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ABSTRACT

Organizationshaverecognizedtheneedtohaveaworkforcethatcangivethecompanydirection
andhelpitadapttocontinuousmarketchanges.Manyorganizationshavetakennoteofthisever-
changingcompetitivemarketandimplementedthegraduatedevelopmentprogram(GDP)toensure
thedevelopmentandconsistentsupplyofitstalentpool.Adoptingaqualitativeresearchdesignwith
researchinstrumentsthatallowinteractionwithallkeystakeholders,theobjectiveofthispaperisto
assessGDPasaninterventionalstrategyfortalentmanagementinthecontextofNamibia.Thestudy
findingsaremixedasitshowsthatcurrentandpastemployeesfeelthattheGDPimplementationis
noteffectiveduetotheirnegativeperceptionsabouttheidentificationofoutsidetalent,andyetthe
findingsdidrevealthattheGDPhasresultedinimprovedtalentsetsandanenablingenvironmentto
recruit,develop,andretainstaffincriticalpositions.
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INTRoDUCTIoN

Organizationshavebeendedicatingenormousamountsofresources,time,andefforttotherecruithigh-
qualityyounggraduates(McDermott,Mangan,&O’Connor,2006).Thisisnotonlydonetoraisethe
organization’sintellectualcapitalbutalsotoenabletheorganization’sgrowthandconstantinnovation
throughthemanagementofthegraduates’talent.Talentmanagement(TM)hasbecomeagenuine
considerationformanyorganizations,especiallyduringtimesofuncertainandcompetitivebusiness
environments(Oppong,2013).Thus,ithasbeenreceivingenormousattentionfromtheindustryas
wellasacademicsinrecentyears(Collings&Mellahi,2009).Hejase,Mikdashi,andBazeih(2016)
notethatorganizationsmustrethinktheirTMapproachesbestcontroltheirhumancapitalasthese
organizationswillbepositionedpositivelytosucceedintheever-changingandhighlycompetitive
markets.However,howthevariousTMapproachesareadopteddependsontheorganizationandthe
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targetgroup(McCracken,Currie,&Harrison,2016).Exclusiveandsubjectiveapproachesensure
thatappropriatedevelopmentstrategiesareputinplaceforthecorrectskillsandcompetenciestobe
developedwithinthe“talentpipeline”,therebyensuringthatrelevantandstrategicpositionsarefilled
bycapableandcompetentpersonnel.Onthecontrary,exclusiveobjectiveapproachesattract,recruit
andretaintalentedindividuals,therebyassistingtheorganizationingainingacompetitiveadvantage
(Baporikar,2017a).TherearemanyTMtoolsandpracticesthatlikecareerplanning;competency
management; high potential employee management, learning, and development; performance
management;leadershipdevelopment;successionplanning;recruitment,professionaldevelopment,
retention,andGDP(Baporikar,2013;2016;2017b).Furthertoday, the21stcenturyneedsyoung
intellectualgraduatesduetothechangingcompetitivelandscape.However,keychallengeswithany
recruitmentandmoresowithgraduaterecruitmentiswhethertheexpectationsofthegraduatesare
met,thesatisfactionofthegraduateswithregardstothejobfeatures,andespeciallytheroleofthe
graduatedevelopmentstrategieswithintheorganization(McDermott,Mangan,&O’Connor,2006).
Hence,manyorganizationsintroduceGDPtodevelopgraduatecompetencies,enhancecommitment,
andachievehighlevelsofmanagerialcompetencyaswellastoincreasetheprogressionofsuch
graduateswithintheorganization(Garavan,2003).GDPisonetoolintheTMkitforanyorganization.
GDP is a special program where organizations recruit high academic achievers and graduates
fromuniversitytodeveloptheirpotentialandmakethemorganization-fitforcritical,specialized,
technicalandkeyleadershippositions.Employerslikegraduateswhoarereadyforwork,possess
goodcommunicationskills,shareskillsandappreciatethenatureofthebusinessandorganization
(Pearson,2001).McDermott,Mangan,andO’Connor(2006)revealthatgraduatesconsidersalary
levels,careerplanning,mentoring/counsellingascrucialandaboveallprioritizechallengingand
interestingworkwhenjoininganorganization.Therefore,itisvitalthatorganizationsanalyzethe
gapbetweentheirexpectationsandthegraduateexpectations,beforeadoptingGDPiftheyareto
retainthisbrightyoungtalentandremaincompetitiveinthecurrentmarket.

BACKGRoUND

NamPower (NP) is the sole Namibian national provider of both locally generated and imported
electricityandoneofthevaluesistobuildemployees’capacity,whichmeansallowingeachemployee
tobetrainedanddeveloped(NP,2014).Thisisreflectedasthefourthstrategicpillarfor2019to
2023withthetheme“drivingorganizationalandoperationalexcellence”.Insupportofthispillar
thefollowinginitiativesexist:

• Buildinganethical,engaging,andhigh-performanceculture;
• Achievingandretainingtopemployerstatusinvolvesrecruitingandretainingtoptalenttoprepare

aleadershipprofileandrankasatopemployer;and
• Developadditionalcapabilitiestomeetthenewmarketrequirement,whichincludessecuring

thenewskills,andcapabilitiesrequiredinthenewmarketenvironment.

Inpursuitofthisgoal,NPintroducedGDPasastrategyforTMwithengineeringgraduatesaimed
atempoweringthembygivingthoseopportunitiestoworkinavarietyofdisciplinesandfunctions.
Theprogramincorporatesrotationandplacementsduringwhichcandidatesareinvolvedinseveral
rolestogetpracticaltrainingthatmeetstheirimmediateandfutureneedsandthoseofthecompany.
However,overtheyears,therecruitedengineeringgraduateshavehadahigherattritionorturnover
rateintheorganization(NP,2014).PoorlymanagedGDPresultsinlowreturnoninvestment,retention
levelsandfailureofthegraduatestorealizetheirpotential,akeyfactorinachievingemployability
(Clarke,2017).Thus,rapidturnoverinGDPapartfromcostingtheorganizationintermsofresources
allocatedresultsinlossesintermsoforganizationalknowledgeandtalentpool(NP,2018).Several
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