to meet with the participants for interview and 

interviews at the Durban area were conducted at the participant convenience as the researcher was 

based locally in the Durban area. Participants were assured that their anonymity will be guaranteed, 

that they were at liberty to withdraw from participating at any time and that there was no financial 

reward or remuneration offered for participating in this research.  

 

4.7.6. Informed consent  

The invitation had an informed consent section (see appendix f). The informed consent declaration 

made reference to three components: (i) participant/respondents understand the content of the 

document and the nature of the research project; (ii) participants/respondents consent to 

participating in the research and; (iii) participants/respondents were at liberty to withdraw from the 

project at any time, should they desire.  Each participant ticked the applicable boxes and furnished 

their names, surnames and the relevant date. The researcher expressed appreciation of the 

respondents’ participation and informed the participants that the interview would take on estimate 

45 minutes to conclude.   
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4.7.7. Pre-testing of the interview guide 

According to Marshall and Rossman (2011), pilot interviews help the researcher to understand 

oneself. It also helps the researcher find different ways to perhaps eliminate resistance relating to 

tape recorders and mistrust of the researchers’ agenda.  

For the qualitative component, a purposive judgment sampling technique was used, and 4 

participants were interviewed. The sampling strategies used in the pilot study were the same as for 

the broader study. The respondents chosen for the pilot were not counted in the main research 

results.   

Respondents felt that both the interview guide was more geared towards the human resources 

management field and not customized towards the acting industry. Respondents found difficulty 

with understanding some question that were referring to ‘my organisation’ as the nature of their 

work allowed them to work for multiple organisations and not having a specific organisation per 

se they regard as their employer.  The pilot study participants comments were taken into 

consideration in order to finalize the final data collection instruments.  

 

4.7.8. Response rate 

The qualitative component of the study achieved a 100% response rate based on the sampling 

strategy adopted (see table 4.5. below).  
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4.8.Quantitative research design 

 

4.8.1. Target population 

Creswell (2012) defines a population as a group. These can be individuals, as long as they share 

similar characteristics. The characteristics of this population were all the people who have either 

finished or are studying acting, from different areas of acting like theatre, screen, television, etc. 

in the Kwa Zulu Natal (Durban) and Gauteng (Johannesburg) provinces of South Africa. These 

were either formalised or non-formalised in that they were either registered with some professional 

institution or not. Those that were formally registered were from the South African Guild of Actors 

(SAGA), which is an institution of organized actors. SAGA had a total of 325 actors affiliated with 

them, according to the SAGA database dated 14th of april 2016.  

The population size was 325 actors, and the population shared the following elements:  

• Actors legally eligible to work in South Africa,  

• Engaged or about to be engaged as an actor in the film and television industry of South Africa,  

• Aspirant professionals in the early careers of their profession, and 

• Students in their final year of study in the performing arts/students who are in the performing 

arts who are attached to a variety of verified community-based theatre groups.  

 

4.8.2. Probability sampling 

According to Sekaran and Bougie (2009), this type of sampling is used when the elements in the 

population have a known, non-zero chance of being selected as a subject and when there is an 

interest in the representativity of the sample to the entire population. Furthermore, Creswell (2012) 

states that in probability sampling, researcher themselves selects the individuals who meet the 

criteria of the population according to what characterizes the population. Quantitative researchers 

use this often because it gives the researcher a guarantee that the sample has all the characteristics 

found in the population. 

The researcher used random sampling as a sampling approach for the quantitative component of 

the study. Respondents were randomly selected based on their keen interest to participate in study. 

The terms and conditions granted by SAGA for the conducting of the research was based on SAGA 

sending out the online questionnaire and hardcopy questionnaire on its members databased (see 
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4.8.4. Data collection instrument  

The quantitative component was administered by means of a structured self-administered 

questionnaire to actors only, who are basically the main subject of interest. The questionnaire (see 

annexure d) followed a 5-point likert scale with responses ranging from strongly disagree (SD); 

to disagree (D); neutral (N); agree (A) to strongly agree (SA). The questionnaire consisted of 

section a which was the demographic information and section b that consisted of the following 4 

themes, namely: theme 1-development of an actors’ talent; theme 2-self-perceived individual 

employability; theme 3-social capital; and theme 4-human capital. The themes were gathered and 

constructed as a result of the literature review process and as part of an integral part of the grounded 

theory.  

• Theme 1 consisted of 17 questions; theme 2 consisted of 9 questions; theme 3 consisted of 5 

questions; and theme 4 consisted of 11 questions. The questionnaire had themes aligned to the 

researcher’s sub-objectives. Theme 1: talent development in the questionnaire was linked to 

sub-objective 1 of the study ‘to establish the link between talent development (cognitive ability; 

personal-psychological attributes; environmental-social factors) and employability amongst 

independent contractors’.  

• Theme 2: self-perceived individual employability was linked to sub-objective 2 of the study 

‘to measure the self-perceived employability of actors’.  

• Theme 3 of the questionnaire was linked to sub-objective 3 of the study ‘to establish the extent 

to which social capital influences the employability of actors’.  

• Lastly, theme 4 of the questionnaire was linked with sub-objective 4 of the study ‘to ascertain 

the influence of human capital practices on independent contractors (actors)’.  

The questionnaire was created and tested for reliability using cronbach’s alpha.  

 

4.8.5. Negotiation of access to respondents 

SAGA assisted the researcher with accessing the respondents. The institutions administrator sent 

out a communication to all its members via an internal communication channel. A formal letter 

was sent to the respondents via an invitation email which had a link to the online questionnaire, 

and some were given a hardcopy of the questionnaire (see appendix d) to fill. Both these 

questionnaires were available in English and the online questionnaire was accessible by means of 

various mobile devices or computer.  
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In both cases, the invitation declared the intentions of the research and respondents were 

guaranteed their anonymity and confidentiality. Furthermore, the respondents were at liberty to 

withdraw from participating in the research at any point in time. There was no financial reward or 

remuneration for participating in this research.  

 

4.8.6. Informed consent  

The invitation had an informed consent section (see appendix f). The informed consent declaration 

made reference to three components: (i) participant/respondents understand the content of the 

document and the nature of the research project; (ii) participants/respondents consent to 

participating in the research and; (iii) participants/respondents were at liberty to withdraw from the 

project at any time, should they desire.  Each respondent ticked the applicable boxes and furnished 

their names, surnames and the relevant date. The researcher expressed appreciation of the 

respondents’ participation and informed respondents that the questionnaire would take on estimate 

20 minutes to complete.  

 

4.8.7. Pre-testing of the questionnaire 

A pilot study was executed, which gave the researcher a chance to amend the research instrument 

before approaching the sample of the study. The sampling method used to choose which 

respondents were to take part in the pilot was based on a purposive judgment sampling technique 

for the quantitative part of the research, 6 respondents were utilised.  

Respondents felt that both the interview guide as well as the questionnaire were more geared 

towards the human resources management field and not customized towards the acting industry. 

They participated in the data collection using both these methods, but had difficulty understanding, 

especially questions relating to ‘my organization’ since they were working for multiple employers 

simultaneously. All pilot study respondents’ comments were taken into consideration in order to 

finalize the final data collection instruments.  

There were changes pertaining to the rigor of questioning, as well as the terminology and heading 

of themes. Many sentences were restructured to use phrases that the actors were familiar with. 
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to X rather than Q, R or S”. Construct validity refers to how well the construct (s) that is/are 

covered by the instrument is/are measured by the different groups of related items (Maree, 2007).  

 

4.8.12. Item and factor analysis 

Item analysis is used to determine which items are not suitable to be used together in the 

instrument. The researcher can eliminate any items that may either be too easy or too difficult.  

Factor analysis is used to check which items belong together because they are answered similarly 

and therefore measure the same factor. This is also known as the common factor technique 

because of the commonality of the factors it measures. 

 

4.8.13. Data analysis 

The study has used descriptive statistics to analyze its data, using means, modes, and medians as 

simple descriptive statistics (see chapter 5). The study further has applied various inferential 

statistics to analyze data (see chapter 5).  
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4.10. Research ethics 

 

According to Du Plooy-Cilliers, Davis and Bezuidenhout (2014), a researcher needs to 

acknowledge a few ethical issues important to the participants and respondents, including:  

a. Informed consent: participants & respondents should be aware that they are part of a 

research study and that they are taking part in such a research study. They should grant 

permission to be participants/ respondents of the study. This study allowed participants & 

respondents to sign an informed consent form to give their written permission to become 

participants & respondents in the study.  

b. Collecting data from participants & respondents: while collecting data, the researcher 

needs to prioritize to physical and psychological comfort of the respondents and inform 

them of how their personal information will be protected and if that is not going to happen. 

Furthermore, one has to inform respondents that their identities will also be protected and 

by all means avoid the answering of embarrassing questions where other people could hear. 

Participants & respondents were informed of these clauses and they signed an informed 

consent letter stating the above.  

c. Dealing with sensitive information: the confidentiality of the respondents’ responses was 

assured and guaranteed.  

d. Providing incentives: there were no incentives provided for participating in this research.  

e. Avoiding harm:  the university of KwaZulu Natal’s ethical committee for human sciences 

is responsible for approving dissertations at the University. This research was submitted to 

this committee for approval to ensure that the research does not results in damage to humans 

or animals.  

f. Confidentiality and anonymity: Respondents were given an option for their identities to 

be known or their responses to be confidential.  
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4.11. Summary 

 

This chapter presented the methodology used in this research, based on the nature of the study. The 

chapter initiated the research methodology discussion with a presentation of the philosophical 

worldviews, where the constructivists approach was chosen as the research paradigm applicable to 

the study. The research problem was presented, followed by the research objectives of the study. 

Linked to the research objectives were the research questions that the study aimed to answer.          

The research design chosen was the mixed methods approach and the reason for its usage was 

provided. The chapter followed with the identification of the population of the study and the total 

population of actors, which was unknown due to the lack of a sampling frame. The sampling used 

was specific for mixed methods and it identified a sample size of 22 respondents for the qualitative 

component and 150 respondents for the quantitative component. The grounded theory served as a 

data collection approach which leads the researcher to the generation of a theory. The qualitative 

component achieved a 100% response rate, whereas the quantitative component achieved a 63% 

response rate. The questionnaire was pre-tested before it was used and the questionnaire together 

with the interviewing guide were tested for reliability, validity, item and factor analysis 

respectively. The data was then analyzed using descriptive statistics, inferential statistics as well 

as content analysis. The next chapter will present the data and proceed to further analyze the results 

obtained in the study during the data collection process.   
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Participant 12 Female 40-49 yrs Masters 10 years + 

Participant 14 Male 30-39 yrs Degree 3-5 years 

Participant 20 Female 40-49 yrs Diploma 10 years + 
Acting school Participant 16 Female 21-29 yrs Masters 5-10 yrs 

Participant 17 Male 50 yrs + Masters 10 years + 
 

Production 
Participant 3 Female 40-49 yrs Diploma 10 years + 

Participant 6 Female 50 yrs + Degree 10 years + 

Participant 11 Male 40-49 yrs Certificate 10 years + 

Participant 13 Female 30-39 yrs Degree 10 years + 
 

Total 
 

 
20 

 

 

Table 5. 1. Details of qualitative participants 

Source: Researcher 

 

The reader is reminded of the inclusion criteria for these participants as indicated by the 

researcher’s methodology on the discussion of the population. The elements of the population were 

the following, which were sampled using a purposive sampling approach:  

• Durban or Johannesburg based 

• Well experienced actors in the industry 

• Management from acting schools 

• Management of the professional associations/bodies 

• Broadcasters in South Africa 

• Actors agents 

• Casting directors 

• Production houses   

 

5.2. Qualitative responses and results analysis 
 

This section includes information emanating from data from the interviews of administrators and 

Actors.  
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The reasons given are that through nurturing, one is then equipped with the techniques of acting; it 

provides enlightenment; and one also learns the processes of acting entailed in the film and television 

industry.  

 

Analysis of theme 2: motivation 

A majority of respondents indicated that passion (8 items coded) is the driving force for actors to 

join this profession, followed by school and teachers provide exposure (5 items coded) and fame 

and stardom (4 items coded). Other findings of what influenced actors to join the profession were 

acting family history; for self-expression; for sustaining a living; dreams; media and internet; 

unemployment and an actor’s creativity, all of which may lead them to want to join a creative space 

where they can better express their creativity.  

According to Hartzell (2012), the more the style of motivation is internalised, the more a person is 

likely to complete a task, gain better psychological well-being and perform better. Joffe and Newton 

(2007) mention that some challenges that employers shared in a study of the National Skills & 

Resources Audit report were finding workers who shared a vision of the organisation and who had 

passion to work in the creative space, despite the pressures associated with the work such as low 

pay as well as stressful working conditions. One of the respondents had this to say:  

“I think it's really just passion, drive and vanity wanting to see yourself on television screens, 

wanting that kind of popularity and recognition”. 

 

With regard to passion, actors indicated that they always loved performing and they have a love 

for the arts in general and a love for performance.  

 

Analysis of theme 3: management of development 

The study found of all the different role players that could assist actors in managing their careers 

both personally and professionally, agents were significant in managing their development. Agents 

were the majority (19 items coded), followed by responses relating to the lack of government’s 

role (16 items coded); self-management (14 items coded); production houses (11 items coded); 

governments role (9 items coded); school (7 items coded); and lastly, the least was professional 

associations (5 items coded).  
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According to the CAJ (2007), in as much as an actor is at the core within the project-based structure 

is governing the industry, they cannot accumulate economic activity in silos, but need other actors, 

producers and agents. One of the respondents indicated:  

“If you want to develop a different skill, your agent may be able to connect you to a network or a 

teacher that maybe you could go to”. 

 

Majority of respondents chose agents as playing a role in developing actors. The different ways in 

which they do this is through workshops that cover a variety of topics such as dealing with taxation 

issues, voice-over workshops and musical theatre workshops. These workshops can be arranged 

as beginner’s workshops and advanced workshops depending on the audience. Furthermore, there 

has been training that covers soft skills (business management) and core/hard skills (casting; 

auditioning; access classes; singing and dancing). These training opportunities are also to help 

actors make career choices and decisions and help them to be connected to the industry or to a 

network of associations.  

 

Analysis of theme 4: mentorship 

Most respondents indicated that mentorship was essential to them and to actors (27 items coded) 

whilst only a few indicated that they did not value mentorship (3 items coded). 

According to Little et al. (2010); Ambrose et al. (1994) and Hartzell (2012), the prevalence of 

mentorship during the adolescent stage ensures that the mentee develops talent further in their chosen 

filed and career stream. The results of this study attests to this as (59%) of the respondents indicated 

that they had always wanted to be an actor from a young age. According to the NFVF (2014), amongst 

other skills development initiatives put in place by the South African film and television industry, 

mentorship was one of them. This programme enabled skills transfer in an unstructured approach. 

Moreover, this initiative can be linked to the unrecognized talent that is referenced in the model 

(see section 2.3.7). One of the respondents indicated the following:  

“I think it's really just passion, drive and vanity wanting to see yourself on television screens, 

wanting that kind of popularity and recognition”. 

 

 Those who indicated that they find value in mentorship stipulated that mentors are people that 

they can walk on the pathway they had walked. These are people who have succeeded on their own 
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accord and offer relationships you often need to keep for life, even when you are aging. There are 

different types of mentors, including tertiary teacher/lecturer, agents, an acting coach or an older 

actor. It is worth noting that older actors are sometimes not keen to assist younger actors and they 

often want to relate with themselves only. A mentorship culture is currently lacking in South Africa 

and more mentoring is needed. Actors that have used mentorship often last longer in the industry, 

but it is often very hard to find a genuine mentorship relationship when you are in the acting 

profession.  

 

Analysis of theme 5: teamwork 

Teamwork is cited by the respondents as very important (15 items coded), a few respondents 

indicated that it is not important (1 item coded).  

According to Ball (2003), employees in this industry require certain types of skills and tertiary 

institutions have a role to play as far as graduates are concerned in preparing them for this field. 

Graduates need to have interactive attributes such as communication, interpersonal attributes, 

personal attributes, adaptability and teamwork. One of the respondents indicated:   

“We are not individuals. No one is an island. We are only as good as the whole team together, so 

teamwork is very important”. 

 

Teamwork is extremely important especially in tv, where from the start of the production there are 

teams involved with even planning of the production. Actors are forced to be with people they do 

not like but have to work with. Most often, actors find themselves as competitors when in a team. 

However, it is worth noting that teamwork is the core of every successful production.  

 

Analysis of theme 6: future orientation 

When respondents were asked where they see themselves and their craft in the near future, the 

majority indicated they were not future-oriented (16 items coded), whereas others indicated they 

were future-oriented (14 items coded).  
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One the respondents indicated:  

“I want to be a producer. Yes, that's who I want to become, maybe in five years to come, but here in 

South Africa, you have to be somebody for people to value you and your products”. 

 

The responses point to the fact that the industry has uncertainties, which makes it hard for 

prospective actors and current actors to see their future clearly. Some prospective actors are being 

told by their teachers that they need to grab whatever they can because the future is not guaranteed 

and there is no job security. New entrants in the job market change their vision as a result of the 

realization that they are interested in other career pathways within the industry. Most actors do not 

want to be tied down to one job and thus do not want to commit themselves and their future to one 

production company since this limit their growth and ability to take on more job with other 

companies. They are interested in doing a movie, a commercial and stage production at the same 

time.  

On the other hand, a good percentage of actors are into managing their own production houses, 

being producers, owning their own talk shows, as well as expending their training facilities to 

compete on a larger scale.  
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on a scale of 1-10 for both national and international career prospects and perceptions of 

themselves.  

 

Analysis of theme 9: subjective career success 

Most respondents attest to the fact that each and every actor has control over their success (13 

items coded), whilst some indicated that you don’t have control (9 items coded). 

Career success refers to objective success, which is also called real success or subjective 

accomplishments in one’s individual life, which this influences self-perceived employability 

(Beatrice, Van der Heijden, De Lange, Demerouti and Van der Heijde, 2009; Rothwell and Arnold, 

2007). One respondent indicated the following:  

“Everyone has control over his/her success because you made your success. You build your future. 

Once you build your future, no one can stop you from being successful, unless there's a spiritual 

being that's intervening that and that. But according to planning, you have to plan. Once your 

planning work is proper, you're going to be successful”. 

 

Most respondents believe that ‘there is no such thing as a person who doesn’t control’ because 

most things needed for success are within the actor’s reach. These include choosing the right people 

to socialize with; planning your career; controlling your reputation; saving money for future needs; 

your level of professionalism; marketing and brand management. This requires an individual to be 

passionate for the arts and have talent. So, an individual actor has control over building their future, 

unless there is a spiritual supervening power.  
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are auditioning (interviewing) an actor, they check how many followers the actors have on 

Facebook, Instagram and Twitter, etc. Once an actor indicates that they are not on those social 

platforms, they hardly get hired. Hence, the advice that the respondents give is that it is either you 

are part of the development in the industry or you are out. International productions have also used 

this industry practice and they take it very seriously. At times, once you are employed as part of 

the production, they also ask you to update your social media account to indicate some association 

you have with the production. This helps the productions greatly because they need people who 

are crowd pullers. At an individual level, this is a good marketing tool that actors can use to market 

themselves with, especially since they are a brand that needs to be managed in a particular way. 

The professional association, South African Guild of Actors (SAGA), has a number of training 

opportunities that help actors with managing social media.  

 

Analysis of theme 11: reputation 

Reputation is seen to influence employability (14 items coded) and only 2 (2 items coded) 

respondents regarded reputation as not influencing employability. 

According to CAJ (2007, p.64), “reputation and ‘know-who’ in the community are of critical 

importance, and more significant for success than ‘know what’ and ‘know how’ ”. This industry 

works more on a strong interpersonal rather than inter-firm basis. According to Grugulus and 

Stoyanova (2012 p.1314), in Britain’s TV sector, “professionals are considered as good as their 

reputation from their last job”. The industry relies on social capital as a key element because of the 

fragmentation of the industry and contracts having short notice. One respondent indicated:   

“Obviously, it has a huge impact because when somebody saw you on tv playing a certain role, they 

give you that value, then you have a value. You have impact. You're a crowd puller in the society so 

people know you. Everyone when they want to make any move or any production, they need crowd 

pullers”. 

 

Reputation is seen to influence the employability of actors since the organizations hiring actors 

(production houses) can even do a background check on social media and other avenues to check 

an actor’s backgrounds and character. Most often, when an actor is classified maybe as having a 

‘bad boy persona’, there are certain productions that would not want to associate with them. There 

has been an instance where potential sponsors declined a sponsorship proposal based on the actor’s 
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reputation. They did not want to associate with him. Reputation affects not only the actor, but also 

the other companies and people associated with the production. An actor is regarded as a company 

representative, a representative of the agents, a youth ambassador if they are youth, etc. So, any 

misrepresentation implicates the organizations they represent. An actor’s reputation might also be 

tarnished intentionally by certain individuals in certain positions of power within the industry, 

especially in relation to new entrants in the industry. A particular actor shared a story of their 

situation where they were required to compromise themselves and their values due to an individual 

in a position of authority who wanted to use her for his personal gain and needs. When this 

happened, the actor’s reputation was tarnished by the individual, which made her reputation not 

conducive to finding future employment opportunities.  

 

Analysis of theme 12: professional networks 

Most respondents indicated that professional networks are important (15 items coded) and only a 

few indicated that they are not important (3 items coded). 

According to Benson et al. (2014), the relationships that exist in social networks, including 

professional ties are an important part of social capital. One respondent in a managerial position in the 

industry mentioned:  

“They need to be connected in the industry as well in order for you to land roles or to be thought of 

when roles are being developed. So even myself as a scriptwriter, when I was writing a character or 

thinking of a story, I always had an actor in mind. I will audition, but I will start with the main 

person that I had in mind while writing”. 

 

It is indicated that these networks are as important as personal networks. When people such as 

scriptwriters write a story, they can write it having a particular actor in mind because of the 

association/relationship they have with them. When you make an association with your agent, 

people in the industry as well as your affiliations with institutions such as the South African Guild 

of Actors (SAGA) or PAMA, it creates a good impression of your level of professionalism in the 

industry.  Respondents rated professional networks as an 8 out of 10 in terms of importance.  
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Analysis of theme 13: personal networks 

Personal networks play a role in an actor being employable (19 items coded) because personal 

networks are about ‘who you know’.  

According to Gayen et al. (2010), people who have well established social capital utilise informal ways 

through friends to find employment, especially top managers. According to Grugulus and Stoyanova 

(2012:1314), with projects often being short-term and because of budget limitations, the Britain 

industry had to rely on friendship networks as a flexible approach to identifying and recruiting 

suitable people. One respondent mentioned: 

“It plays a major major role in this industry. Anywhere you go in the world to be honest with you, if 

you know somebody was involved in a production of such and such, you have a better chance of 

getting involved with their casting or their selection process because somebody is going to say ‘come 

on give him a chance’. Somebody who knows you on a personal level and that is where also agents 

come in”. 

 

It consists of people who can tell you about the brief, like an agent or someone who works with 

the production. This makes it easier for an actor to obtain employment and it also makes it easier 

for agents to find people to fill positions all the time. This brings the comfort of working with 

someone whom you already know in terms of their competencies for employers. Personal networks 

are rated an 8 out of 10.  
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with money, but is about doing something and seeing the end product. This brings actors a 

satisfying feeling.  

 

Analysis of theme 15: training & development 

When respondents were asked about the skills associated with this profession, respondents 

indicated that business management and entrepreneurial skills are the major skills needed in this 

profession (12 items coded), followed by Self-maintenance skills (8 items coded) as well as acting 

skill (7 items coded). Other important skills mentioned are networking skills, interpersonal skills, 

technical skills, confidence, resilience and commitment; passion; discipline; listening skills; and 

versatility. These skills were also couple with optimism; communication; creativity; business 

communication; brand management, as well as auditioning.  

According to Veld et al. (2015), an investment into training and development as well mobility 

supporting activities by an organisation resulted in a positive effect on employees’ perceived 

employability. One of the respondents indicated:  

“They are their own business and you need to be able to know how to run a business. Do you 

have access to the internet? Do you have some kind of laptop? Are you reliant only on internet 

cafes? Does that make it difficult for you to run a business? Today with smartphones it becomes 

easier to run a business from your phone or tablets or whatever. So understanding what your 

business requires and how to run yourself as a business, I think the will is a skill set already”. 

 

In relation to the major skills chosen (business management and entrepreneurship), respondents 

indicated that actors are required to think like business-minded people and this skill needs to grow 

with you in your career. But, it is worth noting that more and more young actors or people are 

getting to know about this. An actor can ask themselves the questions or do you have some access 

to the internet? Some kind of access to a laptop? This will make an actor understand the 

requirements of running their own businesses.  

 

Analysis of theme 16: reward management 

Actors valued most performance incentives in this profession. support and financials (4 items 

codes), followed by re-employment (3 items coded) then awards and none (3 items coded on each). 
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Other non-significant factors expressed by the respondents are re-negotiation of contracts and 

fulfillment.  

One of the respondents indicated the following:  

“The other majority of actors are often underpaid and exploited for very little money due to lack 

of other available jobs. It would be a dream come true if there were more support and financial 

transformation for actors, which will afford them a decent life along-side others”. 

 

What the respondents mean by support and financials is that when an actor has performed well, 

they can be given an opportunity to somehow structure their commission with the agent. It is noted 

that many actors are struggling to make a decent basic living but are judged according to 

appearance and how they represent themselves. So, any financial reward would help them in 

achieving the required needs in their individual lives.  

As far as the provision of basic benefits such as medical aid and pension, the results were noted as 

follows: majority are on self-provision (15 items coded) and no provision (12 items coded). The 

other factors that influence the provision of benefits are the production house, as well as the South 

African Guild of Actors (SAGA).  

The provision of benefits or provisions such as medical aid, health insurance and funeral or death 

policies is all vested and dependent on the employee themselves. It is noted that actors are 

encouraged to make provisions themselves since they operate as independent contractors, who 

need insurance to take care of themselves. Some actors do have a funeral policy, but not life 

insurance nor health insurance. Some actors are found to also have their own pension plans. 

Furthermore, education of the actors about the different policies are however needed, as well as 

the importance of having these policies in one’s life.  

 

Analysis of theme 17: performance management 

The top three measures used to measure performance are the quality and authenticity of 

performance (12 items coded); followed by audience and fans (6 items coded) and subjective (5 

items coded). The other measures are the amount of work done by an actor; production; callbacks 

for auditions/bookings; affiliations; ratings and awards; value of actor and then appearance.  

One of the respondents indicated:  
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“No. I promise you that it is quality performance. You can see it. You don't have to fake it. I don't 

have to guess it. I can put a bad performance in front of an absolute strange audience, doesn't even 

work in our industry. You guys are the consumers. Would you buy a bad performance?” 

 

The measure of the authenticity and quality of performance refers to that actor’s performance (of 

whichever nature) that is continuously screened on stage or on tv. Hence, the performance has to 

be convincing that you are indeed what you claim to be. It needs to be authentic, you don’t have 

to fake it. The audience or your reviewer/assessor of the performance has to believe what you are 

acting. This is also closely related to the information an actor has about the character. The more 

knowledgeable they are, the more chances are that they can depict the actual act.  

 

Analysis of theme 18: recruitment & selection 

This question was included even though it was not part of the initial list of questions in the 

interview schedule. The question looked into the different recruitment methods used in the 

industry. The type of recruitment used the most is the agency (2 items coded), word-of-mouth (2 

items coded) and online platform (2 items coded). 

One of the respondents indicated: 
 

“We are often invited to agency auditions by tertiary institutions like drama departments at 

universities or colleges”. 

 

Other methods used for recruitment are noted by means of scouting and newspapers. When 

recruiting actors by means of an agency, typically agents are invited to agency auditions by tertiary 

institutions that have drama and arts. The online platform involves the use of the agencies’ websites 

and lastly, recruitment through word-of-mouth involves recommendations of the actor from 

industry-stakeholders are all noted as the different ways which recruitment takes place.  
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Diploma -.84167 .38628 .322 -2.0577 .3744 
Degree -.66667 .40493 .609 -1.9415 .6081 

Honours -.70833 .40086 .541 -1.9703 .5536 
 
 
 
 
 
 
 
 
 

Human capital 

Certificate Diploma .22832 .16463 .750 -.2900 .7466 
Degree .38759 .18593 .368 -.1978 .9729 

Honours .56761 .18141 .052 -.0035 1.1387 
Masters .50381 .26030 .447 -.3157 1.3233 

Diploma Certificate -.22832 .16463 .750 -.7466 .2900 
Degree .15928 .20570 .963 -.4883 .8069 

Honours .33930 .20163 .589 -.2955 .9741 
Masters .27549 .27478 .908 -.5896 1.1405 

Degree Certificate -.38759 .18593 .368 -.9729 .1978 
Diploma -.15928 .20570 .963 -.8069 .4883 
Honours .18002 .21937 .954 -.5106 .8706 
Masters .11621 .28804 .997 -.7906 1.0230 

Honours Certificate -.56761 .18141 .052 -1.1387 .0035 
Diploma -.33930 .20163 .589 -.9741 .2955 
Degree -.18002 .21937 .954 -.8706 .5106 
Masters -.06381 .28515 1.000 -.9615 .8339 

Masters Certificate -.50381 .26030 .447 -1.3233 .3157 
Diploma -.27549 .27478 .908 -1.1405 .5896 
Degree -.11621 .28804 .997 -1.0230 .7906 

Honours .06381 .28515 1.000 -.8339 .9615 

 

Table 5. 97. Post hoc test-scheffe for all dimensions with regards to respondents educational 

level 
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age groups (p=0.002). Scheffe’s multiple comparisons found mean differences exist among people in the age groups of <20 years and 30-39 

years (p=0.020). Further, as far as the educational levels, the highest average score was obtained from those that possess certificates followed 

by diploma qualification. There were statistically significant mean differences among the education group (p=<0.01). Scheffe’ multiple 

comparisons test found respondents having certificates had higher mean scores than those with Degrees/Honours (p=<0.05). The Future 

orientation construct had the highest scores among the different age groups of >50 years followed by <20 years. There were statistically mean 

differences among the age groups of respondents (p=0.012). Using scheffe’s multiple comparisons test, these differences were not significant. 

The highest scores were obtained by respondents having higher certificate followed by diploma. Anova test found significant mean differences 

between the different educational groups (p<0.01). Using scheffe, it shows higher certificate qualifications had higher mean scores compared 

to all other qualifications (p<0.05).  

This is in line with the results found on the qualitative component, which clearly show that most actors joined this profession as a result of 

being motivated by their passion, followed by those who were motivated by fame and stardom. This analysis does not minimise on the role 

played by schools, teachers and the community as well. The results tell a story about the positive role played by cognitive ability, motivation 

and the management of development, mentorship, teamwork and future orientation towards talent development.  
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comparison test, there was no significant mean differences (p>0.02). Anova test for educational levels found significant mean differences 

among the educational groups (p<0.01). The highest score was obtained from respondents having certificates, followed by degree 

qualifications. Using scheffe’s multiple comparisons test, significant mean differences were found between respondents having certificate & 

honours degree (p=0.004).  

It is clear from both results that participants & respondents have a positive perception of their self-perceived employability, implying that 

they have a strong view about their internal employability (finding employment and transitioning with their current production (s); external 

employability (finding employment externally from what they are currently working on); and subjective career success (success in the work 

they do based on their own subjective measures).  
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5.5.3.1. Analysis of combined results: sub-objective 3 (social capital) 

According to section 5.2.4 which represents the Qualitative component, Sub-objective 3 (Social Capital) in summary found that personal 

networks, professional networks, reputation as well as social media play a significant role in an actor becoming employable. Amongst all the 

factors the study found that social media played a much more prominent role in the current landscape of the labor market in the film and 

television sector. Most actors were found to lack networking skills, which are necessary for employability.  

The quantitative component had 4 concepts to explain social capital. Results show that out of the 4 concepts, only 3 showed respondents were 

positive about their social capital status. Social media construct found that the highest average score was obtained by respondents having 

degrees, followed by diploma qualifications. Anova test found significant mean differences among the education groups (p=0.023). Scheffe’s 

multiple comparison test did not find any significant mean differences between any educational level groups (p>0.05). Professional network 

construct had the highest score among the educational qualifications being certificates, followed by diploma. Anova test found significant 

mean differences among the different education groups (p=0.006). Scheffe’s multiple comparison test showed mean difference was significant 

between respondents having certificate qualifications and masters qualifications (p=0.031). Reputation accounted for the lowest mean scores 

when compared to the other variables within this theme. Anova test did not find significant mean differences among the different education 

groups (p=0.614). 

Both components show a positive interplay on the social capital sub-objective. An area of contention is the result reported on the adequacy 

of the networking skills of actors. The qualitative data showed that actors lacked these skills, whereas in the quantitative data, the actors 

indicated that they feel they possess these skills. Information on the background of the participants is necessary at this stage to determine 

which view holds more value. The qualitative data is presented by most people who are in management in the sector and manage the actor 

on a daily basis their background being rich in the wealth of experience they possess as well as the qualification type and level they have 

relating to acting and the film and television industry. On the contrary, the quantitative data is dominated by young and upcoming employed 

and unemployed actors, who mostly have less than 3 years’ experience in the sector. So it stands to reason that most actors lack networking 

skills in this sector. This sentiment is also valid when reflecting upon the low mean score of the reputation variable accounted for under the 
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Table 5. 102. Summary & convergence: sub-objective 4 (human capital) 

 

5.5.4.1. Analysis of combined results: sub-objective 4 (human capital) 

According to section 5.2.5 which represents the qualitative component, sub-objective 4 (human capital) found that actors valued fame, 

fulfillment, platform, flexibility, networking opportunities, work environment and also working for multiple organizations at the same time. 

As far as the provision of benefits is concerned, actors need to provide for themselves and it was found that the budget, industry guidelines 

and experience are some of the factors that influence the rewarding and compensation of an actor.  

The quantitative component had descriptive analysis that showed more respondents being positive about training and development as the 

average scores were 3.66 using the 5-point likert type statements. For the reward management construct, there were mixed responses received. 

Example, an average of 1.56 was found for the basic benefits & security item. Majority of participants were not happy with their current 

benefits. Similarly, average scores were found to be below 3 for the statement “the more I perform well, the more I am paid”. The reward 

management construct’s anova test found mean differences between the education groups (p=0.029) with the highest scores obtained from 

respondents having certificates, followed by diploma qualifications. Scheffe’s multiple comparison test found significant mean differences 

between certificate and honours qualifications (p=0.037). Performance management construct had the highest scores obtained by respondents 

having certificates, followed by diploma qualifications. Anova test found significant mean differences among the different education groups 

(p=0.016). Scheffe’s multiple comparison test did not find any significant differences between the age groups (p>0.05).  Recruitment & 

selection construct’s anova test found significant mean differences among the different education groups (p<0.01). Scheffe’s test found mean 

differences between certificate, degree & honours qualifications (p<0.05). Anova test found significant mean differences among respondents 

from different age groups (p-0.036). Scheffe’s test did not find any mean differences between any two groups (p>0.05).  

A majority of the respondents responded positively both on the qualitative as well as the quantitative components of the study. However, 

there seems to be a negative statement that surrounds the provision of benefits in the industry, as well as respondents feeling that their 

positions are not being in line with the level of education they possess. 
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5.6. Summary  
 

Following the research methodology, chapter 5, this chapter forms the basis of analyzing the data 

collected during Chapter 5. This data is analyzed using a variety of mechanisms to cover both 

qualitative and quantitative analyses since the study is using a mixed methods research approach. 

The qualitative data analysis was presented first, followed by the quantitative data analysis and 

lastly the convergence of both approaches. When the chapter covered the quantitative analysis, the 

following tests results were presented: the distribution of demographic information by age, 

education, work experience and sub-sector of respondents. The results of each statement were then 

presented under a particular sub-objective, followed by the normality test. the pearson correlation 

coefficient, t-test for equality of means, analysis of variance by age and educational groups and 

the tukey hsd multiple comparisons were also presented. The qualitative analysis presented the 

demographic profile of the participants by age, education, work experience and the sub-sector of 

the participants. Each participant’s background was summarized. Each question asked during the 

interview process was then briefly highlighted, together with the combined responses from the 

interviewees of the most frequent responses. The qualitative and quantitative responses were than 

converged for a better, more holistic analysis. The qualitative component of the study presented a 

reliability index of 87% using the cronbach alpha coefficient and the validity of the administrators 

was presented from the qualitative information. The next chapter will be the discussion chapter, 

which will then enhance the findings by engaging in a discussion to relate the findings to related 

existing literature and theories in the discipline.  
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Chapter 6: Discussion of results 

 

6.1.Introduction  

 

This chapter aims to engage the reader in a critical discussion of the results found in the previous 

chapter (chapter 5: data presentation and analysis).  Chapter 6 begins with a discussion of sub-

objective 1 (talent development) and highlights the findings relating to the role of cognitive ability; 

mentorship and motivation in talent development. Then sub-objective 2 (self-perceived 

employability) is discussed, covering internal and external employability as well as subjective and 

objective career success. A discussion of sub-objective 3 (social capital) follows about the role of 

social media, reputation, professional networks as well as social networks as role players in social 

capital. Sub-objective 4 (human capital) will discuss human capital practices including recruitment 

and selection, training and development, reward management and performance management. The 

chapter will lastly focus on the framework designed as a result of the data gathered from the data 

analysis phase. This framework (see section 6.6) will help facilitate the discussion in this chapter 

by providing visual depiction of how all the constructs/objectives fit together.  

The following discussion chapter incorporates the objectives of the research study, which are as 

follows:  

• To establish the link between talent development (cognitive ability; personal-psychological 

attributes; environmental-social factors) and employability amongst independent contractors. 

• To measure the self-perceived employability of actors.  

• To establish the extent to which social capital influences the employability of actors.  

• To ascertain the influence of human capital practices on independent contractors (actors).  
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6.2. Sub-objective 1 (talent development) 

 

• To establish the link between talent development (cognitive ability; personal-psychological 

attributes; environmental-social factors) and employability amongst independent contractors. 

 

In order to engage in a discussion on the talent development of actors, the reader needs to be 

reminded of the findings on this construct in the presentation and analysis of the results chapter 

(see section 5.5.1.1). This referenced section analyzed this sub-objective as follows…  

“With reference to the qualitative component of the study, it was found that in sub-objective 1 (talent 
development), the factors that influence an actor to join the acting profession are actually the passion 
that individuals have and most actors join because they are in pursuit of fame and stardom. The 
community, school and teachers all play a huge role in influencing actors to join this profession. With 
regard to how actors develop personally and professionally, agents were found to play a significant role. 
Mentors were also found to play a significant role in assisting actors to move through the different 
pathways in the profession. These mentors have been found to be directors and producers and they 
further help with the development of talent. Talent has been clarified and the results show that the 
respondents believe that it is more nurtured than just an innate ability. Actors were also found to be 
uncertain about their future and teamwork is highly regarded as important in the functioning of an actor 
in this industry. 
 
With regards to the quantitative component using a 5-point likert scale, cognitive ability results were 
greater than three (03) from the 5-points statements, similarly for motivation as well as management of 
development. The management of development construct had differences of means between males and 
females which is statistically significant (p=0.032). The Mentorship construct found the highest score 
was obtained from respondents from age of <20 years, followed by 20-29 years and there were 
statistically significant mean differences among the different age groups (p=0.002). Scheffe’s multiple 
comparisons found mean differences exist among people in the age groups of <20 years and 30-39 years 
(p=0.020). Further, as far as the educational levels, the highest average score was obtained from those 
that possess certificates followed by diploma qualification. There were statistically significant mean 
differences among the education group (p=<0.01). Scheffe’ multiple comparisons test found respondents 
having certificates had higher mean scores than those with degrees/honours (p=<0.05). The Future 
orientation construct had the highest scores among the different age groups of >50 years followed by 
<20 years. There were statistically mean differences among the age groups of respondents (p=0.012). 
Using scheffe’s multiple comparisons test, these differences were not significant. The highest scores were 
obtained by respondents having higher certificate followed by diploma. Anova test found significant 
mean differences between the different educational groups (p<0.01). Using scheffe, it shows higher 
certificate qualifications had higher mean scores compared to all other qualifications (p<0.05). 
  
This is in line with the results found on the qualitative component, which clearly show that most actors 
joined this profession as a result of being motivated by their passion, followed by those who were 
motivated by fame and stardom. This analysis does not minimise on the role played by schools, teachers 
and the community as well. The results tell a story about the positive role played by cognitive ability, 
motivation and the management of development, mentorship, teamwork and future orientation towards 
talent development”.  
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Factors that influenced this sub-objective were the following:  

Cognitive ability 

Cognitive ability is recognized as a factor or an attribute that influences talent development. 

Cognitive ability refers to an individual’s analytical and creative-thinking ability (Hartzell, 2012). 

This cognitive ability is important since it forms the foundation of the underlying theory of the 

study (see section 3.5.1: Cagne’s expanded model of talent development). This theory posits that 

an individual has a number of domains. Some are called intellectual (general intelligence; 

crystallized reasoning; verbal; numerical, etc.) and creative (inventiveness; imagination, 

originality, etc. The intellectual domain is what the study named the ‘analytical ability’ and the 

creative domain is what the study named the ‘creative ability’. According to Hong and Milgram 

(2008), cognitive ability, both analytical and creative ability is the foundation of talent 

development and it enables a person to develop their potential to become an expert or creative 

talent in their domain or area of expertise. The results of the study found that respondents believe 

that cognitive ability is more nurtured than innate. This belief tallies up clearly with the findings 

that indicate that the more experienced the individual, the more employable they become. These 

results leave room for the role played by training and development in the employability of actors 

in the industry, which is covered by the training and development theme under sub-objective 4 

(human capital) which is still to follow. 

Analytical ability is an intellectual factor that is general as well as domain specific. General 

attributes are used to select students for enrolment into special programs, whereas the domain-

specific attributes relate to specific areas such as maths and music (Hartzell, 2012). 

Creative thinking ability relates to the development of potential talent and it relates to thinking or 

problem solving for the construction of new meaning. Talented individuals are seen to have 

inherent creative thinking ability, exhibiting creative thinking abilities and generating new ideas 

(Hartzell, 2012). The film and television industry use creative thinking ability and hence the 

industry is sometimes called the creative industry. As part of the talent development process which 

focuses on creative thinking ability for actors, there are certain individuals who play a role of 

expediting the process of development. These include teachers, schools and mentors who are 

basically directors, agents, producers, etc. The role of a teacher has been criticized: “I think at the 
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moment there a lot of teachers who have failed actors who are teaching because they don't have 

anything else to do”. This is obviously worrying for the role, especially since the findings under 

this theme indicated that many respondents joined this profession and continue to develop their 

talent because of passion. Hence there is more attention needed in this area. Nonetheless, teachers 

still continues to motivate and influence individuals to develop their talent: “Teachers, of course. 

They do you know. Using myself as an example, I had a drama teacher when I was at school who-

who influenced me entirely to want to be an actor”.  

Mentorship 

Mentors can serve as guides in the student’s field of study. They can be found both at school and 

in other external arenas. The interaction a student has with the mentor influences their path in life. 

In the very same way, creativity can be influenced with help from the mentor (Little, Kearney and 

Britner, 2010; Ambrose, Allen and Huntley, 1994; Hartzell, 2012). The term ‘student’ is not 

limited to young pupils who are students according to education systems, but expands into 

employees who are already active participants in the acting industry and who partake in the process 

of developing their talents. The development of their talent with guidance from a mentor results in 

the formation of a student-teacher relationship, which is the basis upon which these employees 

would be regarded as students.  

The development of an actor’s talent can be influenced by a mentor. If individuals are enrolled in 

a mentorship program, students are found at times to have self-perceptions of growth regarding 

their competence and research skills and most students have strong relationships with their 

mentors. Of importance is the approachability and availability of the mentor, which usually affects 

the quality of the relationship. The talent mentee can use their mentor to explore the potential 

prospects in their career. In a nutshell, mentors play an important role as far as guiding, advising, 

clarifying of mentees’ goals, providing emotional support, etc. (Little et al., 2010; Ambrose et al., 

1994 & Hartzell, 2012). The prevalence of mentorship, especially in the adolescent stages, ensures 

that the mentee develops their talent further in their respective field or career stream. The results 

of this study also share similarity with the words of Little et al. (2010); Ambrose et al. (1994) and 

Hartzell (2012) in that the majority of the respondents (59%) indicated that they always wanted to 

be an actor from a young age. It is clear that development for employability purposes should 

happen at the adolescent stage for higher impact since actors will this be equipped with the 

necessary skills for employability.  
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Motivation  

The field of human resources management is commonly recognised for the use of Maslow’s 

hierarchy of needs theory when it comes to the study of motivation and this theory enhances the 

understanding of motivation. The theory divides motivation into internal and external motivation. 

This study did not use the theory because Maslow is designed to study employees within a 

traditional workplace. However, Cagne’s expanded model of talent development is geared towards 

individuals who are not fixed within a particular organizational boundary. It makes particular 

reference to ‘catalysts’ (see section 3.5.1) which are intrapersonal factors such as motivation, self-

management; self-motivation and volition. These are what exacerbates the developmental process. 

Internal motivation, also referred to as intrinsic motivation, allows an individual to complete an 

activity for the joy and satisfaction of just executing the task. It is more internalized and if a student 

possesses such or the more the style of motivation is internalized, they are more likely to complete 

a task and perform better as well as have better psychological wellbeing (Hartzell, 2012). This is 

what the results of the study indicated as ‘passion’. According to Hartzell (2012), external 

motivation, often referred to as extrinsic motivation, has been found to have a positive influence 

on creativity. Contrary to most individuals, external motivation (fame and stardom) influences 

Actors less than internal motivation (passion).  

In essence, sub-objective 1 (talent development) found that cognitive ability, motivation, 

management of development, mentorship, teamwork and future orientation are linked to talent 

development and they positively influence the employability of actors. The more employees 

develop themselves and their talent, the better their chances of being employable. The correlation 

of the two constructs is confirmation of the above. One of the factors is the motivation of 

independent contractors (actors) without using any conventional employment theories. The study 

discovered that when using Cagne’s expanded model of talent development, motivation is 

theorized properly for these individuals. Most importantly, these individuals are internally 

motivated more than being externally motivated into developing their talent. They are internally 

motivated by passion and are externally motivated by fame and fortune as a secondary motivator. 

These individuals are mostly born with this talent, but also hold the view that it really needs to be 

nurtured. Since this talent is inborn, it needs to be developed from an adolescent age. This speaks 

to mentorship. A number of mentors help shape this talent from a young age up until it has matured. 

These are teachers (although the adequacy of their role has been highly criticized), the community, 

schools, producers, directors and agents. Agents were found to play a significant role in the talent 
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development process, especially for individuals who have already joined the profession. 

Individuals and institutions expedite the process of development. This profession requires a certain 

type of cognitive ability. It requires an individual to possess more creative thinking ability as part 

of their cognitive ability.  

 

6.3. Sub-objective 2 (self-perceived employability)  

 

• To measure the self-perceived employability of actors 

 

In order to engage in a discussion on the perceived employability of Actors, the reader needs to be 

reminded on the findings on this construct in the presentation and analysis of the results chapter 

(see section 5.5.2.1). This referenced section analyzed this sub-objective as follows…  

  

 
“Referring to the qualitative component of the study, sub-objective 2 (self-perceived employability) found 
the most actors are individuals who have a positive perception of themselves with regard to their level 
of competency with their skills, being employable today and in the future. They displayed the same 
confidence with regard to their employability both nationally and internationally.  
 
Based on the quantitative component, 3 concepts were used to test for respondents overall self-perceived 
employability. All 3 concepts, internal employability, external employability and subjective career 
success were more than 3 on the 5-points Likert scale. Regarding the external employability construct 
as far as the age groups of the respondents are concerned, the highest score was obtained from age of 
<20 years followed by 20-29 years. Anova test found significant mean difference among age groups 
(p=0.031). According to scheffe’s multiple comparison test, there was no significant mean differences 
(p>0.02). Anova test for educational levels found significant mean differences among the educational 
groups (p<0.01). The highest score was obtained from respondents having certificates, followed by 
degree qualifications. Using Scheffe’s multiple comparisons test, significant mean differences were 
found between respondents having certificate & honours degree (p=0.004).  
 
It is clear from both results that participants & respondents have a positive perception of their self-
perceived employability, implying that they have a strong view about their internal employability (finding 
employment and transitioning with their current production (s); external employability (finding 
employment externally from what they are currently working on); and subjective career success (success 
in the work they do based on their own subjective measures)”. 
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The factors that influenced this sub-objective were:  

Internal and external employability 

Dries et al. (2014), argue that the ‘old deal’ where employees have been in an employment 

relationship where loyalty was rewarded by job security has now been replaced by the ‘new deal’, 

where the organization should offer employees skills development opportunities and skill them to 

uphold internal and external employability. This is not only important for the individual employer, 

but also for the type of employees that are at the disposal of the organization to hire their service  

Apart from the multiple definitions presented about the term ‘self-perceived employability’ (see 

section 2.4.2), according to the European Union as quoted in Pinto et al. (2017:167) and McQuaid, 

Green & Danson (2005, p.192), the definition of employability is “a combination of factors which 

enable individuals to progress towards or get into employment and stay in employment”. 

Furthermore, it relates to progressing during their careers (Pinto et al., 2017). There are two types 

of employability, namely objective and subjective employability. According to Van Emmerik, 

Schreurs, De Cuyper, Jawahar and Peeters (2012), there is a difference between objective 

employability which relates to one’s profile such as education, labor market position and 

subjective employability or perceived employability, which is about the worker’s own appraisal 

of his or her ability to get a new job in the same organization or another organization. Authors 

have suggested that in times of organizational change, perceived employability is what matters 

most. This is confirmed by Rothwell and Arnold (2007) in a study that found that self-perceived 

employability can be seen as a construct that consists of or is related to two components, namely 

internal employability and external employability.  The questions and responses captured in the 

study were centralized around these components of internal and external employability. A majority 

of responses had a positive perception of these.  

The participants were identified to lack enough external self-perception when it came to their 

employability at the international level. This could be ascribed to a number of reasons, such as the 

South African film industry is seen to be of a low level compared to the international market: 

“Internationally, I'll give myself maybe like a 3 out of 10”.   
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Subjective & objective career success 

Perceived career success is another construct or dimension that added to the equation of self-

perceived employability. Career success influences self–perceived employability (Beatrice, Van 

der Heijden, De Lange, Demerouti and Van der Heijde, 2009; Rothwell and Arnold, 2007). Other 

studies have used different terms to mean the same thing as perceived career success, namely core 

self- evaluation and confidence. Core self-evaluation (CSE) is a term which can be broadly defined 

as an individual’s basic, fundamental appraisal of one’s worthiness, effectiveness and capability 

as a person. An individual with positive self-appraisals are more confident and ambitious and 

engage more actively in job searches. These individuals are also able to adopt better challenges 

than those who have a low CSE. These individuals would perceive or see themselves as 

employable even when there are limited job opportunities. Furthermore, they have a high self-

efficacy, self-worth, internal locus of control, and emotional stability and higher perceptions of 

employability (Onyishi et al., 2015). Beaumont, Gedye and Richardson (2016) identified 

confidence as mallable and increasing with age, which makes confidence a trait that could be 

influenced and developed. This means it can be a trait an individual possesses but is also 

situationally modified. In studies highlighted in the work of Beaumont et al. (2016), it is concluded 

that employability intervention has no impact on confidence but confidence, is likely to increase 

when an individual is exposed to activities such as work experience, real-world scenarios and 

reflection.  

According to Beatrice et al. (2009), career success refers to the real or objective and perceived or 

subjective accomplishment of individuals in their lives. The research by these authors alludes to 

the fact that ‘it is likely that employability is positively associated with career success’. 

Furthermore, Rothwell and Arnold (2007) describe evidence that suggests that overall self-

perceived employability is correlated with career success.  

Perception is the reality of what people live with, hence it is their reality. When actors become 

employed, it starts off initially with how they view their own value, which then translates into 

action. Action can be in a form of them seeking to fulfill more roles with their current client’s 

production or seeking more roles outside their existing clientele. Past experience will also play a 

role in shaping their perceived career success and will give them the conviction of whether they 

think they can make it or not following the sentiment of ‘nurturing’ this perception more than it 
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being ‘innate’. Hence, more training and development will be required in order to shape an actor’s 

perception of their individual worth on the international front.  

Once an individual possesses positive perceptions about themselves in relation to the market, they 

are bound to be employable internally and externally and succeed in their careers. When 

individuals view themselves as experiencing a gap or a shortfall in relation to the requirements of 

the job market, they are bound to train and re-skill themselves in order to pursue what they desire. 

Thus, self-perceived employability is linked to increased employability. There have been a number 

of studies in the area of employability but according to the author’s knowledge, there have not 

been any studies focusing on employability for actors in the film and television industry, in 

particular in South Africa.  

In essence, sub-objective 2 (self-perceived employability) found that actors have a strong positive 

self-perception of employability. The study found that the perceptions of individuals are related to 

their view of internal employability, external employability as well as subjective career success. 

Self-perceived employability also touched on their objective employability, which was related to 

their individual profile such as education, market position, etc. There was no strong positive 

perception relating only to doing jobs on the international labor market or competing 

internationally. The study found a positive correlation between self-perceived employability and 

the other variables measured in the study.  

 

6.4. Sub-objective 3 (social capital) 

 

• To establish the extent to which social capital influences the employability of actors 

 

In order to engage in a discussion on the perceived employability of actors, the reader needs to be 

reminded of the findings on this construct in the presentation and analysis of the results chapter 

(see section 5.5.3.1). This referenced section analyzed this sub-objective as follows…  

 

“According to section 5.2.4 which represents the qualitative component, sub-objective 3 (social 
capital) in summary found that personal networks, professional networks, reputation as well as 
social media play a significant role in an actor becoming employable. Amongst all the factors 
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the study found that social media played a much more prominent role in the current landscape 
of the labor market in the film and television sector. Most actors were found to lack networking 
skills, which are necessary for employability.  
 
The quantitative component had 4 concepts to explain social capital. Results show that out of 
the 4 concepts, only 3 showed respondents were positive about their social capital status. Social 
media construct found that the highest average score was obtained by respondents having 
degrees, followed by diploma qualifications. Anova test found significant mean differences 
among the education groups (p=0.023). Scheffe’s multiple comparison test did not find any 
significant mean differences between any educational level groups (p>0.05). Professional 
network construct had the highest score among the educational qualifications being certificates, 
followed by diploma. Anova test found significant mean differences among the different 
education groups (p=0.006). Scheffe’s multiple comparison test showed mean difference was 
significant between respondents having certificate qualifications and masters qualifications 
(p=0.031).  
 
Both components show a positive interplay on the social capital sub-objective. An area of 
contention is the result reported on the adequacy of the networking skills of actors. The 
qualitative data showed that actors lacked these skills, whereas in the quantitative data, the 
actors indicated that they feel they possess these skills. Information on the background of the 
participants is necessary at this stage determine which view holds more value. The qualitative 
data is presented by most people who are in management in the sector and manage the actor on 
a daily basis their background being rich in the wealth of experience they possess as well as the 
qualification type and level they have relating to acting and the film and television industry. On 
the contrary, the quantitative data is dominated by young and upcoming employed and 
unemployed actors, who mostly have less than 3 years’ experience in the sector. So it stands to 
reason that most actors lack networking skills in this sector”. 

 
 

A recent study by Ngoma and Ntale (2016) in their research investigating graduate employability, 

it was found that social capital is indeed related to the employability of graduates. Social capital is 

defined in their article as ‘the goodwill inherent in social networks’ which in the context of work 

provides individuals with information and influence and access to career opportunities. These 

authors cite a number of authors who point to the fact that job-seekers get to know information 

about hiring companies which assists them to succeed when they are called upon to be interviewed. 

They assert that good networks provide a high level of social capital and are helpful when finding 

jobs, promotion and being successful in one's career in general. Social capital is also regarded as 

‘the outcome or product of connections between nodes in a network and access to a wealth of 

resources’ (Benson et al. 2014). Social capital is an elastic construct that relates to what one gets 

from the relationship they have with others (Steinfield et al., 2008). According to Fugate et al. 

(2004), social capital is the goodwill inherent in social networks. Social capital introduces an 
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interpersonal and social element to employability. It disseminates information and influence from 

one person to the other ‘holder’ by means of networks. In a work context, this information and 

influence provides individuals with job opportunities. The size and strength of the network is also 

an important consideration in determining the potential of the information provided by the 

networks. With reference to a study by Gayen, McQuaid and Raeside (2010) regarding employees 

and their age effects it was found that indeed those employees over the age of 50 years who entered 

the workplace as a cohort are more likely to build a network of contacts amongst each other and it 

is more likely for them to be employed or re-employed provided that the ties between the contacts 

are strong.  

In essence social capital has a strong bond or correlation with employability (0.546 in section 

6.2.14). It may be noted that employability also influences job search behaviors, job choice and 

job search outcomes. An example is an individual with high employability who is found to be 

highly likely to utilize their social capital to proactively identify re-employment opportunities 

especially when a job loss has been anticipated (Fugate et al. 2004). These findings are justifying 

the use of the heuristic model of employability, also known as a model of boundaryless talent 

management (see section 2.3.7).  

 

Social media 

Online social networking enables real-life relationships by means of information technology, 

which enables the building of new relationships whilst maintaining those that are in existence, as 

well as utilizing social capital to the fullest extent. In research conducted by Benson et al. (2014), 

individuals with higher leadership scores were found to provide active social contributions and use 

the network for self-promotion. Information and communication technology, as well as social 

media skills, are seen as very important in marketing related work and employers are expecting 

employees to be well equipped with skills to use social media. Employers are also using social 

media to check the behavior patterns of potential graduates. With reference to Steinfield et al. 

(2008), individuals and the intense use of Facebook is associated with the formation and 

maintenance of social capital. 

Participants in this study had adequate social media skills and a majority of participants 

acknowledged the importance of these skills. Much company recruitment is taking place using 
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social media, as one of the participants indicated: “I've done projects where they have literally 

hired people because their social media is climbing off the radar. They've got 100000 followers 

and they have instagram and they just have the following and because of the type or content of the 

show, they wanted to have this kind of person on the show”. Benson et al. (2014) mention that 

social capital is now considered more important than human capital (qualifications and 

credentials). Social media is also used for background checks during the selection process, as one 

of the participants indicated: “I will always definitely do a quick background check which social 

media forces and we will always call around to various agents and if I hear that an actor is a 

troublemaker, I'm not going to work with that person again”. This is directly related to whether a 

person would be employable or not. Social recruitment and the development of relevant 

employability skills are some of the possibilities that are offered by social media, as well as 

impacting on the trends in professional networking. However, there still remains a lack of relevant 

theories in this area of study (Benson et al, 2014).  

 

Reputation 

When an actor has a bad reputation amongst people who are decision-makers or even their 

followers, they stand a good chance of not being hired. Production houses employ people who are 

crowd pullers for more viewership of their production. When someone has a bad reputation, it also 

affects their chances of getting future employment, as one of the participants indicated: “I don't--

I will not be able to sell you a bad boy persona to discovery” or rather it limits an actor’s 

employability prospects. Another citation is from a producer who is mostly responsible for the 

recruitment process of their production house, as another participant stated: “reputation is really 

important because even if you're a good actor but you're difficult to work with, people don't often 

work with you again”. Although this view lacked sufficient justification from the quantitative 

respondents, the views of the qualitative respondents was used based on the depth and wealth of 

experience they possess.  

 

Professional networks 

Benson et al. (2014) state that relationships in social networks, including professional ties, present 

an important part of social capital. Social networks facilitate existing relationships as well as 
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enable the building of new relations in leisure and professional domains alike. The professional 

networking space is dominated by professional networking sites such as Linkedin which has about 

150 million registered users. This dominated the professional networking space in 2012, with 21% 

of these people between the ages of 18 and 21 years old (Benson et al., 2014). The enhancement 

of professional networks using social media as a vehicle is not only limited to Linkedin, but also 

Facebook, Instagram and a variety of other social media platforms.  

Professional networks look into the actors organizing themselves into professional groups that seek 

to advance the industry and thus create further employment opportunities. The existence of 

organizations such as the South African guild of actors (SAGA) ensures that actors are in a position 

to collaborate with each other and ensures that certain standards in the industry as far as the 

development of an actor’s talent is concerned are adhered to by employers.  

A participant indicated, “your own connections are very important, but your professional 

connections are just as important so that you're taken seriously and you are paid accordingly. And 

affiliation, for example to SAGA and to make sure that the agent you gave is PAMA affiliated, that 

is as important speak of your professionalism”. This points to the fact that the existence of these 

professional associations ensures that even the actors themselves are known by people such as 

directors, producers and agents. These individuals play a significant role as far as the employability 

of an actor is concerned. In relation to the research model of the study, this professional networking 

would be regarded as talent displayed in one’s domain/profession, meaning in sports, academic, 

music, etc.  

 

Social networks 

According to Benson et al. (2014), when individuals interact with a social network they share 

information and resources. These resources constitute job and professional information, power 

influence and professional solidarity. Social networks are defined as friends, peers, parents and 

teachers (Gayen et al., 2010). Unemployed people usually find jobs through employed friends and 

acquaintances and it is noted that job-seekers who are able to utilize the information and influence 

of powerful, wealthy people and people of status are able to find employment more easily than 

people who do not have such connections (Gayen et al., 2010). This is the same sentiment shared 

by Fugate et al. (2004), who state that most people with well-developed social capital utilize 
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informal ways to find employment, usually by means of friends, especially top managers. They 

mostly find jobs through informal networks and social capital, which their study confirmed that 

indeed social networks have a positive and independent effect on salary more than human capital.  

This brings about great change when comparing conventional employment settings with non-

conventional employment settings. The following utterances from a production house clearly 

emphasize the importance of social networks over any other networks in this industry 

“professional networks are just as important, but it’s limiting because a lot of people love to work 

with the same people. Or they know that this specific actor will give them this performance, so 

they won’t even audition for anything else”. Most actors would probably face a limitation if this 

skill is not developed since it is dire in the industry currently.  

The question is: do Actors have enough networking skills to render them employable in the near 

future? the answer to that question is ‘no’. The next sub-objective 4, discusses in detail the skills 

as well as training and development results. To answer research sub-question 3 on whether social 

capital has an influence on the employability of an actor, the answer is ‘yes’. Social capital has a 

significant effect on the employability of actors in the film and television industry.  

In essence, sub-objective 3 (social capital) found that social capital is positively influenced by 

social media, reputation, professional networks and social networks. All these elements played a 

significant role in the employability of independent contractors. Social media was nonetheless 

found to play a much more significant role than the rest of the elements. With reference to networks 

the study concluded that good networks provide a high level of social capital and help actors when 

finding jobs and being successful in their careers in general. Networking can be in the form of 

professional networks, which is dominated by the South African Guild of Actors, as well as the 

professional academy of modelling and acting (PAMA) for producers and directors. Although 

there is professional networking for independent actors, social media remains a vehicle through 

which this networking takes place. The most common social media sites used to network are 

Facebook, Twitter, Instagram and Linkedin. Social media is also used by employers to check the 

behavior of potential employees, as a selection tool during the interview process and also for 

checking the candidate’s background. Another component under social capital is reputation. 

Results found this to be important since ‘people do business with people’. Basically, when one has 

a bad reputation, it tarnishes their credibility as well as that of the different stakeholders 

surrounding, like sponsors. However, when one has a good reputation, this increases employability 
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since production houses work with ‘crowd pullers’, who are people who can bring more viewership 

to the production.  

 

6.5.Sub-objective 4 (human capital)  

 

• To ascertain the influence of human capital practices on independent contractors (actors) 

 

 

“According to section 5.2.5 which represents the qualitative component, sub-objective 4 (human 
capital) found that actors valued fame, fulfillment, platform, flexibility, networking 
opportunities, work environment and also working for multiple organizations at the same time. 
As far as the provision of benefits is concerned, actors need to provide for themselves and it was 
found that the budget, industry guidelines and experience are some of the factors that influence 
the rewarding and compensation of an actor.  
 
The quantitative component had descriptive analysis that showed more respondents being 
positive about training and development as the average scores were 3.66 using the 5-point Likert 
type statements. For the reward management construct, there were mixed responses received. 
Example, an average of 1.56 was found for the basic benefits & security item. Majority of 
respondents were not happy with their current benefits. Similarly, average scores were found to 
be below 3 for the statement “the more I perform well, the more I am paid”. The reward 
management construct’s anova test found mean differences between the education groups 
(p=0.029) with the highest scores obtained from respondents having certificates, followed by 
diploma qualifications. Scheffe’s multiple comparison test found significant mean differences 
between certificate and honours qualifications (p=0.037). Performance management construct 
had the highest scores obtained by respondents having certificates, followed by diploma 
qualifications. Anova test found significant mean differences among the different education 
groups (p=0.016). Scheffe’s multiple comparison test did not find any significant differences 
between the age groups (p>0.05).  Recruitment & selection construct’s anova test found 
significant mean differences among the different education groups (p<0.01). Scheffe’s test found 
mean differences between certificate, degree & honours qualifications (p<0.05). Anova test 
found significant mean differences among respondents from different age groups (p-0.036). 
Scheffe’s test did not find any mean differences between any two groups (p>0.05).  
 
A majority of the respondents responded positively both on the qualitative as well as the 
quantitative components of the study. However, there seems to be a negative statement that 
surrounds the provision of benefits in the industry, as well as respondents feeling that their 
positions are not being in line with the level of education they possess”. 
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The provision of human resource management functions in a conventional work environment is 

usually in the form of a department or a section designated in the organizational establishment to 

deal with specific hr issues. In a non-conventional work environment or in a boundaryless career, 

these functions are still performed, but find themselves with different terminologies and also being 

performed by multiple parties (decentralized). Many of these functions are left to the individual to 

fend for themselves. According to McQuaid, Green and Danson (2005), the human resource 

practices of organizations should be considered. A number of studies have shown that many of 

activities implemented in organizations can increase employability.  

 

Recruitment, selection and retention 

Quoting from the work of Devins and Hogarth, the authors (McQuaid et al., 2005) mention that 

recruitment can unwittingly contribute to labor market mismatch. If recruiting the unemployed to 

fill skills shortages, more needs to be done in internal retention and employee development 

practices in organizations. The findings of this research indicate that actors value fame, fortune, 

working for multiple organizations, etc. This means that as a retention factor, the responsible 

officers for talent need to ensure they offer Actors an enticing package that offers all these 

elements. With retention, each actor can be skilled and developed to understand the unique 

productions they are working for. This will save management the time and resources of skilling or 

orienting an Actor for a particular role before performing.  

 

Training and development 

Veld et al. (2015) indicated that a study found employability-stimulating activities to include 

schooling, training, task expansion and task enrichment. In another study using a sample of 

primary school employees, it was found that an investment into the supply of training and 

development and mobility supporting activities by the organization will result in a positive effect 

on employees’ perceived employability. In their research paper, Veld et al. (2015) concluded that 

in order for training, development and mobility supporting activities to have a stronger impact, 

there needs to be a willingness from the employee’s side to invest time in training and development 

and be willing to move between jobs. In a study conducted in Romania, it was found that 

participation in training has a modest impact on employability (Popescu & Roman, 2018). Each 
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individual needs to ensure that they expose themselves to training opportunities offered in the 

industry by organizations like SAGA and other training providers. In a report by the National Film 

and Video Foundation (NFVF), there are over 27 institutions across the country offering broad 

skills and courses, even those geared directly towards the acting industry such as camera work, 

lighting and animation (NFVF Skills Audit, 2016).  

 

Performance management 

The issue of performance management is also very important. An actor’s performance is often 

judged by their previous performance. Since these individuals use portfolios to apply, it is crucial 

that they have reputable past performances. When an actor draws viewership on a particular 

production because of their performance, it enhances their chances of future employment. 

Performance management is also about the type of roles that one plays since reputation is a factor. 

If one projects themselves in their performances as a person who plays only a certain type of 

character, chances are that when more work in the form of tv commercial or voiceovers arise, they 

will be considered for those previous types of roles only. The decentralized human capital practices 

that exist in the industry, when collated, affect employability.  

 

Rewards management 

These studies conducted above highlight the importance of the hrm function in organizations and 

on individual’s lives, creating a linkage between human capital and employability. Reward 

management links with the fortunes that participant in this study value so much. This means that 

if an individual is not provided with this fortune, this limits their motivation as well as willingness 

to join the profession and expand their employability skills whilst employed. This inversely affects 

employability quite drastically.  

In essence, sub-objective 4 (human capital) found that retention, training and development, reward 

management, performance management as well as recruitment and selection influenced 

employability. These functions have been decentralization in the film and television industry and 

are performed by a number of stakeholders in the film and television supply chain. A number of 

factors that actors in this industry, including fame, fulfillment, platform, flexibility, networking 

opportunities, a good work environment as well as working for multiple organizations at the same 
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time. It was found that training and development opportunities are available via certain institutions 

that offer a variety of training programmes in line with Actors’ needs. These include 27 institutions 

in South Africa and the South African guild of actors (SAGA). It is important that actors expose 

themselves to these training opportunities. Actors were found to make provision for their own 

benefits and security such as medical aid, retirement options, etc. Actors felt that their education, 

skills and training were not correlated to the remuneration they received. On the area of 

performance management, most actors were aware of what is expected of them regarding their 

performance.  

 

6.6.The proposed model  
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Based on the study, the model (see figure 6.1) is presented. This model is intended to inform both 

practitioners and academics about the different factors or constructs that influence the 

employability of individuals. It does not only focus on individuals in general, but individuals who 

are independent contractors in the South African film and television industry. This model serves 

to challenge current practitioners and academics with information pertaining to actors and their 

employability. It further extends the currently limited literature on the talent management of 

individuals who are outside the boundaries of traditional organizational settings (non-conventional 

employment settings). This model in no ways tries to address who is responsible for its 

implementation? who will fund it? how is it used on a daily basis and by whom? It seeks to merge 

theory and practice and bring about new information the industry for any role-player who might 

be interested in using the information in this model for the betterment of employability in the Film 

and television industry in South Africa.  

 

6.7.Summary 

 

This chapter aimed to engage the reader in a critical discussion regarding the results found in the 

previous chapter (chapter 6: data presentation and analysis).  This chapter began with a 

discussion of sub-objective 1 (talent development) and highlighted the findings relating to the role 

of cognitive ability, mentorship and motivation in talent development. Sub-objective 2 (self-

perceived employability) discussed internal and external employability, as well as subjective and 

objective career success. A discussion of sub-objective 3 (social capital) then followed. This sub-

objective discussed the role of social media, reputation, professional networks as well as social 

networks as role-players on social capital. Lastly sub-objective 4 (human capital) was a discussion 

of human capital practices that included recruitment and selection, training and development, 

reward management and performance management. The last segment of this discussion chapter 

focused on the framework designed by the author as a result of the data gathered from the data 

analysis phase. This framework (see section 6.1) assisted by facilitating the discussion entailed in 

this chapter, since it is a visual depiction of how all the constructs/objectives together.  
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Chapter 7: Conclusion and recommendations 

 

7.1. Recommendations of the study 

 

• One: Based on sub-objective 1 (talent development), the industry needs to develop a formal 

mentorship programme that will ensure the existence of the mentor-mentee relationship. A 

mentorship programme is a must have, where well-seasoned Actors who are willing and able 

to commit to empowering upcoming actors with lucrative skills (such as networking skills 

which have been found to be lacking for most actors) to ensure their survival in the industry. 

A mentorship programme only works if there is commitment from the mentors. A good 

example is the United States with the America Film Institute founded in 1967 that has “a 

dedicated group of working professionals from the film and television communities serve as 

mentors in a hands-on, production-based environment, nurturing the talents of future 

storytellers”. Thus far, there is an outcry over the lack of feedback from mentors who are 

superiors of independent contractors. Feedback is needed for the personal as well as 

professional development of actors. The study also noted a few (33%) respondents indicating 

that they had someone whom they regarded as a mentor. This program would ensure that the 

supply of mentors is adequate and that they are available to mentor. This could result in a skill 

set match between the mentor and mentee. Due to a lack of guidance, a number of talented 

people do not realize their full potential, but rather conform to industry pressures that become 

detrimental to their careers. A mentorship programme will be a succession management plan 

for the organization/industry. This will serve as a knowledge management system for the 

industry to maintain the ‘know-how’/expertise.  

• Two: A talent development programme is recommended for actors. This development program 

needs to look into the different aspects that make individuals engage in a programme to ensure 

employability. This programme needs to look into an individual’s analytical or creative ability 

and then a person would be developed based on the level these are found to be at.  This 

programme will motivate actors and ensure that their future is clear to them since their score 

on ‘future orientation’ was recorded as they have a clear future vision of their careers.  

• Three: There needs to be collaboration between industry stakeholders. Management of 

development takes place at the individual level; organizational level; industry level as well as 
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agent level. It is most important to understand the collaborative nature of these stakeholders’ 

roles in developing actors.  

• Four: There needs to be a focus on and an increase in motivators in the industry. Motivation 

can be used to customize initiatives that will ensure the heightened performance of actors in 

every production they are exposed to. Results indicate that fame and stardom are external 

motivators. Thus, initiatives are needed to focus on enhancing the superior performance of 

actors which will grow the industry economically.   

• Five: Based on sub-objective 2 (self-perceived employability), there needs to be a benchmark 

study which conducted to study the best practices of acting at an international level. There 

seems to be a lack of confidence in relation to actors competing at an international level with 

the current state of the skills sets they possess. Perhaps developing an international 

matrix/framework for the development of actors might be a good initiative, or perhaps adding 

an international aspect to the existing framework developed by this study is necessary.  

• Six: To increase the external employability of actors, each individual actor needs to engage in 

social networks, especially with relevant people in positions of power. Most of these 

socializing events are currently taking place with SAGA. Furthermore, SAGA needs to 

enhance the role of social media in its programmes. This platform of sharing and collaboration 

will assist actors to know their external worth, as well as boost their self-esteem and 

motivation.  

• Seven: Based on sub-objective 3 (social capital), actors need more training in social media 

usage and brand management. Social media is used for a number of reasons such as brand 

management and recently, for selection decisions during the recruitment process. Social media 

management would help orient actors on the type of media effective for employability. Social 

media plays a huge role in career transitioning, promotions and to influence followers. 

Reputation is one major item that requires a code of conduct to be created which will govern 

certain acceptable behaviors within the film and television industry.  

• Eight: Professionalism is one of the skills that needs to be nurtured more. The study found that 

SAGA has a number of professionalism training workshops which are facilitated in order to 

gear actors towards professionalism in the industry, but not but not many actors are taking 

advantage of these. It is recommended that actors participate fully in these readily available 

programmes.  
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• Nine: Based on sub-objective 4 (human capital), education, skills and training are not in line 

with the remuneration that the actors receive. There needs to be more attention given to how 

individuals are remunerated, especially those individuals who have invested in themselves to 

be worthy in the industry. This will ensure that the industry is taken seriously by incoming and 

upcoming actors. This investment at an individual level will directly raise the value of South 

African actors when compared to the international industry. This will also decrease the lack of 

confidence actors have when they perceive themselves with their international counterparts.  

• Ten: A further framework with a frame of reference is required that will encompass all the 

human capital initiatives in the industry, as well as give accountability on who is responsible 

for these initiatives. A number of changes could be made through training (on-the-job or 

outside the job) in this industry.  

• Eleven: A number of skilled and qualified teachers and professionals need to spearhead the 

‘teach the teacher’ programme since the industry is short of a number of qualified teachers.  

• Twelve: The role of government has been criticized, from the responses gathered in this study. 

This role has been recorded as ‘minimal’, ‘non-existent’, etc. Government through its various 

departments needs to take an active role in this industry as far as developing actors’ talent to 

ensure their employability. This can be by means of enhancing the visibility or upscaling of 

existing programmes, as well as spearheading some of the recommendations of this study.  

 

7.2. Limitations of the study 

 

There were limitations in terms of the geography of the study. The study was only limited to 

Johannesburg and Durban-based actors. This is based on financial implications as the researcher 

had a limit to funds if there were to be other areas such as Cape Town included in the study. Based 

on the findings from the pilot study on the willingness of participants and respondents to engage 

with the research on virtual platform with a low response rate, the researcher opted for simplicity 

and ease of access to respondents and participant to rather meet them face to face. The online 

questionnaires are traditionally associated with low response rates as compared to the self-

administered questionnaires. The Cape Town area was also excluded as a result of the gatekeepers 

letters issued by SAGA only representing actors in the Johannesburg and Durban Area.  
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The creative industries have a number of creative talents which share almost the same 

characteristics as the creative talent chosen for the study (independent contractors: actors), but the 

study did not aim to confer the results found in this study to any other individuals in the creative 

industries, except the actors.  

The sample range of the study for the quantitative component was small, but the results are coupled 

with the qualitative component which had more respondents than the sample in order to make up 

for this limitation.  

The questionnaire was piloted to allow for any potential changes and to bridge the gaps identified 

before its final adoption. The questionnaire received a reliability of 87% as a data collection 

instrument, but it could have been shorter if the researcher wanted to perhaps focus on one single 

objective.   

The availability of the respondents (actors) was a problem since they are individuals who are 

scattered around the provinces with no focal point to find them. Even when one finds them, they 

are usually preoccupied with back-to-back schedules. So this calibre of individuals was hard to 

find.  

The research findings are in a way presenting the lived experiences of the participants & 

respondents and may not necessarily represent the views or experiences of every actor in the film 

and television industry of South Africa.  

The study limited the views and perceptions of actors since they are views captured at a particular 

point in time (during the data collection phase), which could basically change given another point 

in time.  
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7.3. Recommendations for future research 

 

• It is recommended that as part of future research requirements, careful attention should be paid 

to demographic factors that play a role in the talent development-employability relationship. 

Most specifically, to look at how many females are well experienced and of those, how many 

are black people belonging to the previously marginalized group? The study recommends 

further research to deal with issues of gender, ethnicity as well as education related to this 

study.  

• Research on independent contractors in general in comparison to actors in this field or the 

application of Talent Development for multiple industries is needed. Cross-industry and a 

cross-discipline research study could enhance the value of this research.  

• Dealing with four sub-objectives at the same time was a problem. Researchers could use one 

sub-objective at a time in order to gain more insight into each sub-objective. The questionnaire 

was found to be too long as a result of this, which affected the response rates as well. A solution 

to this is to perhaps deal with one sub-objective at a time and create a shorter version of the 

questionnaire in order to influence a better response rate.  

• More research could be done on the conditions of employment that independent contractors 

are hired under by respective organizations.  
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7.4. Conclusion  

 

The study attempted to address the subject in a systematic manner. The study sought to answer the 

research of whether the development of a talent development framework will ensure the 

employability of independent contractors in the South African film and television industry? The 

employability of workers was acknowledged as that which consists of numerous factors such 

human capital, talent, competencies, social capital etc. Based on the talent development theory 

called Cagne’s expanded talent development theory as well literature gathered on the subject 

matter, using the triangulation approach, 4 key themes were worth of exploring further. These 

themes were explored further to determine the existence of a relationship with employability. After 

the study engaged in the different methodological and advanced data analysis options, there were 

key findings established.  

Under theme 1: talent development, the study found that motivation played a key role in the talent 

development of actors with actors indicating they are motivated intrinsically by passion. They 

viewed their cognitive ability and talent as something that require nurturing and to manage their 

development, agents and mentors play a significant role in this regard. Under theme 2: self-

perceived employability, the study found that actors were confident and were having a positive 

perception with their competency as far as skills, being employable today and in the near future as 

well as being employable at a national and international level. This presented a positive perception 

they possess regarding their employability. Under theme 3: social capital, the study found that all 

factors affecting the social capital of actors as social was found to be an important factor for their 

employability. However, South African actors were found to lack the networking skills in order to 

fully benefit from this association of social capital with employability. Under theme 4: the study 

found that as retention sub-factor, actors valued fame, fulfillment, flexibility, being given the 

acting platform as well working for multiple organisations at the same time. Further, training and 

development, recruitment and selection and performance were all factors noted as positively 

affecting human capital. Hence, it remains important for the industry participant to ensure that 

these are implemented appropriately to ensure actor develop their human capital as it will affect 

their employability in the industry.  

The results reveal an association of talent development and employability on many levels. The 

study concludes by indicating that the developing of a talent development framework would, in 
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fact, affect employability in the film and television sector in South Africa. These results were 

found to be generalizable to the entire film and television population of South Africa. These results 

would also be useful for future research, academics, policy-makers as well as practitioners in the 

film and television industry of South Africa.  
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12. How does the profession/industry make provision for security like health benefits (medical aid, life policy) 

and pension Aids in preparation for retirement or funeral policy in case of death?   

13. How is an Actors performance measured? Is there some sort of indicators used to distinguish one 
performance from the other?  

14. What sort of incentives does an Actor obtain for having to have performed over and above the expectations 

in each given production?  

15. What factors influence the compensation and rewarding of an actor?   

16. Are there any issues you feel is important for us to note regarding any of the issues we just spoke 

about?   

>> End  <<  
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9.6.Appendix f: informed consent letter  

 

UNIVERSITY OF KWAZULU-NATAL 

SCHOOL OF MANAGEMENT INFORMATION TECHNOLOGY AND GOVERNANCE 

 

Dear Respondent, 

PhD (Human Resources Management) Research Project 

Researcher: Sifiso Myeni, Tel: 079 463 2140, Email: sifiso88@yahoo.com 

Supervisor: Dr M.A. Phiri, Tel: 031 260 5843, Email: Phirim@ukzn.ac.za 

HSSREC Research Office: Ms. P Ximba, Tel: 031 260 3587, Email: ximbap@ukzn.ac.za 

  

I am Sifiso Myeni a PhD (Human Resources Management) student (212561150), at the School of Management Information Technology and 

Governance, of the University of KwaZulu Natal (UKZN). You are invited to participate in a research project entitled ‘A TALENT 

DEVELOPMENT FRAMEWORK FOR THE EMPLOYABILITY OF INDEPENDENT CONTRACTORS (ACTORS) IN SOUTH 

AFRICA’. The study seeks to test the linear relationship that may exist between talent development and employability in the creative industries, 

looking at nature and problems that this industry faces. Thus this will lead to the development of a talent development framework for the actors and 

musicians.  

Through your participation, I hope to understand the relationship that exists and further understand the creative industries from a Talent Management 

perspective so I can be in a position to influence the industry to adopt the best HR initiatives available to solve issues that are facing this industry. 

The study is conducted across Actors and Musicians in South Africa.  

Your participation in this project is voluntary. You may refuse to participate or withdraw from the project at any time with no negative consequence. 

There will be no monetary gain from participating in this survey. Confidentiality and anonymity of records identifying you as a participant will be 

maintained by the School of Management Information Technology and Governance, UKZN.   

 

If you have any questions or concerns about completing the questionnaire or about participating in this study, you may contact me, my supervisor 

or the research office at the numbers listed above.  The survey should take you about 15 minutes to complete. I hope you will take the time to 

complete this survey.    

 

Sincerely 

Sifiso Nhlanhla Myeni 

 

CONSENT 

 

I hereby confirm that I understand the contents of this document and the nature of the research project, and I consent 

to participate in the research project. 

I understand that I am at liberty to withdraw from the project at any time, should I so desire. 

 

Participants/ Respondent signature________________________________   

Date_________________________________ 
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• It's very good for people to have a good strong frame of reference.  6 

• It's like if you want to be a writer, but you don't read.  6 

Inherent but 

Nurtured 

8 • Acting, you’re born with but you need the skill.  You need to be--you 

need skills.  You  need  techniques  because  when  you  have  

techniques , you  become enlightened of  other  things.  

11 

• You can hone your skills, but you're born with the talent.  11 

• I believe in talent. Talent is born--you are born with it. Your 

environment affects your ability to expose or express your talent. So 

I would say it's more born-with and the education and the formal 

structure of it is more to know the processes I believe. 

10 

• Yes, like anything you can be really good at something and still have 

an aptitude for something, but it's definitely a craft that you 

continually hone day after day, year after year to take on. You never 

hit a sweet spot in your craft. 

13 

 

• Talent is inherent. You do need talent. Talent needs to be nurtured.  6 

Inherent 9 • From  a  young  age , you  must  have  some--there  must  be  some  

talents  visible.  

17 

• Anyways, what I learned especially there is that acting is an 

incredibly rare talent. A lot of people can sing, but not a lot of people 

can act really well.  

11 

• The gift is just natural, I believe that we are born with it, with the 

ability to act and perform and be onstage and under the spotlight.  

10 

• Yeah, it's definitely something you're born with. 5 

• No, talent is talent, you can teach somebody how to do stuff, doesn't 

mean they're going to be good.  

6 
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• I think the school has an impact. If you are exposed to drama 
productions and actors when you're growing up, I think that 
some people are inspired by that.  

4 

Fame and 
Stardom 

4 • For a lot of people it is the idea of being famous, and also 
people think it’s not a lot of work.  

7 

• No matter what they say, dreams and fame and stardom is 
what it's about. 

6 

• I blame the Kardashians. Everybody wants to be famous.  9 

Acting family 
history 

3 • Oh, I think yes on all levels actually, because the family. I know 
of several actors who come from acting families, that their 
brother, their sister, their father and mother were also actors. 

12 

• My family. The community where I come from, even the 
response today, when I go home, I come from a small town and 
sort of down in the Western Cape. People are saying you know 
we told you a long time ago Bra, you'll make it. But you know. 
Yeah. Those things are deep in my heart. 

18 

• They actually have to convince their families and go through 
some really tough times, but once they make it, the families 
love it. But then it's the cousin that go, he's an actor, did you 
know he's an actor? 

20 

Self-expression 3 • People become actors as a way to express themselves. 3 

• Acting, because it's a beautiful way to tell stories. 3 

• You get to channel different characters, so I think it's a very 
creative field for some people that it is definitely about 
expression. 

3 

Sustaining a 
living 

1 • So our actors do everything. They do the festivals, they do the 
theater festivals, they do television, they do commercials, they 
do whatever comes because financially they have to do that to 
sustain their living. 

13 

Dreams 1 • Dreams. 6 

Media and 
Internet 

1 • So the media and television and now the Internet whatever I 
think it does have something to contribute towards that. 

4 

Unemployment 1 • Yes we have a very high unemployment rate 7 

Creativity  
1 

• Creative space to feel part of the art of creating exciting 
productions and to feel part of the creative space itself within 
the country and the world. 

10 
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• All about workshops and stuff and things like that. 2 

• And overseas, it's very clear you have an agent, you have 
a manager, you have a publicist, but in South Africa, your 
agent pretty much manages your career. 

3 

• If you want to develop a different skill, your agent may be 
able to connect you to a network or a teacher that maybe 
you could go to. 

4 

• We've had voice-over workshops, we've had Shakespeare’s 
workshops and we’ve had musical theatre workshops as 
well as had talks around tax. Around how do you manage 
yourself as a business? 

4 

Lack of 
Government’s 

role 

16 •  I feel the government still needs to be mentored about this 
industry. 

15 

• I think South Africa is such a young democracy and the 
government will look into the arts and culture. There are 
much more interesting and much more basic levels of art 
in schools. 

17 

• The government can force agents more. The government 
can empower agents more to help empower upcoming 
artists.  

10 

• I don't know if government really has a role to play because 
what's in it for them.  

13 

• I really don't think they're doing a good job.  20 

• Our government doesn't look at how culture can serve 
them. They look at cultures as a waste of money, if I can 
call it like that. I don't think the government actually 
understands the power the arts and culture industry has. It 
has the power to evolve the economy, it has the power to 
evolve people, has the power to make people think about 
things that they wouldn't necessarily think about. 

20 

• So the government has nothing to do with actors. I shudder 
at the thought.  

6 

• In the professional industry, there is no real government 
support and so it's not like as a professional, I know that 
there is a very well-known or good teacher who deals with 
master classes that I can go and up my skill as a 
professional. 

4 

• So far, if there were opportunities offered by the 
government that allowed us to grow, I wouldn’t be sitting 
here at home thinking about starting my own company and 

7 
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still begging people to come to my aid since I do not have 
the right equipment. I cannot even buy a camera, just about 
how much is a camera. So, if the government was doing 
something, I don’t think I would be here because I would 
be using those opportunities if they are available. Yes, we 
can read in the newspapers that people who have 
companies can be funded, but what about those of us who 
don’t have companies? 

Self-
Management 

14 • You’re a business, just like owner, you start your own 
business. You may be lucky that you have a mentor that is 
your dad or your uncle or whatever to talk to you about 
business, but actually you’re pretty much on your own and 
you have to learn your own lessons, it’s closer to that. 

11 

• I think they do, I don’t know how much agents are working 
to help actors to develop. I think it is something that the 
actors do a lot for themselves as they get experience in their 
career. 

11 

• However, in terms of finding a job or employability, no, I 
still feel like artists and actors are still on their own 

10 

• I grew up into performance or the way that I was taught is 
that you make your own work. You don't sit around and 
wait for a hand out to you. I don't know, I don't really know 
what the government's role would be in an actor’s ability. 
I have no former reference for it. 

16 

• They reinvent themselves on a constant basis as the go from 
era to era, movie to movie, series to series. They have to 
reinvent themselves being a South African, let's say an 
average black South African family, you're an African-
American family.  

20 

• Once you're in the profession, there's nobody to be able to 
sustain up-skilling the skill you already have. 

4 

• No, it has nothing to do with government. Am sorry this 
thing of thinking stakeholders are good irritates me beyond 
speech because it's kind of this assumption that it's other 
people's responsibility to look after you. 

6 

• I am starting my own production company. 7 

Production 
Houses 

11 • A lot of companies have interns they interview. It has a very 
good internship program that we’re joined with so… 

11 

• All the lead characters need to do certain stunts, so we will 
train them. They will have physical checks and all that stuff 

10 
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so that is how they get involved. When they are going to 
train you how to handle a gun for instance, how to drop 
and roll and how to jump off a solid as a static surface to 
air stationery surface, you know how to balance yourself 
those types of things. That is how production houses get 
involved when they have the budget. 

• If you work well with one director, he might recommend 
you to another director or other people. 

2 

• So that workshop was really well attended and I think 
impacted a lot of very important information. Previously, 
we've done for example a weapons handling workshop for 
people who are in feature films where you've got to look 
like a cop. 

4 

• When people are on set, they try to mentor as much as they 
can.  

4 

Government’s 
Role 

9 • Government has a huge role to play in developing the 
industry and the actors. 

11 
 

• However, I would say plays a role in opportunity access or 
platform accessibility. 

 
10 

• In terms of academic development or, yeah, academic 
development essentially, I am next week attending a 
creative arts conference up in Jo'Burg at UJ, which is an 
organized event along with I'm not sure if it's the 
department of Arts and Culture. 

 
16 

• The only people that I even really care right now about 
developing skills is the film commission. No one else right 
now. 

 
2 

• Government plays a role in creating the infrastructure, 
creating the environment that is conducive for growing and 
developing Arts and Culture. 

 
20 

• I would like that money to go into development 
programmes at the grassroots level to expose children 
because I mean you know my father coming from the public 
community, the resources out there. Unless I have 
experienced that personally speaks to my dramas classes 

 
9 

No 
Production 

Houses 

7 • Mentoring actors, no, production companies don't have the 
time or the interest to do it quite honestly. 

12 
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• No, they do nothing. They're the people that just make the 
money. 

2 

• But my production budget doesn't have the money to train. 6 

• No, I have to deliver five episodes a week, I need to shoot 
an episode a day, so there is no time to babysit someone, 
unfortunately. This is a reality in our industry.  

6 

• Production Houses – 3/10 8 

• Big producers work with states nationally. And not even 
globally based. You see that they just want to come down 
here and find the complete package and shoot with the 
actor and then go back to wherever they came from with 
the final product.  

9 

School 7 • But we want to be able to provide a short form and that's 
what we do currently, short form practical training, 
intensive practical training so that you walk out with the 
skills set essentially. 

16 

• What we do is practical performance Training and between 
the teachers that we have on staff, there's a couple of 
decades worth of experience and quite a few qualifications 
both academic and practical, and performance experience 
in order to not have to compete with degree or diploma 
programs which already exist, should people want 
academic training. 

16 

• I think at the moment there a lot of teachers who have 
failed, actors who are teaching because they don't have 
anything else to do. 

4 

• They got 70 percent when they were studying. They're now 
passing on 70 percent of what they learned and that person 
is getting 70 percent of that 70 percent and it's all bogged 
down to the fact. Currently, I'm really disappointed with 
the talent that's coming out even from tertiary education 
because I think it's quite mediocre. 

4 

Professional 
Associations 

5 • I think the guide of actors does a great role to a certain 
extent by having at least negotiated what the agreement 
should include and what the content is and they do settle 
the protocol, that is all the biggest employers and actors. 

11 

• I can't, I cannot praise SAGA enough for what they have 
done but they are not supported enough by actors because 
actors say they don't have that R147 a month to pay the 
subscription fee. 

3 
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• My role model is Philima Keranuze. 19 

• Absolutely. And I think it's vital and I don't think we have enough of 
it. If I just look at one of my actresses for example, when she started 
in the industry there are people who took her under their wing and 
mentored her and right from the very beginning she had a better idea 
of how to run her finances, how to be--how she should portray 
herself in a rehearsal space in a professional space. Now she's been 
in the industry for 15-plus years and she will be in the industry 
forever because she had those people that she could always go back 
to them. 

4 

• I think what happens quite a lot is that the older actors get irritated 
by the youngsters and they just kind of want to stick to themselves 
but I think it would be incredible if there was a mentorship culture 
in our industry. 

4 

• Very important because if they are going to follow somebody who's 
done well, they're going to take on the characteristics of those people 
who obviously did good. 

5 

• I still have role-models I call up all the time from performance days 
and even now I'm aging. 

9 

• There will always be an older actor who would direct you, take you 
under their wings and you know what to do or not to do. And the 
genuine ones happen once you are in there. That's definitely very 
hard.  

9 

No 3 • I do not have a mentor. I do not have a role model. I actually just 
like to watch everybody in the industry and I take positives from 
whoever that might be.  

 

• You know what and I don't think it's got to do with the people. I think 
it's got to do with the economy. You know business is tough and 
people are struggling and you know they're scared if they make you 
a better actor or a better performer, you're going to take the business 
away from them you know. 

20 

 

 

 

 

How important is teamwork in the work you do? 

 

INTERVIEW QUESTION 5:  
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• So it is not--it is a compromise when you engage in long form or so 

because it means that you can't pursue a movie career or you can't 

pursue your acting stage career or whatever. You can't do a corporate 

commercial you know. So you really have to negotiate with your agent 

or your agent normally manages and negotiates with a life producer 

of that show. But so-so actors are normally the type of people who 

want that freedom. They get frustrated after writing soaps and being 

tied down means that you can't pursue other things that come your 

way. 

13 

• Yeah, I don't know. It really depends also on how adaptable you are 

as well at the end of the day. Again, can you like DIY yourself and you 

know get into whatever character is necessary? 

20 

• Because we are telling them that no, that our industry is a dying 

industry and you should be just taking whatever you want, no. They 

are taking on with whatever they want, whatever is going to pay the 

bills. They don't have a vision. No. 

20 

  • There's no job security. And generations and legacy, if it's all right 

yes look the book because the audience doesn't care. You cannot think 

because I am a well-known face today I am going to be a well-known 

face tomorrow.  

 

6 

 

 

 

 

How easily could you get a contract nationally and internationally, looking at the skills set you 

possess? 

 

INTERVIEW QUESTION 7:  
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Yes 24 • Yes, absolutely. I mean if you are an actor, you have a brand which is 

you and that you have to look after and that brand has certain qualities 

that you worked to keep. 

11 

• When you think about soaps, some soaps just want to know how many 

friends you have on Facebook and if you have more than five thousand 

you are more contractible just because of your status on Facebook, 

which is the marketing approach.  

17 

• That concept of ‘any publicity is good publicity.’ 10 

• It's becoming more and more contractual when an actor gets a job 

whether be on a TV series or a film or something along those lines or a 

theater piece that the production might ask them to for example tweet 

some stuff out on Instagram things like that. And that's to keep the 

profile up and to make them be recognized as part of that production. 

12 

• It does. It's becoming more and more prevalent. It's actually called 

influences. 

20 

• So my advice to any actor is getting with the game or get out.  20 

• I've done projects where they have literally hired people because their 

social media is climbing off the radar. They've got 100 000 followers 

and they have Instagram and they just have the following and because 

of the type or content of the show, they wanted to have this kind of 

person on the show. 

3 

• With the social media frenzy, it's been a result of the US industry 

because of a lot of actors that have gone over to the US/UK industries. 

Social media is very important to them. And so in terms of the 

international industry, it is important because in order to cross the bar 

so as to be an international actor, you need to put extraordinary ability. 

So that means you're going to have a big following. 

9 
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people know you. Everyone when they want to make any move or 

any production, they need crowd pullers. 

• I don't--I will not be able to sell you a bad boy persona to discovery. 10 

• Absolutely, I think if somebody is perceived as being good at what 

they do, that definitely will help them get a role. 

12 

• It matters a lot. I mean, this is a business at the end of the day. There 

are people that are sponsoring, there are companies that are 

involved, media. You're a representative of the youth, of the new 

generation of people. It's a whole collection of things. So if you 

misrepresented those elements, I mean you are putting a bad word 

of the name for the other people. It's not about you. 

18 

• The bank that we approached loved the project but declined the 

project purely based on the actor because the actor on social media 

is very negative. So the project, the funding was declined based on 

the actor's reputation.  

20 

• Absolutely. When anyone even applied to me, I will always definitely 

do a quick background check on which social media forces and we 

will always call around to various agents and if I hear that an actor 

is a troublemaker, I'm not going to work with that person again. 

 

9 

• Allow me to explain the problem I once encountered in the past and 

that was one experience meant to destroy me to the extent that I 

wanted to quit and decided that I am no longer acting. When we had 

a challenge like female artists whereby a person in power, like a 

director, would employ you for a small role and later tell you that if 

you want to grow in this industry, let’s go places (expression) and 

do as others are doing. If you are to ask who are those others and 

what are they doing? So I am not dumb and I understood the 

language quite clearly, so I told that person that I am not interested. 

With that alone, he made me not to access certain opportunities until 

7 
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thinking of a story, I always had an actor in mind. I will audition, 

but I will start with the main person that I had in mind while writing.  

• Professional networks are more important than personal network 

because you need to be professional at all times. 

18 

• That's where you build networks where we get to know the people. 

That's where you get to share and network skills. South African 

Guild of Actors for me as well--I think we have--we need more 

institutions like that in our country where it supports people within 

the industry in ways that even the people that are part of the 

associations will understand because they speak to government level 

and create networks within, even beyond realms of whether or in to 

(rothrift?) government, I think it’s very important. 

20 

• So a lot of it works by referral and that's where the networks are 

amazing and I also realize.  

4 

• Yes, they would get the job most securely because they are 

recognized as being in the industry.  

5 

• Your own connections are very important, but your professional 

connections are just as important so that you're taken seriously and 

you are paid accordingly. And affiliation, for example to SAGA, and 

to make sure that the agent you gave is PAMA affiliated. That is as 

important to speak of your professionalism. 

9 

• Professional Networks – 8/10 8 

No 3 • I choose to be myself and work alone.  15 

• There's no professional network that's really good. 

• I'm sorry to say this is not America.  

6 
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recognized in the street but for recognition for the talent and what 

they do. So that's kind of what it boils down to. 

Fulfillment 

 

4 • I do find it personally fulfilling. 16 

• To be doing something that other people don't understand, but 

you feel so good doing and when you get it done, it's this--you 

can't explain it. 

• No money, no one's earning anything and at the end of it, you see 

the end product. It is just most satisfying.  

2 

Platform 2 • Only the platform 15 

Relations 2 • The people I work with. They make things happen. Without them, 

I can't be who I am.  

 

Recognition 1 • Yes, they love performing, but an actor has an inherent need to 

be recognized and cannot be recognized in the street but for 

recognition for the talent and what they do. So that's kind of what 

it boils down to. 

6 

Festival 1 • Just the Film Festival which is the only thing. 2 

Passion 1 • Errg, I just have passion.  6 

 

 

 

 

Do you feel you have the required networking skills to make you employable for future roles 

within your current production/other future productions?   

And 

 

 

Which skills do you feel are most important to each and every actor? 

 

RESEARCH QUESTION 11:  

 

INTERVIEW QUESTION 12:  
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• Performance. End of story. Performance, you could be a 

bad administrator, you could be a fashion stylist and have 

totally no social skills, but if you're an absolutely amazing 

performer. People can't look past it. First and foremost 

performance.  

20 

• It will have to be performers.  5 

No Networking 

Skills 

3 • No. I don't think so. The only ones that have the required 

networking skills are those who have been there, done 

that. 

10 

• I don't think so in that I think networking skills as a 

business skill is lacking, networking for the sake of 

business.  

16 

Networking Skills 3 • Of course networking is important and of course, they will 

get work based on the network, 

11 

• I think social media has made it easier for people to 

network because they don't have to have a face-to-face 

conversation. I think face-to-face conversations and 

networking practices for some people it's really coming 

really easily, but I think for most people, they are shy 

especially if they're people who potentially could facilitate 

work for you. 

• However, they would be comfortable sending a message 

on Twitter or Facebook.  

4 

Professionalism 3 • The most important one is professionalism. 12 

• Staying humble in front of the lights, gratitude- careful 

planning, respecting the time and the art world as a 

whole. 

8 
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Interpersonal 

Skills 

3 • Scene where you’re marketing yourself like any business 

you’re just getting work based on the relationships that 

that business has with other people rather. So most 

businesses, most work is based on you having a good 

relationship with a client and they feel they will come to 

you and ask you to preach on this and to do that and you 

build those relationships a couple of years with lots of 

people and that’s networking.  

11 

• Man because...personal skills, personality is very 

important because you work with people. 

• Yes, that for me, that's the number one. I think that's the 

number one skill that we as actors need to possess.  

18 

Technical Skills 2 • It's also important for an actor when they're acting for 

them to expose themselves on the production side of things 

like being a crew member, operating the camera, you 

know all parts and components of production.  

15 

Confidence 2 • Confidence. You are already passionate about what you 

do. You are already--you already love what you do. You're 

already talented about what you do, but if you lacking 

confidence you will not protect yourself to the full 

potential. Confidence.  

10 

Resilience and 

Commitment 

2 • Should adopt adaptability. 16 

Passion 1 • It’s a passion. 12 

Discipline 1 • If you do not have the discipline in that, I think there is a 

problem because this is what I've noticed with our 

productions lately. People just want to act for the sake of 

being seen on television. They don't understand exactly 

how it comes together and it a business that put it 

together. 

18 
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Listening 1 • You have to have a listening skill. You should have a good 

understanding of the language that you're doing, and 

doing a role in English or vernacular language or French 

or whatever. 

3 

Versatility 1 • But it is important to possess more skills because the 

industry has got a lot of opportunities. Once you get to be 

a part of a production you can get to use your other skills, 

or if you don’t get a part, use your other skills to do 

something in a production, rather than saying you are 

unemployed. You can do something, earn something and 

growing your network and skills grow instead of being 

stereotyped and doing one thing only. It is important that 

you possess other skills.  

7 

Optimism 1 • Positive minded and you have a good reputation, I think 

so. 

7 

Communication 1 • I think, other than the actual acting skills, around voice 

production and how we break down a character and study 

those things, that for me should be a given. If we're having 

a look at skills that actors need, I think communication 

skills. 

4 

Creativity 1 • Can you write your own links? 9 

Business 

Communication 

1 • A great talent you have to know the business side of it. You 

have to be very advanced.  

15 

Brand 

Management 

1 • They either see themselves as too much of a brand or not 

enough of a brand. So they're marketing something that's 

vacuous and not real and selling something that people 

buy into, but then they can't deliver. All they are really 

really good, but then they under-sell themselves and they 

don't understand that they need a manager and an agent 

and a publicist. 

13 

Auditioning 1 • They're not always good at auditioning. 13 
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Budget 11 • Our industries suffer because I think budgets are really 

tight. 

11 

• Well, I think first of all it comes down to the budget that 

I as the producer has to spend. 

17 

• It's budget driven. That's a 100 percent support. 12 

• It depends on how much money the production is worth 

but also there is a minimum. Like I’ve seen it in the 

present, film commission has this booklet whereby you 

can see what minimum earnings everyone in the 

production company needs to be earning, like a 

minimum per day or a minimum per week or whatever 

and the maximum they can earn. 

2 

• Well, it's always a money thing unfortunately to say. 5 

• A large part is a budget that the producers have. 4 

Industry Guideline 6 • The actors guild has a suggested scale of what you 

should earn when you've just come from a university or 

when you're just starting here. 

17 

• There are preferred rates that The PMA uses which are 

considered fair and best practice according to 

international and local industry standards, but the 

industry is also at the mercy of what the clients can 

afford to pay the artists at the end of the day. 

1 

• There’s a legislative guideline you know, that dictates 

what agents can take in terms of what is acceptable, a 

daily rate for a performer. 

10 

• I really wish there was a site or manual that if you don’t 

know and you’re curious about the industry and want 

to be in it too you could go on and find out and have 

things sent to you and to know where to start what you 

need to know about their minimum, basically I’m just… 

4 
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Experience 5 • First, it is the budget, then it is the rate that the 

artist/actor charges depending on the caliber and 

experience.  

8 

• How long you've been in the industry, level of 

experience, the role that you're playing, the role that 

you've been given, the budget that the production has, 

where the product or production are being used. Those 

are probably the major factors. 

4 

Nature of Work 5 • Commercials pay better than most things.  

• Then everybody knows short films usually have small 

budgets. So it depends on the budget.  

10 

• No, it works one usage period. 14 

• If it's for TV only or if it's for internet also, or if it's for 

cinema, what if it's what different media the advert's 

going to go into. And then also which countries the 

advert's going to go into and for how long that advert 

is going to be used.  

14 

Reputation/Popularity 5 • Since there are people who know you, that means you 

have a value. So we negotiate the payment because 

sometimes I don't do auditions because people know 

me. 

15 

• Depends on your reputation, your status. 10 

Role 3 • They call you for the principal role and the principal 

role will not get the money that is paid to the 

[indiscernible 00:35:59] no matter how he is. 

19 

• If you're a lead actor and you're somebody that people 

recognize and have never heard your name and your 

faith and that kind of thing. Your salary is going to be 

higher than the guy that they don't know and hold on to 

it. 

12 

Value of Actor 2 • What the actor brings to the production. 12 
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• Yes, I do have a funeral cover but not a health cover like medical 

aid. With medical aid, you must be permanent to get it. Most of 

the time, you find that I have got a six-month job. From there I 

come and stay home for three months without a job and then I get 

a 2 weeks job or one-day job or 2 days job.  

19 

• Yes, we have to, that's life. If someone is not giving it to you-you 

have to do it yourself. You can't keep waiting on other people, 

you're just going to. For them is wait on the people. 

2 

• So as a business independent entrepreneur running my own 

business, I have to ensure that I am taking up medical aid and or 

hospital plans or retirement annuities or do whatever medical 

aids or whatever I need to provide because I run my business. 

And I think that's part of the education of what actors need to be 

educated on, that and do you know how to run this business 

because it's called show business for a reason, because it is a 

business.  

4 

• But nobody ever takes the pension that I myself have personal 

pension plans. I myself you know taken money that and working 

on cruise ships and both publicly, decide to invest that in my 

personal future.  

9 

No 

Provision 

12 • There’s no pension, there’s no medical aid.  17 

• So I mean, there isn't much security for actors and a lot of them 

die in poverty. 

13 

• Yes, but you don't have any medical aid, who don't have a pension 

fund, who don't have because there's no such thing as 

performance.  

16 

• Not at all because people our entire industry are considered 

independent contractors. Therefore, you have to supply or 

provide your own benefits of all kinds. 

20 
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How is an actor’s performance measured? Is there some sort of indicator used to distinguish 

one performance from the other? 

 

Production 3 • You’re on your own, tough, unless you are working with a well-

budgeted production like Series and your role is long term. So 

they have a kind of staff package.  

10 

South 

African 

Guild of 

Actors 

(SAGA) 

3 • That is the point of SAGA in that they are trying to take on those 

actual issues of pension, downtime, of medical aid in America. 

Once again I keep bringing this up, but that's what SAGA is all 

about. That is what they do. They do have pensions. They do have 

medical aid. They have all those things in place for actors so that 

if something happens, they're covered. We used to have 

something in this country which-- would be Theatre Benevolent 

Fund. 

12 

Unions 1 • I'm a strong believer in the idea of unions and unfortunately, in 

this country, we don't have that history of a union. And I think 

generally their understanding of why they want to be a member 

of the union… 

 

12 

INTERVIEW QUESTION 14:  
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• We have a black mass audience. We have a loyal Afrikaans 

white audience. We have a White-English audience that 

doesn't necessarily watch films, but once you watch films that 

are an international standard, that's a challenge. And then we 

have the Indian audience, the colored audience. Audiences 

that are there and want to watch the films that have been 

catered for. So you really shape and drive your way around 

what people want. 

13 

• Yeah. Audience response and review I don't know. Audience 

response I think would be a big thing to me. What the general 

feedback is and you always I guess you rely on theatre critics 

as well people who review. 

16 

Subjective 5 • It’s not something that you can measure, you just know it. 11 

• Question begs, by whose measure? The fans, peers, superiors? 

It’s incredibly subjective. 

 

Amount of 

work done by 

an Actor 

3 • Only by the amount of work that they do. 4 

• Otherwise, the only way I think is by the amount of work that 

you do.  

4 

Production 2 • No no no, it's in but it's also through the client's will very 

quickly tell you if they can't afford obviously, on the scene 

somebody you don't think they can perform.  

5 

• The production houses and the director and all that.  

Callbacks for 

Auditions/ 

Bookings 

2 • How I measure it is, how often do you get callbacks when you 

go for auditions? 

 

10 

Affiliations 2 • I think nowadays it always, I'm sure everybody has the same 

feeling. It's more like who you hang with, who are your friends 

not more about the work, the results of the work of the actor in 

particular. It's more of kind of a group, who is your group, 

who you hang with, how many Facebook friends you have and 
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we're forgetting the fundamental craft and how it is portrayed 

by that particular actor.  

Ratings and 

Awards 

2 • Some situations where people are nominated for awards 

where their recognition of the level of performance that they 

do comes into play. You know sometimes people don't win the 

awards, but they nominated me. You know in that way people 

have recognized the good work that we've done. 

4 

Value of Actor 1 • The audience loves him because he's a musician, so I'll use him 

again. So it really depends on what is the positioning of the 

show and what this person brings to the table.  

13 

Appearance 1 • Because I know people that have done so much more than me 

in the industry. But they actually coming up, poor acting. But 

because of how they look, maybe they've gotten so many 

commercials, so many of this, so many of that. And because of 

connections of friends like directors, we're getting funding for 

certain things, who will always put them in the same films. 

2 

Professionalism 

& Commitment 

1 • I think it's a level of professionalism more than commitment. 

Being in control of yourself towards something and not worry 

about what people think. Just to be the very best that you can.  

12 

 

 

 

 

 

OTHER IMPORTANT INFORMATION FROM INTERVIEWS:  
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9.10. Appendix j: participants demographic information 

 

The following information provides a brief overview of the background of participants, presented 

in order of the participants’ occupational categories.  

Actors:  

• Participant 2:  
 

Participant 2 is an actor who started acting at the age of 19. She relocated to Johannesburg to 

pursue her career and later moved back to Durban. She has a qualification in marketing and supply 

chain and does not have any formal acting qualification. She is currently involved in a production 

called ‘Jasmine’ which is still to be released.  

• Participant 7:  
 

Participant 7 is an actor who has been in the industry for the past 25 years. She started acting as an 

extra soon as she finished high school and learned the acting environment since then. One of her 

well-known mentors is the late Nyembezi Kunene. She has done stage, film, short films, etc. 

• Participant 15: 
 

Participant 15 is an actor, writer and producer who started his career back in 2006 as an actor. He 

has been part of the writers, director and actors in a popular street comedy ‘Umuzi Wezinkinga’ 

and has since then landed himself numerous roles in South African telenovela generations, Uzalo 

and Isibaya. He has also been acting in a number of short films titled ‘Mzansi Meechike’; 

‘Thubalami’; ‘Makhaya’; ‘Forbidden Love’; amongst others.  

• Participant 18:  
 

Participant 18 started in the industry by pursuing a hobby and does not have any academic 

background in theatre, drama or acting. He started with a modeling agent. When he joined, he got 

an opportunity to work at multichoice, which became a lifetime opportunity for him especially 

since he had come just came back from rehabilitation as a result of drug addiction. At the moment, 

he regards himself as an entrepreneur, an activist and an actor. He has been in the industry for 2 

years.  

• Participant 19: 
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Participant 19 as a male with a number of qualifications outside the field of arts who also attended 

a drama school. As a person who started in the profession in 1993 and obtaining experience of 

more than 10 years to date, he has been involved with film, television, stage and short films as 

well. He has been involved with many local cultural groups in townships and ended performing 

professionally with the famous JoziJozi Guys. Later, he started his own cultural group called 

Maswambane and from 2001 to 2006 has been involved with the Lion King in Germany. There 

are a number of projects in the film and music space in which he is currently involved.  

 

Agents:   

• Participant 1: 
Participant 1 runs and owns an artistic agency which is responsible for procuring talent in the form 

of selected performing artists and exposing them to employment opportunities. They administer 

and facilitate negotiations, contracts, correspondence and all financial processes, as well as act as 

a bridging partner between clients and artists. They mentor, facilitate, up-skill and empower artists 

by taking an active interest in their skills and assisting with workshops, one-on-one sessions, acting 

techniques, business management, etc. The agency has strict criteria for representation and 

operates under a professional ethos as guided by the personal managers association (PMA).  

 

• Participant 4:  

Participant 4 is a shareholder in one of the biggest talent agencies in South Africa. They represent 

only professional Actors, performers, voice-over artists, tv commercials and facilitate with 

contract opportunities for them. She started the agency in 1996. 

 

• Participant 5:  

 

Participant 5 is an agent who has been in operation for around 30 years. They have around 15 

actors in series and have many newcomers from drama schools.  

• Participant 8: 
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This is an independent casting director/ advisor, talent developer and cast coordinator. Participant 

8 started working in the industry in 2003 as the owner of a talent recruitment company. He then 

developed into cast coordinating for various tv and film production companies like Bomb Shelter 

commercials.  

• Participant 9:  
 

 Participant 9 runs an agency, although he is a trained actor and a graduate from Watson Theatre 

School with deployment in musical theatre, acting, speech and drama and dance, three different 

forms of dance and singing. He has been with the industry more than 10 years and has worked 

internationally doing a number of things in the industry. Ten years ago he moved into the 

management side and is independent. In his agency, he recruits actors with a certain level of tertiary 

education whether it is musical or any other cognate field. At the moment, he is situated in Cape 

Town with over 200 actors in the agency.  

• Participant 10: 
 

Participant 10 is the chief executive officer for an agency called character connection. The agency 

represents Artists that do not have formal qualifications. These artists are purely there for their 

talent and talent. The helm of CEO has been occupied since 2014 and a number of productions 

have been done for various companies like KFC, Dstv, African Skies and Spar.  

• Participant 12:  
 

Since arriving in South Africa from America 30 years ago, participant 12 has worked in various 

levels in the industry. She is a former actress herself and a teacher. She started her own agency in 

2008. Her agent represents only 25 people who are mostly university educated or have above high 

school education in the entertainment industry. This group of professional working actors has ages 

ranging from 20-60 years with more males than females. Some of the actors are in well know 

productions in South Africa such as Isibaya; film; commercials and some own their independent 

companies. 

• Participant 14: 
 

Participant 14 represents a character agency that represents actors, artists/characters, voice-over 

artists, hand models, etc. The company has been in existence for about 11 years and is amongst 
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the oldest hosting agencies in Johannesburg. This company represents children from 2 years to an 

unlimited age of adults and has all shapes and sizes of actors/ creative artists.  

• Participant 20:  
 

Participant 20 is the owner of an actor’s agency that focuses on the legal representation of actors 

with regard to their contracts and negotiating a fair working rate and working conditions. There 

are currently 110 upcoming actors who she represents, spread around Durban, Cape Town and 

Johannesburg.  

Acting schools:   

• Participant 16: 
 

Participant 16 has a drama degree from the university of Stellenbosch and completed postgraduate 

studies at Rhodes university in 2013. She started acting and theatre training officially in 2007.  In 

her masters, she specialized in theatre and choreography and now is the owner of the acting school, 

durban Studios.  

• Participant 17:  
 

Participant 17 is the head of live performance in a private film college in South Africa called 

AFDA. As the head, he is responsible for three schools which are taking care of developing actors 

for the stage; developing actors for school; and developing senior songwriters. He holds a masters’ 

degree in animal behavior-biology and has an extensive number of years’ experience working as 

a producer and as a manager of theatre companies in America. He moved to South Africa in 2012 

where he collaborated with the state theatre located in central Johannesburg, South Africa. He is a 

well-published writer and author of theater and acting books which emanate from his previous 

experience as an honours lecturer at the university of Kwa-Zulu Natal and other theatre schools.  

Agents:   

• Participant 3:  
 

She is a casting director based in Johannesburg. The role of a casting director is to find the right 

talent to fit a specific specification as outlined by the production house. Thus, this is a middleman 






