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1. Why the fuss about research and post-graduate supervision? 
(Lategan, 2008: 1-4).  

2. What is post-graduate supervision all about? (Hay, 2008:5-11). 

3. Tips to clarify the role expectations in supervisory relationships. ? 
(Hay, 2008:13). 

4. Supervisory relationships (Hay, 2008:15-24) 

5. Tips for the post-graduate student on how to get to know your 
supervisor better (Hay, 2008: 25). 

6. The post-graduate supervisory practice (Hay, 2008: 27-37). 

7. Tips for supervisors (Lategan, 2008: 39-40). 

8. Developing the idea of the thesis and the proposal (Muller, 2008: 
41-46; 48-62) 

9. An example framework to evaluate a research proposal (Muller, 
2008:63-66) 

10. The role of a research supervisor (Lategan, Vermeulen & 
Truscott:25-28) 

 

 

 

 

 

 

BOOKS TO CONSIDER 



Journal Post Graduate Students’ Experiences with Research 
Supervisors (Newman Wadesango and Severino 
Machingambi, Walter Sisulu University, Centre For 
Learning and Teaching Development, East London 
Campus, Republic of South Africa. [J Sociology Soc 
Anth, 2(1): 31-37 (2011)]. 
 

Journal Postgraduate supervision and academic support: 
students' perceptions (A C Lessing & S Schulze, 
University of South Africa) [SAJHE/SATHO VOL 16 NO 2 
2002] 

Journal 
 

From Supervisory Dialogues to Successful PhDs: 
strategies supporting and enabling the learning 
conversations of staff and students at postgraduate 
level (GINA WISKER, GILLIAN ROBINSON, VERNON 
TRAFFORD, MARK WARNES & EMMA CREIGHTON 
Anglia Polytechnic University, Bishop Hall Lane, 
Chelmsford CM1 1SQ, UK) [Teaching in Higher 
Education, Vol. 8, No. 3, 2003, pp. 383–397] 

WHAT’S BEEN WRITTEN ON POST-GRADUATE SUPERVISION 



Journal  How to get a PhD : A handbook for students and 
their supervisors ( Estelle M. Phillips and D. S. 
Pugh  Open University Press, 1996) 

Thesis  Towards Explaining Doctoral Success At 
Stellenbosch University ( Stefanie Josepha Emilie 
Vandenbergh, 2013)  

Thesis 
 

The academic experiences of Faculty of 
Education postgraduate students who have 
dropped out of a Higher Education Institution in 
Eastern Cape Province (Winkie Mdyogolo, UFH, 
2012) 

Thesis 
 

Emotional labour in South African Post-graduate 
supervisory process: A student perspective 
(Nadia J. Vadel, Mcom, Pretoria, 2012) 

WHAT’S BEEN WRITTEN ON POST-GRADUATE SUPERVISION 



Thesis Supervision: a Foucaultian exploration of 
institutional and interpersonal 
Power relations between postgraduate 
supervisors, their students and the 
University domain (Asta Rau, PHD, Rhodes, 

2004) 

Thesis Research Supervision Experiences of Masters In 
Education Students at a South African University 
(Ncumisa Hazel Ganqa, UFH, 2012) 

Thesis  
Exploring Students’ Experiences of producing a 
Masters Dissertation (Mildred Nomkhosi 
Nzimande, UKZN, 2011) 

WHAT’S BEEN WRITTEN ON POST-GRADUATE SUPERVISION 



Journal Albertyn, R., M., Kapp, A.,C., and Bitzer, 
M.,E.(2008). Profiling exiting postgraduate 
students’ performance and experiences. South 
African Journal of Higher Education. 
22 (4). 749 – 772 
 

Journal Alston, M., Allan, J., Bell, K.,(2005). ‘SERPS Up’: 
support, engagement and retention of 
postgraduate students- a model of postgraduate 
support. Australian Journal of Adult Learning. 45 
(2). 172 – 190 

Journal Brown, L. (2007). A consideration of the 
challenges involved in supervising international 
masters students. Journal of Further 
Education.31(3), 239-248. 

WHAT’S BEEN WRITTEN ON POST-GRADUATE SUPERVISION 



Journal Sayed, Yusuf , Kruss, Glenda and Badat, Saleem 
(1998). 'Students' Experience of Postgraduate 
Supervision at the University of the Western 
Cape', Journal of Further and Higher Education, 
22: 3, 275 — 285 

Journal Wisker, G. (2005). The good supervisor: 
Supervising postgraduate and undergraduate 
research doctoral theses dissertations. London: 
Palgrave Macmillan. 

Journal Krauss, S.E. & Ismail, I. A. (2010). PhD Student 
Experiences of Thesis Supervision: 
“Management” as an Acceptance Strategy and 
Strategy for Action. Pertanika Journal of Social 
Sciences & Humanities.18 (1):157-166. 

WHAT’S BEEN WRITTEN ON POST-GRADUATE SUPERVISION 



Journal Lessing, A.C. & Schulze, S. (2003). Lecturer’s 
Experience of Postgraduate Supervision in a 
Distance Education Context. South African 
Journal of Higher Education. 17(2):159-168. 
 

Journal Stack, E.M. (2008). Reflections on the 
Supervision of Postgraduate Research in 
Accounting Departments. Grahamstown: Rhodes 
University. 
 

WHAT’S BEEN WRITTEN ON POST-GRADUATE SUPERVISION 



SUPERVISORS AS MENTORS:DEFINITIONS 

• There are definitional confusion regarding the definition 
of mentoring (Clutterbuck, 2012:45).  

• Clutterbuck (2012:45-47) mentions that the state of 
mentoring today can be summarised in a handful of 
meanings and that one organisation’s definition of 
coaching can be another’s definition of 
mentoring, and vice versa. 

• Mentoring refers to a developmental 
relationship with a more experienced 
“expert” and a less experienced (and 
usually younger) protégé (Irissou, 
2012:23).  



SUPERVISORS AS MENTORS 

• The following list by Rhodes, Stokes and 
Hampton (2004) indicates the four 
different types of mentors: 

• (1) Professional mentor: The 
professional qualification mentor is a role 
that may be required by a professional 
institute and the function is to guide a 
student towards qualification.  



SUPERVISORS AS MENTORS 

• (2) Vocational mentor: The vocational 
qualification mentor is concerned with helping 
an individual to prepare for and acquire a 
National Vocational qualification and their 
role is to guide the individual through their 
training and the gathering and 
presentation of their portfolio of evidence 
of experience, by which they can prove their 
competence at the required standard. 
 



SUPERVISORS AS MENTORS 

• (3) Mainstream mentor:  The role is to act as a 
guide, adviser and counsellor at various stages of 
career development, through whatever transitions occur 
or may be anticipated. 

• (4) The expert mentor:  The role of an expert mentor 
can arise in variety of circumstances. A mentor might 
be useful in the case of somebody starting a new 
business or even getting involved in a hobby or pastime 
where the advice and help of someone already proficient 
can be invaluable. It can be anyone who helps another 
person to develop or to cope with change or any new 
experience or benefit from the advice. 
 





SUPERVISORS AS MENTORS 

Mentorship is critical for MA and Doctoral 
students. 

However, there is: 

1. Lack of formal training for supervisors. 

2. Lack of attention/interest by 
supervisors in the development of 
postgrad students.  

3.  Lack of competence of supervisors in 
students’ specific research areas. 

 



• Many institutions lack proper 
mechanisms of 
accountability to hold 
supervisors accountable for 
the quality of supervision 
they provide. 
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SUPERVISORS AS MENTORS 



• At some institutions, there are 
“rules”  (informal), e.g. relating 
to how long supervisors can 
take to give feedback. 

 

• Could insufficient awareness/ 
training contribute to the 
resistance to change? 
 

SUPERVISORS AS MENTORS 



 

Common Supervisor-
related Problems 
Experienced by 

Students 
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MISMATCHES 

• Mismatches are attributed to: 

1. Gender pairing; more specifically male and 
female pairs (Ehrich, et al., 2001); 

2. Racial problems; when pairing blacks and 
whites (Ehrich et al., 2001); 

3. Ideological differences (Ehrich et al., 2001); 

4. Lack of expertise (Woolsey, 2006); 

5. Lack of chemistry between mentor and 
mentee (Woolsey, 2006); and 

6. Unclear expectations (Woolsey, 2006). 

 



1. Supervisors not giving feedback, or not giving 
feedback timeously. 

2. Feedback being personal, unconstructive, 
demeaning or insulting. 

3. Feedback not being substantive. 

4. Supervisor changing his/ her mind about the 
direction of the research, or wanting new things 
done later on. 

5. Supervisor not being a subject matter expert in the 
student’s research area. 

6. Sexual harassment. 
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SUPERVISOR-STUDENT 



ACAPHOBIA 

 

 

• Acaphobia…..UCT Article in M&G 



RUDENESS OF SOME SUPERVISORS 

• Arrrgh. My supervisor is generally great. She knows her 
stuff, she's very quick to mark work and give feedback, and 
she's genuinely a very nice person- most of the time. Yet 

when she gets stressed she can be so rude to 
people. She doesn't think twice about firing off a really 

impolite email to people who have annoyed her (it doesn't 
take much to annoy her) and whilst normally that isn't my 
problem, it becomes my problem when she sends off 
rude emails on my behalf or sticks my name at the 
bottom of them. This has happened a couple of times 
Cheers people, KB  

http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134 

http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134
http://www.findaphd.com/advice/phd-discussion-thread.aspx?thread=13134


PERSONALITY OF SUPERVISORS 

 They come in all types of personalities. All types. 

 Personality refers to “the distinctive patterns 
(including thoughts as well as feelings, emotions 
and actions) that characterise each individual 
enduringly” (Mischel, 1999, in Johnnson & 
Christensen, 2014:179). 

 Personality is “a global concept referring to all 
those relatively permanent traits, dispositions or 
characteristics within the individual, which give 
some degree of consistency to that person’s 
behaviour” (Feist, 1990, in Johnnson & 
Christensen, 2014:179). 

 

 

 



CONSEQUENCES 

• Low morale. 

• Delay in completing degree. 

• Change of supervisors. 

• Change of institutions. 

 



 
DROPOUTS  

 
• Dropouts can be defined as learners who leave 

school before completing a programme of study 
(McWhirter et al., 2007:127).  

• They may either drop out of school or other 
higher education institutions (Masitsa, 2006).  
 

 

• (Masitsa, G. (2006). Drop-out in township secondary schools: educators’ perspectives. Acta Academica, 38(3), 

165-191. Retrieved in February, 2008 from SAePublications.) 

• (McWhirter, J.J., McWhirter, B.T., McWhirter, E.H. & McWhirter, R.J. (2007). At Risk Youth. United States of 

America: Thomson Brooks/Cole.) 

 



UNFINISHED POST-GRADUATE STUDIES 

 

 

 

 

• 48, 000 Masters students register annually but only 8, 500 
graduate yearly 

• 12, 500 PhD students register annually but only 1, 100 graduate 
yearly 



TRAVEL WITH ME TO BUILD A COMPETENT POSTGRADUATE SUPERVISOR 



SOLUTIONS 

• Need to have an integrated 
performance management system to 
enhance postgraduate supervision: 

• A strategic priority 

• Job descriptions outlining roles and 
responsibilities 

• Performance appraisal 

• Rewards 

• Training and development 

• Assessing the appropriateness of the 
performance management system 

 



PAIRING/MATCHING MENTORS WITH MENTEES 

• This step concerns matching of mentors 
and mentees, which is crucial for the 
success of the mentoring relationship 
Meyer and Fourie (2004).  

• There is need to consider approaches 
such as matching on the basis of 
similarities or differences; willingness 
of the mentee to learn and grow; and 
willingness of the mentor to develop 
others Meyer and Fourie (2004).  

 



PAIRING/MATCHING MENTORS WITH MENTEES 

• The following points are recommend to ensure 
successful matches and prevent mismatches 

1. Mentors and mentees are paired who share the same 
subject matter and grade level (Ferguson & Morihara, 
2007). 

2. Gender, ethnicity and learning styles are kept in mind 
(Ferguson & Morihara, 2007). 

3. Alikeness exists between the mentor and mentee 
(Woolsey, 2006). 

4. Mentees are enabled to change their mentors should 
the match not be fitting; thereby giving greater 
consideration to matching which is guided by 
professional interests, educational viewpoint, and 
personality of the mentor and mentee. (The Prep 
Center, 2005). 

 



SELECTION OF MENTORS 

• Mentor selection is important for the success of the 
mentoring relationship (Meyer & Fourie, 2004). 
Therefore, in selecting mentors, the following should be 
taken into account: 

• Use fit-for-purpose screening tools to ensure which 
individuals have capacity for effective mentoring; and 

• If such screening tools are not used, training for 
capacity development should be arranged to 
provide individuals who wish to mentor with 
opportunity to develop appropriate competencies, 
skills and attitudes, thereby broadening the pool 
of mentors. 



“Post-graduate research degrees and the challenges of 

effective supervision are high on the agenda of many 

higher education institutions. It is now normal for 

institutions to require new supervisors to be trained before 

supervising students. The days of acquiring knowledge by 

sitting at the feet of a great researcher are long gone.” 

(Eley & Jennings, 2005) 

 

THE NEED FOR POST-GRADUATE SUPERVSION 

Eley, R. A. & Jennings, R. (2005). Effective post-graduate supervision: 

Improving student/supervisor relationship. Berkshire: Open University Press. 



TYPE OF STUDENTS 

• The first issue emanating from a 
mentoring perspective is that not all 
students are the same.  



THE PASSENGER 

1) The passenger is a mentee who enjoys the ride 
with the mentor.  

2) S/he typically sits back and waits for things to 
happen or expects the mentor to take the lead.  

3) The passenger has a high level of dependence on 
the mentor, such as cannot make decisions on 
his/her own or take initiative.  

4) The passenger also has a low level of goal 
achievement.  

5) S/he merely drives with the mentor, while the 
mentor decides what the goals are and in which 
direction to go. 

 
(Meyer & Fourie, 2004:62)  



THE PEDESTRIAN 

1) Although the pedestrian has a lower level of 
dependence on the mentor, the pedestrian can walk on 
his/her own.  

2) The pedestrian can make certain decisions and take 
some initiative and is therefore less dependent on the 
mentor, and thus does not have to drive with the 
mentor like the passenger does.  

3) However, the pedestrian has a low focus on goal 
achievement.  

4) Walking as a pedestrian means taking one step at a 
time and it therefore takes quite a long time to achieve 
goals and objectives. 

(Meyer & Fourie, 2004:62)  



THE PATIENT 

1) The Patient has a high level of dependency on 
the mentor, like a patient is dependent on a 
doctor.  

2) However, the focus on goal achievement is high 
because a doctor usually has a clear focus on 
the recovery of the patient as a result of the 
treatment and medicine provided. 

 

(Meyer & Fourie, 2004:63) 



THE PILOT 

1) A pilot has a high level of goal achievement.  

2) The level of dependence on the mentor is low because the 
pilot can fly on his/her own!  

3) The role of the mentor is like the airport air traffic control 
centre, while the mentee as the pilot will fly on his/her own, 
but liaises with the mentor when necessary.  

4) This is the ultimate type of mentee who is able to take 
responsibility for performance by focusing strongly on goal 
achievement.  

5) This is the typical high flyer who will perform no matter the 
circumstances. Such an individual learns very quickly, 
benefits enormously from the mentoring relationship and 
soon reaches independence. 

 

(Meyer & Fourie, 2004:63) 



 
 

PERSONALITIES IN MENTORING AND COACHING 
 
( 

1. The emotional individual. 

2. The hostile or manipulative individual. 

3. The confused and the chaotic. 

4. The minimalist (low key, weak). 

5. The malevolent (malicious, spiteful, mean, 
wicked). 

6. The young, bright, brash ‘PITA’ (‘pain – in – the – arse’). 

7. The older individual. 
 

Source:  Williams, M (2006). Mastering Leadership: London: Thorogood.) 
 



PERSONALITIES - COACHING 

 

1.The Avid Beginner. 

2.The disillusioned Beginner. 

3.The Reluctant Learner. 

4.The expert. 

39 

Blanchard and Hersey (http://www.nwlink.com/~donclark/leader/coach.html)  

http://www.nwlink.com/~donclark/leader/coach.html


TYPES OF LEARNERS IN MENTORING 
  

• Active learners.  

• Reflective learners.  

• Theorising learners. 

• Experimental learners.  

(Source: Harrison, R., Reeve, F., Hanson, A. & Clarke, J. (1986) 



 
 

CUE-SEEKER  
 

1. They are the fewest in number. 

2. They deliberately interact with the system, 
actively seek out information about thesis 
requirements, engage mentors in discussion 
and set out to impress mentors with their 
ability and level of interest. 

3. They are self-motivated, self-disciplined and 
to a large extent, self-directed. 

4. Their mentors play a less interventionist 
role. 

 
(Delamont, Atkinson  & Parry, 1997, cited in Bak, 2013:47) 
 



 
 

CUE-CONSCIOUS  
 

• They are alert to hints about assessment, 
understand the requirements, but don’t 
actively seek to acquire additional knowledge 
to that which the mentor gives. 

• They deliver what is expected of them but 
they need direction, motivation, direction and 
a clear agenda of how to proceed and what 
to do. 

• Their mentor needs to keep a direct handle 
on the progress and the development of the 
various stages in the thesis production. 
 
(Delamont, Atkinson  & Parry, 1997, cited in Bak, 2013:47) 
 



 
ARE YOU A HUNTER OR AN EXPLORER? 

 • Your personality affects how you approach your degree 

• Hunters and explorers 

• Hunters have everything mapped out before they even 
arrive on campus and use their degree as a means to 
single-mindedly pursue their chosen career. 

• Explorers, on the other hand, are the ones that aren’t 
so sure of what they want to do post-study.  

• They have enough self-awareness and confidence to 
recognise their own abilities and potential, and use their 
studies as an opportunity to consider various career 
paths, imagine possible ventures, and try their hand at a 
wide range of classes and activities to discover where 
their skills truly lie.  
 

Bernard Garrette, in Mail & Guardian: August 2 to 7 2013: Page 7 



Hurry ups Hurry Ups work to get things done quickly and 
efficiently in the shortest possible time.  

Try Hards Try Hards display determination and 
enthusiasm in their work. Their working style 
is all about putting effort into a task.  

Be Strongs 
 

Be Strong people stay calm under pressure, 
they are self-sufficient and task orientated 

Be Perfect 
 

The motto of the Be Perfect is ‘If a job is worth 
doing, it is worth doing well. 

Please People 
 

These are good team members, who enjoy 
being with other people, their aim is to please 
others without asking, to work out what others 
would like and then provide it. 

 
PERSONAL WORKING STYLES: COACHING & MENTORING 

 

(SOURCE: THORPE & CLIFFORD, THE COACHING HANDBOOK,2003) 



• The Leader 
• The clown 
•The opinion seeker 
• The highly experienced or knowledgeable student 

• The combatant 
• The rescuer 
• Side conversations 
• The clique 
• Extreme types 
• Persistent talkers 
•The quiet participant 

Source: Corder, N. [2008]. Learning to teach adults: an introduction. London: Routledge: 29-36. 

TYPES OF STUDENTS IN RESEARCH Contd.. 



TYPES OF STUDENTS IN RESEARCH Contd.. 

• The know-it-all 
•  The moaner 
•  The arguer 
•  The whisperer 
•  The quiet one 
•  Loss of focus 
 
Orridge, M. [1998]. How to deliver training. England: Gower: 70-73. 



•  The Talking Terror 
•The doubting Thomas 
 
Source: Leigh, D [1993]. A practical approach to group training. London: Kogan Page: 107-113. 

TYPES OF STUDENTS IN RESEARCH Contd.. 



FIVE LEVELS OF EXPERTISE 
 

(Adapted from Daley, 1999; Daley, 2000; Daley, 2001; McDonald, 2001) 

Practice implications 
Level of expertise 

Situational 
awareness 

General 
practice 

application 

Level 1 Novice Little 
experience 
with real 
situations 

Relies on 
rule-

oriented 
behaviour 
to guide 
practice 

Level 2 Advanced beginner Able to 
differentiate 

between 
situations 

Can cope 
with reality 



FIVE LEVELS OF EXPERTISE  
 

(Adapted from Daley, 1999; Daley, 2000; Daley, 2001; McDonald, 2001) 

Practice implications 
Level of expertise 

Situational 
awareness 

General 
practice 

application 

Level  3 Competent professional
  

 

Usually has 
three to five 

years of 
practice 

experience in 
specific field 
of practice
  

 

Can organise 
and plan 

activities and 
can cope 

with 
unpredictabl
e situations

  
 

Level  4  Proficient professional
  

 

Understands 
complex 
practice-
related 

situations
  

 

Progresses 
to a holistic 
sense of the 

work  
 



FIVE LEVELS OF EXPERTISE  
 

(Adapted from Daley, 1999; Daley, 2000; Daley, 2001; McDonald, 2001) 

Practice implications 
Level of expertise 

Situational 
awareness 

General 
practice 

application 

Level  5 Expert  

 

Transforms 
information into 

practical knowledge, 
made meaningful by 

context. Intuition 
often associated 
with expertise. It 

refers to an 
integrated and 

holistic knowledge 
framework, 

embedded in 
practice, based on 
rapid recognition 

and the retrieval of 
familiar patterns 

from past 
experiences. 
  

 

An involved 
performer, not just 

a detached 
observer, guided by 

clinical reasoning 
and judgement. 

Understands own 
learning process 

within the context 
of practice. Knows 
how to search for 

information 
through self-

initiated strategies 
and link this to 

experience. Willing 
to change practice 
based on the new 

knowledge.  
 



Mentor: 

  Feels personally close 

  Cares about mentees 

  Accepts mentees 

  Eager to share authority and 
responsibility 

Participants feel: 

  Friendly 

  Free to express and 
explore 

  Accepting 

Climate: 

  Free 

  Open 

Results into: 

  High endeavour 

  Satisfaction 

  Collaboration 

  Helpfulness 

  Belongingness 

  Trust  

 
 

FAVOURABLE LEARNING CLIMATE:  ROOTS AND EFFECTS 

 
(Simmonds, 2004:116) 

 

 



Mentor feels: 

  Distant  

  Critical 

 

Mentees  feel: 

  Rejected 

  Imposed  upon 

  Belittled 

  Defensive 

  Resentful 

Climate: 

  Anxious 

  Defensive 

Minimum exposure 

  Frustration 

  Conflict 

  Avoidance 

  Suspicion 

 
 

UNFAVOURABLE LEARNING CLIMATE:  ROOTS AND EFFECTS 
 
 

(Simmonds, 2004:116) 
 

 



BEING CONSCIOUSLY, UNCONSCIOUSLY COMPETENT  

 

LEVELS OF LEARNING! 

 

 



THE FIVE LEVELS OF LEARNING  

1) Unconsciously Incompetent 

2) Consciously Incompetent  

3) Consciously Competent  

4) Unconsciously Competent  

5) Consciously Unconsciously Competent  



LEVEL 1: UNCONSCIOUSLY INCOMPETENT  

• I don’t know and I don’t 
know that I don’t know.  



LEVEL 2: CONSCIOUSLY INCOMPETENT 

• I don’t know and I know that 
I don’t know. 
 



LEVEL 3: CONSCIOUSLY COMPETENT 

• I know that I can do the task but I 
have to consciously think my way 
through every step. 

 



LEVEL 4: UNCONSCIOUSLY COMPETENT  

• I can do the task and I’m not even 
aware, consciously, of the 
knowledge and skills that I bring 
to bear when I perform this task.  



LEVEL 5: CONSCIOUSLY UNCONSCIOUSLY COMPETENT 

• I can do the task without thinking 
about it, but I am also able to step 
back and to think through, step by 
step, what I need to say or do in 
order to explain it to others.  



QUESTION 

• At what level are you? 



HAVE YOU LEARNT WHAT’S BEEN TAUGHT? 



 

 

 

Questions 
 



  

 Ke ya leboga  Ke a leboha 
  

 Ke a leboga  Ngiyabonga  
  

 Ndiyabulela Ngiyathokoza  
    

   Ngiyabonga   Enkosi  
  

  Inkomu Ndi khou livhuha 
  

 Thank you   Dankie 

    



SHARP! SHARP! 


