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ABSTRACT

Integration of workplace learning approaches in the training programmes of the higher education
institutions have been key in bridging the gap between them and the industry. This has been
facilitated by the increased realisation that learning from workplaces is vital in linking the
trainees and the world of work. This trend has also attracted hotel training at Kyambogo
University to particularly meet the deficiencies in training at the university. The study was
carried out in the Department of Human Nutrition and Home Economics (HN&HE) to examine
Industrial Training as an approach to workplace learning for hotel trainees in order to establish
the effect of its organisation on the expected benefits. It was guided by three objectives to;
analyse the activities involved, examine the existing mechanisms and assess the constraints
effecting Industrial Training. The descriptive case study design of the qualitative research
approach based on a sample of 41 respondents comprised of the hotel trainees, university staff,
an official of NCHE and staff in selected workplaces was used. The samples were selected using
purposive, simple random and systematic sampling techniques. Data were collected using in-
depth interviews and document analysis. The main findings revealed that Industrial Training
activities are organised in a cycle. In addition, there was no national legislation or policy to guide
the implementation of Industrial Training supplemented by unspecific guidelines or policies and
relationship between the university and workplaces resulting into haphazard implementation.
The constraints were found to be as a result of the nature of the organisation and the systems
used. The study concluded that the cyclic nature of Industrial Training makes it easy to
implement. There were no formal relationships between the university and the workplaces
making the learning based on majorly the input of the workplaces with less inclusion of the
expectations of the university. The mismatch of the expectations of the university. workplaces
and trainees were the notable causes of the constraints. The study recommends that strengthening
the co-ordination of Industrial Training activities, enhancement of training in practical areas at
the university, formalising the partnerships with the workplaces and enlightenment of trainees,

university staff and workplaces about Industrial Training are critical.
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CHAPTER ONE
INTRODUCTION
1.1 Overview of the Study

There has been growing interest in making workplaces effective learning avenues in Vocational
Education and Training (VET). This interest and demand originates from the clear understanding that
effective learning can take place in workplaces. This chapter presents the background of the study
which analyses aspects of workplace learning that include apprenticeship (traditional or dual' system),
internship and Industrial Training that link trainees from the training institutions to the workplaces.
Emphasis will be placed on Industrial Training in order to set ground to investigate the implication of
its organization to the hotel training of Kyambogo University. This chapter further contains the
problem statement, purpose and objectives of the study in addition the research questions and the
justification of the study.
1.2 Background to the Study

a) Personal Background
[ am an educationalist with the bias in hotel and catering training having undertaken a bachelor’s course
in Catering and Hotel Management (BCHM) and a Postgraduate Graduate Diploma in Education
(PGDE). Having the background earlier mentioned I have had an opportunity to work as a part-time
lecturer in the Department of Human Nutrition and Home Economics since 2007 training in areas of
hotel and catering operations and on several occasions participated in Industrial Training Activities like
placement and supervision. At the same time [ work as the Academic Registrar and senior instructor at
Jimmy Sekasi Institute of Catering under the above designations I have carried out duties diligently
with the aim of improving the training of hoteliers and caterers. The working experience as an
instructor and part of management in the area of vocational education have exposed me to a number of

issues that are related to vocational education and training. I have endeavoured to be part of the solution

" This is applied in Germany apprenticeship system.



rather than the problem through enhancing my training in order to improve on the attitudes and
management of vocational education and training.

b) Study Background
The significance of workplace learning through the participation in everyday work activities has been
highlighted as one the crucial avenues for VET. Accordingly, Billet, (2000) asserts that the engagement
in everyday participation in the workplaces assists individuals to construct adequate new work-related
knowledge and skills. The contributions of workplace's physical environment provides important clues,
cues and models that assist individuals to think, understand their tasks in the workplace better. There
are however concerns regarding the efforts to link the learning in the training institutions and the
industry. There is less emphasis towards focusing onto the processes in the organisation and systems in
place to promote effective learning in the workplaces through Industrial Training as applied in Hotel
Training. Solnet, Robinson, & Cooper, (2007) when proposing the industry partnership approach in
tourism education in Australia highlighted that:

Tourism-related fields such as hospitality, leisure, sport and events are applied subject

areas, demanding that academics, students and curricula develop and benefit from close

links with industry. However, strategies for industry engagement in many education

institutions are often haphazard and lack focus, commitment and resources. (p. 66)
Education as a process of teaching and learning new knowledge, skills, and values takes place in
schools, colleges, universities and workplaces. According to Sekamwa (2000), education in Uganda can
be divided into two streams (academic/general & vocational education and training). Academic
(general education) emphasizes the imparting of knowledge that takes place in institutions of learning.
Vocational Education and Training (VET) on the other hand, emphasizes learning for the world of
work in both training institutions and workplaces. A combination of vocational theory, practice and

general knowledge according Nilsson (as cited in Mjelde, 2006, p. 52-53) is required for adequate



training. This was also evidenced during the course of study for the Masters in Vocational Pedagogy
(MVP) in which field studies (expeditions) to vocational training institutions were organised.

The strategy of integrating Industrial Training in the training programmes of Hotel Tourism
Training Institute led me to understand that hotel trainees require a combination of both institution and
workplace learning as this combination would bring out the desired competences suitable for stable
work in the industry. Although there are other workplace learning approaches like apprenticeship? and
internship3 , hotel trainees of Kyambogo University (KyU) are required to undertake Industrial Training
to get the benefits of workplace learning. Apart from KyU, Industrial Training for hotel trainees is
carried out by other institutions like Nkumba University, Hotel Tourism and Training Institute (HTTI)
and Makerere University Business School (MUBS).* Industrial Training *(IT) is a form of workplace
learning prior to graduation and is one of the approaches that are used by hospitality and tourism
institutions to enable their trainees to acquire the relevant competences from the world of work.

In Australia, one of the most successful countries in hospitality and tourism training, Industrial
Training is an alternative to the traditional classroom-based delivery involves structured workplace
learning. This approach is a response to the hospitality industry’s need for quality staff committed and
properly trained to work in positions across all occupations within the hospitality industry. It is an
industry-focused and flexible approach to training covering a specific period of time. The benefits to
students include gaining valuable work experience; experience a cross-section of hospitality roles,

opportunity to test their future career (Willliam Angliss Institute, 2012). Similarly, International

2 This is a contract entered into between a master (a person who understands some art, trade or business) and an apprentice
(a person bound by contract to a master to learn from his art, trade or business and serve him during the time of training. It
is a method of training in which trainees learn a craft or trade by hands on experience while working with a skilled worker
usually under a written agreement.

’ A form of workplace learning that is practiced for professions like medicine and nursing in Uganda as to covers a specific
period of supervised training required for a profession before full practice (Edeidu, et al, 2010, p. 18). It is usually
organised following a specified number of academic credits or classroom years of training. It gives the intern sufficient
time to practice under supervision before gaining the independence to practice

* Where 1 completed did my undergraduate (Bachelor of Catering and Hotel Management (BCHM)) and undertook

Industrial Training twice.

3 http://www.cabible.com/forum/showthread.php/1169-what is Industrial Training accessed on Monday 20". Feb 2012.

17




College of Hotel Management, (2012) a Swiss hotel training institution uses Industrial Training to
provide an opportunity to trainees to work in a proffessional environment and to enhance their skills
and knowledge through receiving practical experience in a hospitality-related career.

In Africa, the African Union, (2007) recommended among others the key policy issue of linkage
of training in the training institutions with the world of work through establishing strong learning
collaborations with employers and the industry. In addition, the Industries and or employers were
recommended to deliver workplaces learning opportunities and provide for industrial attachemnts for
trainees. The implementation of the mentioned recommendations by some countries has been realised.
The National Training Authority (2010), articulates the guidelines and principles of industrial
attachement including its relevancy and the roles of the stakeholders of Gambia.

In East Africa, the hotel and tourism training in Kenya has been highlighted as remarkable by
Sindiga(1994) through the Kenya Utalii College (KUC) whose programmes in hotel and tourism
training include Industrial Training. The uniqueness in the earlier mentioned countries is the
avaliability of clear systems for implementation of workplace learning approaches (Kenya, 2009). In
Uganda however, the Business, Technical Vocational education and Training (BTVET) Act of 2008
which has not been fully operationalised scantly addresses issues of implemeting Industrial Training.
This could be affecting Industrial Training as a form of workplace learning in the hospitality industry as
well.

This study focuses on Industrial Training of the hotel trainees of Kyambogo University (KyU).
The mission of the university is to advance and promote knowledge and development of skills in
science, technology and education and in other fields having regard to quality and the progress and
transformation society. Basing on the mentioned background, KyU has integrated Industrial Training as
an important component in the undergraduate programmes in the faculties of Science, Engineering and

Vocational Studies to help the student to gain real work experience in their fields of study. Such



training targets to help undergraduate studepts to develop the skills and knowledge to integrate them
into meaningful industrial or community experience. Such training helps to bring the students closer
and be in touch with the social, economic and technical realities of their professions. The length and
scope of such industrial depends on the type, level and aims of the programme of study being pursued
by the student at the university. The normal Industrial Training session lasts ten weeks. The
undergraduate bachelor programmes in the Faculty of Vocational Studies require a student to undergo
two sessions of Industrial Training after the second and third year. The diploma courses require the
student to undertake Industrial Training after the first year.

This approach is important to the university as the faculty of Vocational Studies was
specifically established to promote quality Vocational Education and Training in the University and the
country at large. The Department of Human Nutrition and Home Economics (HN&HE) under the
faculty trains hotel and institutional caterers for the Diploma and Certificate programmes in Hotel and
Institutional Catering (DHIC&CHIC). The training for the diploma (DHIC) and certificate CHIC)
entails mandatory Industrial Training as an essential workplace aspect of learning for hotel trainees.
Industrial Training is arranged, organised, supervised and assessed by the university staff in
collaboration with the workplace staff responsible for training in the establishments of attachment.

As one of the staff in the Department, I have been involved in Industrial Training and identified
the gaps in following; the organisation of the activities, mechanisms in form of legal framework or
policies in place to facilitate IT in Uganda. Furthermore the staff of the university, workplaces and
trainees face constraints in delivery of IT (Okello 2009). Therefore a study was designed to investigate
the earlier mentioned aspects affecting Industrial Training as workplace learning experience for hotel

trainees of Kyambogo University.

® We tell the students as they listen to theories, we may show them pictures off machines and gesture to them but they
cannot be given practical, they may see during industrial training but they cannot touch because there being no industrial
training policies in the country, no industrialist is committed to training, them, so that they can experience. That is how our
education system is.
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¢) Motivation
Having undertaken a bachelor’s course in catering and hotel management, I was required to undergo
mandatory Industrial Training as a student before the completion. Subsequently, upon employment [-
have been involved in Industrial Training activities severally. Along the way I identified a knowledge
gap in different aspects of Industrial training as an approach of learning and I determined to carry out an
empirical study fill that gap.
1.3 Statement of the Problem
Industrial Training (IT) is an accepted form of workplace training in the hospitality and tourism. This is
because IT provides the trainees with real work situations in the working environment to gain
competences, which in turn motivate, develop and build their confidence. In addition, IT provides
trainees with the basis to identify key operational areas of interest for the career development while
they are still in touch with the university (International College of Hotel Management, 2012).
The Department of HN&HE of KyU has used IT for workplace learning of hotel trainees since
2003. However, there is no systems framework in Uganda to guide workplace learning, no clear policy
by the university and no benchmark guidelines to be followed by the hotels and the trainees in the hotel
industry. Basing on the above observation, the Industrail Training for hotel trainees of KyU is short in
organisation, implementation mechanisms, policy and guidelines leading to inconsistencies in the
process thus affecting its anticipated benefits. It was therefore imperative that I scrutinize IT as a
workplace learning approach for the hotel trainees of KyU.
1.4  Purpose of the Study
The purpose of the study was to examine Industrial Training as an approach to workplace learning for
hotel trainees of Kyambogo University in order to establish the effect of its organisation on the

expected benefits to the stakeholders.



1.5 Objectives of the Study
The following objectives were formulated to guide the study;

1. To analyze the activities (attachment, supervision, assessment & report writing) involved in
Industrial Training in order to understand its organisation for workplace learning of hotel
trainees of KyU.

2. To examine the existing mechanisms (legal framework and policies) in place to facilitate
Industrial Training for workplace learning of hotel trainees in Uganda.

3. To assess the constraints faced by trainees, staff and the establishments in effecting Industrial
Training as an approach to workplace learning of hotel trainees of KyU.

1.6 Research Questions
The study attempted to answer the following research questions;

1. How are the activities of Industrial Training for hotel trainees of KyU organised?

2. What mechanisms are in place to facilitate Industrial Training as a workplace learning approach
of hotel trainees in Uganda?

3. What are the constraints faced by trainees, staff and the establishments in effecting [T as an

approach to workplace learning for hotel trainees KyU?
1.7  Scope of the Study

1.7.1 Geographical Scope

The study was held at the Department of HN&HE of KyU which is located in Nakawa Division East
from the Kampala City Centre approximately 6Km along Kampala Jinja Highway. The four hotels
(workplaces) were selected as follows; two from Kampala District and two from Jinja Town in the
eastern region of Uganda. The workplaces were selected on the basis of where the Hotel trainees of
KyU have been attached most since 2008. The National Council for Higher Education (NCHE) offices

in Nakawa Division was also visited for the purposes of this study.



1.7.2 Content Scope

This study was limited to the specific objectives namely; 1) analysis the activities involved in IT of
hotel trainees. ii) Examination of the existing mechanisms that are in place to facilitate Industrial
Training of hotel trainees in Uganda and. iii) the constraints faced by trainees, staff and establishments
that are involved in undertaking IT.

1.7.3 Time Scope

The study was conducted during the IT placement period from June 2008 to May 2012.

1.8 Justification of the Study (Rationale)

Workplace learning is one of the strategies used in Vocational Education and Training and particularly
in hotel training. Although it takes different names like Industrial Training, field attachment,
community practice among others, Industrial Training has been used in the hotel training programmes
to achieve the anticipated benefits of workplace learning. The successes of Industrial Training are
subject to its organisation in place to facilitate such form of learning. The uniqueness of the hotel
industry where the trainees are attached for training requires particular arrangement for the benefits of
Industrial Training to be attained. In addition, the department of Home Economics and Human
Nutrition uses IT placement as a form of workplace training to supplement teaching and learning at the
university. The organisation of IT for hotel trainees at KyU leaves a lot to be desired. There is a need to
improve on the Industrial Training in order to provide the relevant quality of hospitality training at
KyU. In Uganda where there is no established legislation for this form of learning supplemented by
lack of a specific policy by the university for hotel trainees to undertake Industrial Training casts doubt

on the attainability of the benefits of learning without proper mechanisms.
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1.9  Significance of the Study

The results of the study will be useful to the Department of HN&HE in getting an in-depth
understanding of the activities involved in order to concretize them for the better results of IT. The
policy makers in BTVET and the Industrial Training may use the findings of this study to review the
mechanisms that facilitate IT in Uganda in order to provide appropriate frameworks for this form
workplace learning. This study will avail additional literature for the other researchers in vocational
training and particularly those interested in workplace learning for further study and comparative
reasons. The university may also use the results of this study to review Industrial Training as the
method of training in other academic programmes in order to improve or adapt other workplace
learning approaches in the university.

1.10 Limitations and Delimitations

The access to documents like the draft policy of Industrial Training of KyU was a challenge but the in
depth interview with the coordinator of the program in the Faculty of Vocational Studies was helpful in
getting the glimpse of the contents which look similar to the already existing practices. The sampled
staff in the workplaces preferred the use of questionnaires which could allow them to fill at their own
time to interviews. I had to convince them to accept the interviews using the pretext of being very
precious during their time off duty and particularly after work. Some of the targeted samples like the
Commissioner BTVET and the administrator of UHOA were left out because there was no connection
between the department of BTVET at the Ministry of Education and Sports (MoE&S) and Industrial
Training practices at the University. The operations of UHOA T later learnt were mainly for the

collective advocacy of the hotel owners but not operations like Industrial Training.
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1.11 Conceptual Framework
This study investigated the interaction of the different factors affecting Industrial Training as illustrated
in figure 1 below.

Figure 1: Showing the Conceptual Framework for the Study

Industrial Training (IT) l

Industrial Training Activities Mechanisms for Industrial Training
e Preparation of trainees — e University policy/guidelines
e Student Placement for IT e Workplace IT guidelines/policies
e Attachment e National/framework for IT

Supervision and assessment

Constraints faced by Industrial
Training implementers

e Trainees

e Workplaces

e University

The activities of Industrial Training (preparation of the trainees, student placement attachment,
supervision and assessment) are subject to the university, workplaces and the national mechanisms in
form of policies or guidelines and legislations. However, the implementation of Industrial Training as
mentioned in the backdrop gives rise to constraints that are faced by the trainees, workplaces and the
university. The constraints are also a consequence of the mechanisms that facilitated IT and the
implementation of its activities. The organisation of Industrial Training for the hotel Trainees of KyU is

therefore dependent on the interplay of the activities, mechanisms and the constraints of the entities



involved. The examination of the aspects mentioned in the backdrop is crucial in establishing their
effect on the organisation of IT.

1.12  Definition of Terms

Based on this study, the meanings of the following concepts are given below;

Assessment

This is the activity through which the trainees’ performance is evaluated against set criteria to confirm
leaming and produce evidence that students are learning the intended material.

Attachment

This is activity of allocating trainees to establishments for purposes of IT.

Constraints

These are the obstacles or limitations or controls that affect the trainees, academic staff and the
establishments when carrying out Industrial Training.

Establishments

These are hotel organizations or institutions that offer Industrial Training opportunities to the trainees.
Industrial Training

This is a mandatory attachment of trainees to establishments of their areas of specialization to undergo
practical training within an approved industrial undertaking for work experience that is relevant to
competence development prior to graduation.

Mechanisms

These are systems put in place that are intended to achieve or deal with Industrial Training

Report writing

This is a write up of the learning experiences that the trainee has gained through the period of Industrial

Training.



Supervision

This is the activity of taking charge or responsibility of the training and trainees to make sure that the
intended Industrial Training Objectives are achieved.

Trainees

These are hotel students that undertake Industrial Training.

Workplace learning

The lessons, training and experience that a student gains through working for an organisation for given

period of time.

1.1.13 Organisation of the Report

This research report is organised following the structured format where chapter one is the introduction,
chapter two is literature review and chapter three methodology. Chapter four contains the presentation
of findings their interpretation, analysis and discussion for the specific objectives. The summary,
conclusions, recommendations and the way forward for the study are presented in chapter five. The

report is written following the APA 6" edition guidelines.



CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.1 Introduction
This chapter examines the shared views about the effective Industrial Training in hotel training from
general principles, European, Australian and African perspectives. The Ugandan Industrial Training
practices in hotel training are also presented. There are significant contributions towards workplace
learning in form of Industrial Training by different authors which have been done to help in providing a
direction to trainees, training institutions, workplaces and policy makers. The difference in the views is
dependent on particularly ever changing labour requirements for both local and international market in
the hotel and tourism sector.
2.2 Basics of Workplace Learning
There are different views regarding the basics that form the benchmarks for workplace learning against
which the intentions of the program are based. They include;
a) Exploration and exploitation of the trainees
Learning within the workplace establishments expects both tangible and intangible returns to the host
establishment. There are therefore tendencies of exploitation of the trainees while on the other hand
they (trainees) get opportunities to explore possible work opportunities.
As Fenwick, (2003, para. 2) points out: “...exploitation and exploration are important forms of
organizational learning and both are typically understood to function at the formal level of everyday
learning embedded in practice.” This seems to suggest that for workplace learning to takeplace
exploitaion of those undertaking the learning occurs. Fortunately, Fenwick also propagates the
exploration by the trainees which in my view could be a great chance for the trainees to discover

possible work opportunities.



b) Disorder to routines of workplaces
The effects of workplace learning is interestingly viewed as constititing disorder to the hosting
workplaces as Weick and Westley (as cited in Fenwick, 2003, para. 6) point out, “organizational
learning constitutes disorder because it contravenes the central existence of workplace organizations as
ordered. That is, learning breaks the frames, challenges the structures and routines, and casts doubt
upon the knowledge that holds the organization together.” This principle potrays workplace learning as
a disorganising factor to the core existance of the workplaces. This would therefore suggest that
Industrail Training as a form of workplace learning affects the structures routines and challenges the
systems of host establishemnts resulting into perharps repulsion, neglect and rivalry towards trainees.
Besides the core activities of the hotels is not training but rather sale of accomadation and other
services. Against this the hotels’ routines, structures have to be affected in order to accommodate the
trainees learning objectives.

c¢) Promotes learning at different levels
The recognition of workplace learning as multi-leveled (individual, group and organisational) and
unfolding in different forms as explained by Leavy and Crossan et al(as cited in Fenwick, 2003 para.7)
cast the interest of finding out how the organisation and systems in the workplaces effect learning. This
principle suggests that learning in workplaces should be an interest of individuals, groups and
organisations (training institutions & workplaces) somuch so that they can also be in position to learn
as well. The workplace learning approaches like Industrial Training perharps needs to be taken as a
learning experience for all the stakeholders throughout its implementation for even better outcomes.
The acceptance of the new ideas from the training institutions by the trainees by the workplaces could
be a way for the workplaces to learning from the trainees. On the other hand the training institutions

should take responsibility to learn from the trainees experiences while on training. The gap that might
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exist is whether the workplaces and training institutions value new experiences, skills and knowledge
that the trainees transit throughout the whole process.

d) Requirement of particular workplace direct guidance
Workplace learning is based on the pretext of learning through participation in everyday activities at
work by the trainees. However, Billett, (2000) avows that such kind of learning may not be sufficient
for the development of the required competences in an individual. He also added that some of the
knowledge arising from workplace experience is not appropraite as shortcuts and aspects of
inappropriate practices are also learnt. In his view this kind of learning could be “dangerous or
potentailly limiting procedure™ and therefore suggests that:

...this kind of knowledge may be difficult to learn without direct guidance that ables

it to be made accessible and comprehensible to learners. Sim‘ilarly, the development

of the procedural capacity to successfully complete workplace tasks can also be aided

by the direct guidance of more experienced coworkers. Referred to as heuristics -or

'tricks of the trade', these procedures provide some certainty of success with

vocational tasks. These heuristics evolve through practice over time and are effective

tools for workplace performance. (p. 2)
Whereas direct guidance is suggested to be helpful for learning in workplaces, there is no consideration
of the main activity of workplaces being business operations not training therefore the effort of guiding
trainees may be limited or not in existence at all. The guidance from the more experienced workers may
not be guaranteed as their preparation and motivation for the task may affect their input.

e) Readiness of workplace for learning
Although workplaces are prepositioned to be providing the right environment for the acquisition
competence for the hotel industry, the readiness of workers and the uniqueness of the establishment are

factors that may determine or even affect Industrial Training prospects. As (ibid, 2000) observed:



It seems that the readiness of the organisation and its workers encompass key factors
that will determine the shape and form of such learning arrangements, including their
level of sophistication and scope of the intended outcomes. So although the evidence
provided by the investigation about the contributions of everyday participation and
guided learning assists working towards refining workplaces as learning
environments their potency will be premised on the factors at the workplace level. It
is these that will likely determine how workplace learning will proceed and the

quality of its outcomes. (p. 17)

Indeed I agree that the uniqueness of the hotel industry is pronounced by nature of the labour
requirements, set up of the industry (service industry) and the nature of the competences required.
Additionally the factors highlighted are very crucial in ensuring the quality of Industrial Training to be
achieved. Similar views are shared by (Riley, 1996, p. 15-16). The implication could be that the
training for the workforce for such an industry may require particular systems and organisation of the
approaches to be able to attain the desired competences.

2.3 Benefits of Industrial Training

Industrial Training has been identified to offer a range of benefits to the trainee, the hosting
establishment, the training institutions and the country in the following aspects; the trainees
undertaking Industrial training are able to obtain knowledge of potential careers, develop new areas of
interest, get orientation toward work processes and apply the theoretical concepts and school-based
skills to practice. In addition, the trainees learn to appreciate the importance of human relationships,
work attitudes and self confidence. Accordingly, Kenya Utalii College attaches the trainees to mainly
hotels, lodges and other hospitality establishments to prepare them for the integration into the job
market after graduation (Kenya Utalii College, 2010). These views are supported by (International

College of Hotel Management, [[CHM]2012) and (National Training Authority, 2010). There is no



doubt that trainees have a lot to benefit Industrial training as a form of workplace learning. The notable
benefits like work attitudes, confidence and preparation for integration into the job market are not only

basic but some of the curtailing issues leading to poor employability of the trainees upon completion of
their study programmes.

The training institutlions’ partnership with industry are strenghened, linkages with industry are
stablished for technical development and skill gaps can be identified for improvement of quality
training. The institutions also obtain materials for teaching in forms of case studies in addition to a
balanced assessment of trainees (abid 2010). The benefits of Industrail Training to the training
institutions like KyU can be realised if the there are formalised partnerships with the host industries and
proper feedback mechanism for Industrail training. The partnered workplaces would be used as some of
the stakeholders while formulating and review of the training programmes by the University so that the
unfolding trends in the workplaces are considered in addition to providing feedback of the relevancy of
training carried out at the training institution.

The country where Industrail Training is carried out, a nation-wide mechanism to address skills
demand is provided and the training spectrum is widened from the institutions to the industry. The
hosting establishments are able to identify future skills avaliabilty, participate in the improvemnet of
the training delivery for industry relevance and influence the training for the future generations(ibid
2010). The nation-wide mechanism provided in my opinion needs a national framework that can be
used for its implemetation, regulation and guidance if the anticipated benefit is to be realised.
Fortunately though the workplaces are provided with easier ways of recruiting staff that they have had a
chance to test their performance.

The benefits of Industrial Training are significant however, for training institutions that may not have
adequate policies, guidelines and functional Industrial Training systems their realisation could be

comprised.
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2.4 Models of workplace learning systems
Institutional-industry based training may vary in different countries due to differing factors as
elaborated by the following contexts.

2.4.1 European model
According to Gonon, (2006) in Europe German model of vocational education and training has earned
a high reputation, this system is known as “dual system” where training is mainly done in the
workplace complemented with instruction at school. He clarifies that it is also known as the
“apprenticeship model” which forwards industry-based Vocational Education and Training (VET).

a) Organisation of the dual system
The organisation of the dual system in German is based on the assumption that learning in workplaces
should be fundamental and supplemented by limited training at the training institutions. The case of
Industrial Training is the exact opposite where most of the time of training is at the institution of
learning and a limited period of time is allocated for the industrial experience. The contrast of the two
forms of workplace learning could be as a result of differences in the perception about the direction
training as Industry-based or school-based.

b) Challenges of school-based VET
The traditional apprenticeships that are strongly supported by the firm where the apprentices are trained
for a large amount of time are still an attractive alternative to school-based VET-models. The
arguments against school-based VET are based on the qualification of the trainees that are challenged
with the transition from school to the world of work (ibid, 2006). There are also studies that have
shown that workplace learning provides attractive and interesting learning for the trainees (Mjelde,
1993). This therefore should form a basis for requirement of Industrial Training with adequate duration

and guidelines that can be instrumental in improving the transition school-based VET trainees into the

world of work.
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¢) Mechanisms for workplace learning
There is also realization of the relevance of different systems to support the different forms of
workplace learning extending from those supporting workplaces where the apprentices are trained to
stronger regional guidelines instead of the centralized ones (Méhaut as cited in Gonon 2006). The dual
forms of vocational education are tested elements of the vocational education reforms that have gained
general approval by educational policy makers due to the resulting beneficial effects. The dual systems
in Spain, France and England for VET have been introduced by law, with the main objectives of
address employment challenges (Onstenk and Marhuenda as cited in ibid 2006). The existence of
several legislations to guide VET and higher education in Uganda like the BTVET Act 2008 and
Universities and other Tertiary Institutions Act 2001 provide the glimpse into Industrial Training
mechanisms. The interest of legislation and formalized mechanisms for workplace learning are clear
and convincing. It was therefore prudent to examine the implication on the form of workplace leaning
like Industrial Training.

d) Constraints of Workplace learning
Workplace learning for trainees from training institutions requires a lot of coordination and
collaboration of all the parties involved. The combination of the efforts from the parties involved
cannot be without constraints that could affect the expected benefits and planning. The assessment of
the constraints could be one of the ways that can probably be useful in improving the quality of
workplace learning approaches like Industrial Training. According to Marhuenda & Rothe as cited in
Gonon (20006), the challenges of this form of workplace learning have been identified to include;

e Enterprises that have to get used to a culture of learning and to dealing with trainees.

e The high number of drop-outs of trainees
e Lack of awareness of these forms of learning by the target beneficiaries.

e Increasing Unwillingness of companies to train apprentices

(0%
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¢ Insufficient collaboration of training Institutions and firms and
e Mismatch of trainiﬁg positions and demand.

Un doubtfully, the challenges of workplace learning basing of the mentioned in the backdrop should
have fundamental consequences on the prepositioned outcomes of Industrial Training as a form of
workplace learning. The prompt to examine the constraints of Industrial Training is therefore crucial in
providing empirical and workable solutions for the hotel training of KyU.

2.4.2 Australia model
Australian approach to Industrial Training takes different names and guises such as industrial
experience, industrial placement, supervised work experience and internships. The naming varies
according to programmes and institutions but generally the format includes a compulsory students’
exposure to working life in an industry.

a) Organisation of Industrial Training
The training institution initiates the organisation, administration and management of the industrial
placement programme. Previously, the training institution develops links with industry through a
selection process, visiting the trainees while on placement and assessing the experience upon their
return to the institution (Solnet, Robinson, & Cooper, 2007). They add that these industry linkage
strategies have existed centring on industrial placement or work experience models. According to the
organisation, the training institution takes the centre stage in the administration of the Industrial
Training. This is quite similar to the situation at KyU making it sufficiently comparable for the purpose
of this study.

b) Requirement of Industrial Training
The Industrial Training has been part of the hotel and tourism education with the majority of related
programmes continuing to require a period of practical experience as an essential for graduation. There

is an observation of thinking about industry engagement of trainees as promotion of quantitative



requirement of hours with no qualitative consideration of the standard of the experience gained in
industry (Barron, Busby and King as cited in Solnet, Robinson, & Cooper, 2007). Although I do not
agree with the mere accumulation of hours for Industrial Training in terms of credit hours, the time and
period of training while at the workplaces is vital in ensuring that they are sufficient to promote
practical learning in the industry. The period spent on industrial Training could be one of the main
indicators of competence acquisition. However, if there is any attribution of Industrial Training as
requirement for completion of the course being undertaken with the accumulation of hours for grading
as a target benefit by the trainees instead of the actual intended outcomes then the point of Industrial
Training could be missed.
¢) Constraints of Industrial Training
Solnet, Robinson, & Cooper (2007), the organisation of administering Industrial Training in the
Australian model has propagated challenges that include;
e Surface-level industry contacts with industry staff at relatively low levels of the workplaces
such as the Human resource administrators.
e [Engagement of academic staff that may lack the industry background to develop the required
relationships with the hotel establishments.
e Conflict of objectives where the industry involved seeks for cheap labour the trainees against
the learning intent of the trainees and the training institutions.
e Training institution looking for structured training at the workplaces.
The constraints of the Australian model of Industrial Training cannot be over emphasized as it could be
a replica of those faced by the KyU hotel training. The study of the Industrial Training constraints of
hotel Trainees of KyU will probably enlighten their relation with those of Australia and their impact on

the quality of the intended outcomes.



2.5 Industrial Training Models in Africa
In Africa, African Union [AU],( 2007) advocates for linkage of VET to the labour market needs so that
social-economic relevance of TVET can be enhanced. The VET programmes that emphasize among
others tourism related competences like hotel management, food preparation are also promoted. In
addition, policy issues that provide for the VET linkage to the world of work through national
legislative backing to VET are promoted. Training institutions are recommended to establish strong
collaborations with the industry where employers or workplaces can contribute to national training
through financing training and providing opportunities for Industrial Training for trainees. Uganda
being an active member of the African Union the recommendations mentioned in the backdrop should
be applied or in the legislations that aim at revitalizing vocational education and Training. Kyambogo
University on the other hand could have utilized the recommendations to formulate policies linkages
with the industry to make its training more relevant for the labour market.
2.5.1 Gambian Model
In Gambia the National Training Authority (NTA) is mandated to set the guidelines to be followed by
the training institutions in collaboration with the workplaces for the implementation of this form of
workplace learning.
a) Mechanisms of IT in Gambia

The expected outcomes or benefits of IT approach of workplace learning for the trainees, training
Institutions and employers are articulated in Gambia by National Training Authority [NTA] (2010) as;

e development of the practical and communication skills competencies of trainees

e strengthening industry-institution partnership

e provision of a nation-wide mechanism to address key skill demand

e enhancing training of the training institutions

e mechanism for training institutions to respond to identified areas of labour needs and



e Provision for the trainee background information and experience in career choice.
The roles of each player (industry, trainees, NTA & Training Institutions) for Industrial Training are
spelt out to cover areas of the specific responsibility in the implementation of effective Industrial
Training.

b) Assessment of Industrial Training
In addition, the guidelines for assessing the performance of the trainees are stipulated in form of the
expected learning outcomes (ibid, 2010). The uniformed assessment of trainees is very credible in
meeting variation that would exist if the individual institutions were using their own assessment
criteria.

The creation of an institution (NTA) with the mandate to manage Industrial Training in Gambia
is a manifestation of the understanding of providing a formalized relationship between the training
institutions and industries in addressing the competence needs in the labour market of the developing
country. This form of centralized control and management should be very beneficial to the hotel
training Institutions and the hotel industry in Gambia in meeting the training needs of the trainees.

2.5.2 Industrial Training Practices in Kenya.

Whereas there is an Industrial Training Act of 1960 that was revised in 2009 in Kenya, it does not
address the Industrial Training that is being undertaken for this study. However, the issues addressed in
this Act relate to the governance and management of traditional apprenticeship that include; the
guidelines for this form of work-based learning like the relationship, duration of training, terms of
c-ompilation, certification for both apprentices and the indentured learners (Kenya, 2009).

a) Industrial Training at Kenya Utalii College
Kenya Utalii College is one of the recognized institutions for its contribution towards the training of the
workforce for the hotel and tourism industry in the region. As a government owned hospitality and

tourism training institution established in 1973, it has gained experience in training for the hotel and



tourism industry. The College is a leading trainer and a pacesetter in the hospitality and tourism
industry in East Africa. This has earned the college certification as a centre of excellence in hospitality
and tourism training in Africa (Sindiga, 1994, p. 50).

b) Organisation of IT at Utalii College
The college has established partnerships with the industry for its training activities in order to meet the
ever changing needs of the industry through the Kenya Utalii College — Tourism Industry Liaison
Committee (Kenya Utalii College, 2012). Although the relationship for IT is played by the college as
an initiator, the strategy of the formal partnerships with the hospitality industry is very exacting for
effectiveness and achieving of the intended objectives of the training. How KyU University relates with
the workplaces where the trainees undertake their IT is a vital area to study as it reflects its organisation
and institutional mechanism for IT.

¢) Requirement of IT at Utalii
In addition, the college academic policy mandates all students to undergo Industrial Training before
they graduate (abid 2012). The mandatory requirement for all trainees to undertake IT at Utalii College
is an indication of the necessity of IT for hotel training for other institutions like KyU.

d) Duration of IT for Utalii trainees
According to Kenya Utalii College (2012), the duration of Industrial Training ranges from two to six
months in the hotels, lodges, other hospitality establishments, travel and tour establishments in Kenya
or abroad in line with the students career interests. It aims at integrating the trainees in the job market
upon graduation. The hotel training at Utalii is supplemented with a well equipped fifty seven roomed
hotel and other standard facilities like the kitchen and restaurants mandates Industrial Training ranging

from two to six months then the one of KyU should be examined to establish its adequacy.



2.6 Industrial Training Practices in Uganda

Workplace learning in Uganda has been adapted by several higher level training institutions but like in
Austrailia different terms are used in reference to it. Nzima,(2012) while sharing his experience of
hosting trainees for their Industrail Training at Kakira sugar works showed how different terms are
used by the prominent institutions in Uganda; field attachement by Makerere University, Industrial
Training by Kyambogo University, Internship by Uganda Christian University and Field practicum by
Islamic University in Uganda (IUIU). The difference in terminologies does not differentiate the core
objectives of exposing the trainees to real work situations to supplement the learning from the training
institutions.

Makerere University for example has included Industrail Training in most of the academic
programmes with the aim of producing practically oriented graduates that can meet the job
requirements upon employement. In a pilot study that was carried out the university fomulated general
guidelines for the implementation of workplace learning. The guidelines clearly address the exepected
benefits of the learning program for the stakeholders, the activities that are involved in this form
learning are detailed and management of the program at different levels are also spelt out for ease in the
organisation and implementation. Although these guidelines are formulated, the university cannot
control the operations of the industry without a national framework to guide the form of workplace
learning (Makerere University, 2010 & Mpairwe, 2010).

2.7 Summary of Literature Review

There is a positive perspective about workplace learning and hotel and tourism training institutions
have adopted in their programmes Industrial Training in order to enhance their students competences.
European countries like Germany have used the dual system of training to address the job competence
requirements in their hotel and tourism industries through a centralized legal framework. Australian

hotel training institutions on the other hand, endeavour to make independent contacts with the industry



for training purposes using specific guidelines for workplace learning. In Africa, the Gambian model
with the centralized system of workplace learning through the National Training Authority (NTA)
addresses the concerns of Industrial Training for the hotel trainees. Kenyan and Ugandan training
institutions also organize their Industrial Training activities without a national framework to guide the
implementation of workplace learning. The challenges of Industrial Training are faced by all the
stakeholders of this form of workplace learning are generalized in terms of funding, workplace
readiness for training, adequate preparation of the trainees among others but how they affect the
learning is little known. Whereas there are credible studies about the benefits of Industrial Training,
there is little knowledge about the effect of the organisation of IT on the anticipated benefits to

especially the learners.
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CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Introduction
This section of chapter one details the methodology that was used in the collection of data and
management for the study that was conducted. The descriptive research design provided the in depth
exploration of the case under this study. The target population was based on the postulation that the
category had the data required for this study because of the experience and participation in Industrial
Training. Interviews, document analysis and focus group discussion with the help of the appropriate
guides were used to collect the required data that was relevant for answering the designed research
questions. The methodology was matching with the required nature of the qualitative research approach
that was used for this study.
3.2 Research Design
The study was based on a descriptive case study design of the qualitative research approach that
intended to; analyze the activities involved in the organisation of Industrial Training in terms of the
attachment of students, internal and external supervision, assessment and report writing. The
examination of the mechanisms in place to facilitate Industrial Training in form of policies and
framework and the constraints of Industrial Training as an approach of workplace learning were
assessed. This design was helpful in data collection and explaining deeply and exhaustively the
findings. It also provided an in-depth understanding of the study and make adequate qualitative
interpretations as pointed out by Mugenda & Mugenda (1999, p. 197). However, in order to collect
credible data it was very vital to deeply carry out a background study so that informed discusion could

be generated during the data collection process.
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3.3 Target Population

The target population of the study comprised of the the Hotel trainees who did their IT from June 2008

to August 2011, the academic staff and the IT coordinator who have been involved in IT activities of

the department of Human Nutrition and Home Economics during the same period. The staff in selected

workplaces where the trainees are usually attached for the IT and the programmes accrediation officer

at National Council for Higher (NCHE) who are the regulators of the higher eduaction programmes

were also selected for this study.

3.4 Sample Size and Selection

The table 1 below shows the sample size and selection

Table 1 Showing the Sample Size and Selection

No | Category of the population Sample frame Sample Size | Sampling
method
1 The university staff of the 3 Purposive
department involved in IT
2 Co-ordinator for IT in the 1 Purposive
department
3 | NCHE Programme 1 Purposive
Accrediataion Officers
4 | DHIC and CHIC trainees 60 12 Systematic
preparing for IT for 2012 random
5 Final year trainees (2012) who | 28 16 Cluster,
had undergone IT Systematic
random and
simple random
6 | Establishments in Kampala that | 8 4 Simple random
have mostly offered IT to hotel
trainees of KyU.
7 | Establishments in Jinja that 5 3 Simple random
have mostly offered IT to hotel
trainees of KyU.
Total 41
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3.5 Sampling Techniques

3.5.1 Simple Random Sampling
A simple random sampling was used on establishments that have been involved in Industrial Training
of the trainees for hotel. In this the sample frame was given a known and equal chance to be selected as
advanced by Sekaran (2003). The names as established from the co-ordinator for IT of the sample
frame written on the pieces of paper which were folded and put in a small box shaken to be picked
randomly. After the random selection of the establishments the persons in charge of training were used
as the respondents for this study. All the eight names of male trainees that were in the final year having
completed Industrial Training were written on small pieces of paper and picked at random to get the six
(6) respondents. As proposed by Tuckman 1994 in Odiya (2009), this technique was useful in limiting
the probabilty of choosing baised samples.

3.5.2 Cluster and Systematic Sampling
When selecting the female Itrainees in the final year who had undergone IT, the cluster and systematic
ramdom sampling technique was used. The list of twenty feamale trainees was generated and every
name in the position of the multiple of two (2) on the list was selected. The clustering and the
systematic was aimed at selecting the a substative sample of the female and male trainees for the
purposes of the study without any bias as well. This generated ten female respondents. The systematic
and cluster sampling techniques are supported by Burns 1997 in Odiya (2009) and Amin, (2005, p 249-
251).
Systematic random sampling was also used to select the the trainees that were preparing for their
Industrial Training of 2011/2012 academic year.this sample was selected for the purpose of getting the
most recent experiences of trainees before reporting for IT. Full lists the DHIC and CHIC trainees were
obtained from the secretary to the head of department. The DHIC up-dated list consisted of thirty five

names and the names in the positions for the multiple of seven were selected. This gave rise to five



samples whose contacts were obtained and interviews contacted. The CHIC list consisted of twenty
five students and the names in the position of the multiples of five were selected. The sample of five
trainees was obtained for the interviews. The systematic sampling of the trainees preparing for 1T wa
sinstrumental in ensuring that the sample was selected without bias for purposes of obtaining relaible
data for the study.

3.5.3 Purposive Sampling
The purposive sampling technique was used for the academic staff and the Industrial Training
coordinator of the department, official of NCHE targeting the officers in charge of programme
accreditation. This particular sampling technique enabled me to solicit for the information from the
respondents with deep knowledge about the activities involved and the mechanisms in place to
facilitate IT. The NCHE greatly participate in IT policy legal framework formulation and
implementation. As Amin (2005, p. 242) and Odiya (2009), suggest this kind of sampling was used on
the basis that the respondents sampled have the information that I was looking for as regards policy
framework in Uganda and the activities involved in IT. Indeed the selected samples had the in depth
understanding about the purpose of the study and the data that was collected from them was prticularly
vital if giving this study detailed issues of the objectives. |
3.6 Data Collection Methods and Instruments
[ obtained data from both primary and secondary sources. Primary data was obtained through
interviewing all the respondents determined in the sample size. Secondary data was obtained from the
documents such IT reports written by trainees, I'T guidelines of the university, legislations that govern
the higher education institutions. The academic programmes for DHIC and CHIC were also analyzed

during the data collection process.
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3.6.1 Interviews and the interview guides
I conducted face-to-face interactions with the sampled academic staff, IT Coordinator, the NCHE
official, all the trainees sampled, staff in charge of training in selected establishments and the sampled
hotel trainees were also be interviewed. Open ended questions in the guides were used to guide the
interviews this was helpfulin ensuring that interactions were exhaustively done. Appointments were
secured from the samples this was aimed at preparing the interviewees and creating maximum co-
operation and friendliness with them. These interviews also yielded advantages of obtaining non-
verbal cues from the respondents including the in depth understanding of the issues discussed. As
Sekaran (2003) points out the flexibility of the questions made it possible to clarify on the responses by
rephrasing and repeating them for the same purpose. Interview guides were used in form of mix
questions which were asked during the interview and a list of themes from which the questions were
derived to provide information to guide the interview process as suggested by Odiya (2009). The
interviews involved asking several questions that required verbal responses to get both general and
specific information. For pl'eroses of generating in-depth data during the interviews a digital voice
recorder was used after seeking for permission from the interviewees. Although some of the
interviewees rejected the use of the voice recorder and notes were taken from the interviews instead of
the recorded voices. The effeciency of the interviews as approved by (Amin, 2005, p. 178) provided
flexibility, explanations and adjustments in the data collection process in addition to observable bodily
expression like tone of voice, gestures and facial to boost the feeling of the interviewees about the
subject of the conversation. The interview guides used in this study are included as appendix A.

3.6.2 Focus Group Discussion
The group of six (6) final year trainees (2012) who had undergone IT at the end of the first year was

selected for the Focus Group Discussion (FGD). I examined and internalised the multiple views

generated by the group as guided by the pre-determined interview guide (appendix A) that directed the
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discussion (Amin, 2005, p. 187) and (Mugenda & Mugenda, 1999, p.203). the focus Group was very
helpful as the interviwees checked one anothers information and generated relaible information. The
data of the focus group was also used to assess the credibility of the indivuidual interview data that had
earlier been collected. A lot of tact was required to gather the group for the discussion in addition to
controlling the members that tended to want to dominate in the deliberations.

3.6.3 Document Analysis
[ analyzed the programme documents for the DHIC and CHIC. The analysis of the programmes was
done to explore the organisation of the programme for the Industrial Training. This analysis was vital
for the comparison other cc;urse units requirements and those of the Industrial Training. The insights
provided a benchmark for the analysis of the Industrial Training. The analysis of the Industrial Training
reports written by the trainees since 2008 was essential in providing documented experiences of
Industrial Training from their perspective. The experiences collected from the backdrop were
particularly useful in the understanding the organisation and the constraints of that are faced by the
trainees.

Programme accreditation framework from the NCHE was analysed to establish how industrial
training is set as a requirement for delivery of the programmes offered at the university. Other
documents like the academic staff reports, minutes of the Industrial Training committees that are
related to the subject under the study were also analyzed. The document analysis guides (appendix B)
were used to locate the required data for the purposes of this study (Amin, 20095, p. 198). The challenge
that I particularly faced with document analysis as a method of data collection is the difficulty to access
the required documents as they are always regarded as confidential for example I could not access the
KyU draft policy for Industrial Training because of the same reasons. Additionally, documents are

usually written in contexts while analyzing them there was no chance of examining the context in
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which they were written but rather exploring their face value. This limited the extent of understanding
the circumstances under which some documents were written in order to obtain the full meaning.
3.7 Validity and Reliability of the Tools
Content validity was used in the establishment of the appropriateness of both the interview guides and
the document analysis. The two (2) pioneer MVP graduates and my co-supervisor that have carried out
research that was qualitative approach based were helpful in giving the expert opinion about the
designed research instruments. As advanced by Amin (2005, p. 287) and Mugenda & Mugenda (1999.
p. 102)content validity ensured item and sampling validity. The consistence of the instruments
congruence as advanced by Amin (2005, p. 294-195) were ensured by the validity of the reasearch tools
in addition to the provisions of the external reliability through clearly specifying my status (personal
background), detailing the information about the respondents showing how and why they were
selected. In addition the study was delineated by the study objectives and specific data collection and
analysis procedures.
3.8 Data Collection Procedures

3.8.1 Data Collection
An introduction letter was obtained from the graduate school that was presented to the targeted
respondents seeking their acceptance to provide the data for my data collection.
The respondents were contacted earlier to make appointments to schedule interviews for data
collection.

3.8.2 Data Processing and Analysis
The primary data collected from the field was organised under the specific objectives and the categories
of the research respondents as the sources of the data. When the earlier mentioned was done. I detailed
my interpretations to derive the meaning from the comparison of the findings as advocated by Amin,

(2005, p. 324)and (Mugenda & Mugenda, 1999, p. 203). Further analyse of the data was qualitatively
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done through the comparison of the findings with the existing literature and the discourse about the
subject with the aim of determining the adequacy, credibility, usefulness and consistency of the data
(Mugenda & Mugenda, 1999, p. 205).

3.8.3 Data Quality Management
One of the major aspirations of a researcher was to collect reliable and valid data. To attain this, I used
the traingulation approach to qualify the data collected from the target sources as urged by Meredith et
al & Gay (as cited in Amin, 2005, p.64 ). Through triangulation the data about the same matter from
several sources was affirmed or tested for conformity this strenghened the findings in the study.
Traingulation was useful in checking the consistence of the data collected form the different sources.

The use of the different sampling techniques and data collection methods from the different
sources in conjuction with the pre-testing of the research tools before the actual field data collection
was helpful in this study. Data collected form the different sources was vital in strengthening critique
the data from the other sources as a research this was crucial in providing the differences in the views

for the different stakeholders of the Industrail Training.
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CHAPTER FOUR

PRESENTATION AND DISCUSSION OF RESULTS
4.1 Introduction
The organisation of the activities of Industrial Training as a learning approach is the basis of its
implementation. Industrial Training is organised by undertaking different activities that are aimed at
ensuring that it is planned and performed in a manner desirable to all the stakeholders. In addition, the
mechanisms at national, university and workplace levels are crucial in the implementation of Industrial
Training for workplace learning in Uganda. Furthermore the influence of the mechanisms and the
organisation of Industrial Training are reflected in the constraints that are faced by the key
stakeholders. This chapter presents the analysis of the issues raised in the backdrop the discussion of
which is based on the findings, personal experience and the considered literature.
4.2 Analysis of the Industrial Training Activities
The analysis of the activities of the IT for the hotel trainees of KyU was aimed at making the basis of
examining its implication on the anticipated outcomes. The inclusion of IT in the catering programmes
of the university was fundamental to the objective of bridging the gap between the training at the higher
institution and the requirements of the industry in terms of the appropriate competences. The stages in
the cycle take an annual process that covers planning and budgeting, preparation of trainees, placement,
attachment, supervision and assessment. At every stage the activities involved are associated with the
outcomes and especially the benefits of the stakeholders that include the university, trainees and the
workplaces. However, in order to explore the activities involved in Industrial Training it is of the

essence to look at how the learning approach is included in the training programmes of DHIC and

CHIC.
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4.2.1 Industrial Training in the Hotel Training Programmes of Kyambogo University
Document analysis if the IT course unit appendix C, revealed that like other programmes of the
department, the DHIC and CHIC programmes are documented in form of the syllabi for consistence in
the implementation and easy reference. Each course of the programme is organised in form of course
name, code, credit unit and level. Additionally each course is further sectioned into brief description,
specific objectives, content, mode of delivery, assessment and references. Analysis of the programme
documents for the DHIC and CHIC showed that the course unit of the Industrial Training is not
described implying that there is no explanation of what it is all about like the other course units in the
programme. The description of the unit would have given the implementers of the unit a clue of what
the course of entailed before implementation.

a) Specific Objectives
The specific objectives as outlined in other programmes course units are not highlighted in the
Industrial Training Unit an indication of a possibility that the programme developers and implementers
are not certain of what the outcomes of this learning approach. This situation concurs with Cameron
(2001) argument that the course unit without specific objective provides no ground of measuring its
performance upon implementation making it unfocused.

b) Content
The content of the unit on the other hand was generally set leaving out the particular details making
speculative. The exposure that has been stated in the unit is therefore the only basis of the tasks that the
trainees are expected to undertake while on training.

c¢) Targeted workplaces
Reliable training would be a result of adequate facilities available in the hotel for training however the

details of what facilities should be in the hotel to qualify for trainees’ attachment are not availed.
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Although there is no hotel grading or classification in Uganda the course unit could have detailed the
minimum facilities ideal in the workplaces for attachment of the hotel trainees of KyU.

d) Assessment
The course unit is supposed to be assessed by both the field supervisors in the workplaces and the
university lecturers who supervise the trainees while on training to grade their performance. Although
the assessment is indicated in the programme, how it is carried out as reflected in the implementation is
not clarified. This leaves the assessment process unplanned for the programme.

e) Report writing
All the trainees that undertake IT are required to write and submit a report highlighting their
experiences in the industry. The report that shows the experiences of the trainees is good for the
reflection of what has been learnt during Industrial Training. The report can also act like a feedback of
what has changed in the industry requiring improvement in the training at the training institution.
4.2.2 Organisation of Industrial Training Activities
The interviews and the document analysis conducted indicated that the stages of I'T can be constituted
into a cycle of the following stages; planning and budgeting at the sub-committee of senate in charge of
Industrial Training Community and School Practice (ITCSP), preparation of trainees for IT as
illustrated in figure 2. These are followed by the placement (seeking for vacancies for IT), attachment.
supervision, assessment and report writing. This is a cycle because the same stages are repeated as soon
as the last one is accomplished making it a continuous program for every academic year. The activities
in each stage of Industrial Training are instrumental to the whole programme and as discussed below.
However the planning and budgeting stage will not be covered as the main details of the stage is

resource allocation of the program issues of which were not considered for this study.

51



Figure 2; Showing the Stages of the Industrial Training Cycle
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i) Preparation of Trainees for Training

a) Initial Information about Industrial Training
Students of KyU are admitted through a recruitment process that takes the phases of application,
admission, orientation and commencement of the normal classes. All the trainees that were interviewed
showed that there was no formalized way for them to know that their programme included Industrial
Training. They all expressed concern that even in their admission letters such crucial information was
not availed. Additionally, upon reporting at the university there were no emphasis of the same during the

orientation for those who confirmed to have attended the orientation week. There is therefore an



assumption that trainees know what is entailed in their academic programmes and where there is any
miss they are expected to fill the gap. Career guidance by the university could be very essential
especially as part of the orientation so that the trainees have an opportunity to get the missing
information about their programme of study. Subsequently, the admission of the trainees for the
programmes requiring Industrial Training should entail a briefing about it so that the trainees together
with their sponsors can be informed formally and in due time.

b) The Recess Term Fees
[ also observed that the pa};ment of the recess term fees in the first semester formed the clue about IT to
most trainees but only out of curiosity as the term used “recess fee” was not commensurate to actual
intention of the charged fee:. One trainee confessed to having paid to just meet the university
requirement to have him registered. The ambiguity of some the university terminologies like “recess
fee” need to be streamlined so that they are matching with the intended purpose. Whereas Industrial
Training is carried out during the recess term of the academic year the actual purpose of the charged fee
is facilitation of the Industrial Training which in my view should be directly referred to. Indeed there are
other forms of workplace learning that are organised during the recess term like the internship, school
and community practice the use such clear terms for the admitted students would greatly reduce the
initial information gap.

c¢) Allocation of time for Industrial Training
Furthermore, those in charge of IT of the hotel trainees also have had to scantly present the learning
~approach to students while 'teaching them other course units. The coordinator particularly has to be
allocated a teaching unit to use the same time to address the issues of IT to the trainees. This practice is
in itself unfair to the course unit whose time is used to address the concerns of Industrial Training. My
opinion about the allocation of the time for the Industrial Training while the trainees are still at that

university should be appealed considering that the university may be short in complete facilities for the
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trainees to have adequate training but can prepare the trainees to be able to maximize Industrial Training
from a very informed point. The opinion is based on the fact that even the trainees are sent for training
in the workplaces without knowing what and how to expect.

d) Information to the Sponsors, Guardians or Parents
The sponsors of the trainees had not been the target for this study in terms of gathering their perception
or understanding about Industrial Training but there was also a general concern from the trainees that
their sponsors are not formally communicated to concerning IT at all yet as stakeholders they expected
them to have a right to get the authentic information from the university. Indeed in all the IT documents
analyzed there were not a bit related to communicating to the trainees’ sponsors or parents about [T. The
trainees that undertake hotel training at KyU are privately sponsored which implies that they survive on
the sponsorship of their guardians and parents who would need to informed prior to the commencement
of the Industrial Training. -

e) Preparation through Training
Out of the twenty (26) trainees interviewed eighteen (18) indicated that the training at the university
forms part of the preparation for the Industrial Training. They reasoned that training at the university is
the basis of what they is practiced during the training in the workplaces. This was further confirmed by
all the officers in charge of training in the work places who expect the trainees to go for training with at
least basic skills in the areas of hotel operations. The training at the university can be analysed basing on
the practical training, time allocation of the practical units and training facilities available.

f) Training Facilities
One officer in Jinja wondered whether there were at least demonstration rooms at the university where
trainees can come into contact with the minimal experience with operations like food preparations, food
service and housekeeping. His argument was that then the trainees of KyU would not come for training

when they are not prepared with basic competences as it had been noticed. I was therefore prompted to
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check on the food preparation demonstration room and indeed some of the cookers were fundamentally
dilapidated. There were no appropriate working surfaces for food preparation, no running water
(cold/hot) and the room was also being used for other normal theory classes. The adequate training at the
university is very vital in making the trainees appropriate and relevant in the workplaces. The university
can only provide the basic facilities for training so that the trainees can be exposed to real work facilities
while on Industrial Training. The limited facilities at the university also provide a necessity for
Industrial Training of the trainees for complete exposure.

g) Practical Training
One of the staff in the workplaces that were sampled said that “hotel work is practical pumping students
with only theory and leaving us to suffer with them while on training for the practical is not being just.”
The trainees however acknowledge having had practical lesson in the areas of food preparation, service
and housekeeping but noted that they were insufficient in terms of time allocated, delivery method
(working in groups always), tools, materials and limited content. The trainees showed that it is
imperative to enforce the training at the university particularly in practical areas as the expectations in
the industry are set too high for them to meet when on training. My opinion is that sufficient practical
training at the university is vital in imparting basic skills required for the integration in the world of
work. Additionally, the confidence of the trainees would be boosted greatly to confront the learning
challenges in the workplaces minimizing the valuation of the trainees as being ill prepared for the
industry as was confirmed by the IT coordinator. The trainees would also be able to be inquisitive from
a well informed point by asking relevant questions to guide their learning in the workplaces.
Subsequently, the time for training in the workplaces would be more useful instead of trainees taking

time to get familiar with the basics of the hotel operations.
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h) Time Allocation for the Practical Units
Concerning the time allocation, the timetable for the trainees that were preparing for Industrial Training
as indicated in appendix C; had one lesson of three hours a week for food preparation for both the
certificate and diploma trainees. Food service and housekeeping on the other hand were allocated only
two hours a week. The quality assurance framework recommends that each course is required to be
allocated at least two hour a week leading to thirty total contact hours for the fifteen weeks of teaching.
In addtion, the practical course is expected to be allocated at least two extra hours a week leading to at
least four hours per week (National Council for Higher Education, 2011, p 29). As earlier observed the
time allocation for the main practical areas in hotel training at KyU is below the minimum expectation
it therefore no surprise that the trainees expressed inadequancies in the time of training as one of the
issues affecting their preparation for Industrial Training.

i) Industrial Training Briefing
As part of the preparation of the trainees for the IT a briefing is organised at the faculty level where the
heads of departments, some academic staff and the coordinator of IT address the students regarding this
learning experience. The interviewed trainees indicated that there is emphasis for the protection the
image of the university while on training through good behaviour. They acknowledged that although this
is good for the future placement of the trainees they also were concerned that over emphasis of the same
seemed to suggest that Industrial Training was majorly about the image of the university rather than
learning. As one trainee in the focus group discussion said “briefing should be more about Industrial
Training rather than the image of Kyambogo University.” Protecting the image of the university in
exhibiting good behaviour is in my opinion a consolation, instead the image should be protected by
showcasing the appropriate and relevant competences acquired or batter still matching with the
expectation of the workplaces. The university should therefore endeavour to impart the workplace

expected skills so that the trainees can ably defend their university training as good behaviour can easily
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be attributed to other sources like parenting. It should be noted that other issues like punctuality and
good interpersonal skills raised during the briefing were also helpful to the interviewed trainees.

j) Industrial Dress Code
Dressing code was notably.raised by the trainees and the staff in the workplaces that were selected as
being basic for the easy integration into the workplaces. Appropriate dressing for the different sections
of the hotel was observed as being very imperative in improving their confidence particularly in the food
production department (kitchens) and service. My opinion about dressing is that appropriate workplace
dressing should be a practice even when the trainees are still at the university for familiarisation with the
work requirements. This is because other vocations like medicine, law and engineering during the
training are required to dress according to their professional standards and why not the hotel trainees.
During their food preparation practical lesson should be required to dress in full chef uniform’, during
the food service the appropriate black or navy blue trousers, white shirts or blouses with a waist coat and
a bow tie can be worn as it is the practice in the industry. Appropriate industrial dressing is one of the
basic ways of improving the trainees’ confidence levels as they easily integrate into the workplaces of
the different sections of the hotel in addition to being easily accepted.

k) Recess Term Fee Payment
The initial indicator of Industrial Training in the programme was found to be the payment of the recess
fee by all the trainees that undertake IT during their recess terms. Although all the interviewed trainees
showed that there was limited understand of the term (recess)used, majority indicated that they tried to
inquire about the reasons for paying such fees and the information provided gave them the clues about
Industrial Training. At the time of the study the trainees were required to pay one hundred and seventy
thousand Uganda shilling (170,000/=) approximately seventy US dollars (US$ 70) before being register

for their first semester. However, the flow of information concerning its function left many trainees

" There is an accepted uniform of chefs that includes a white head cover, double breast jacket, apron, flat shoes and black
and white checked trouser.

wn
~d



8§

"(T107 piqe) Buturen
Uo 2[Iym S33ule} A} JO UOISIAIIANS pue dANBISIUWPE Y} J0] PAsn Sem o4, o) pue sawwerdord
diysurojur 1oy ueys Afises wayy d{ay 01 W) 0} J9eq UIAIZ Sem SIUSPNIS A} WOIJ UOIIII[[0D
18101 31 JO 94,09 ey} sardwit =/000‘0Z JO IUAWSINGI ) I0JAIAY] "} [[Bd 0} SIajaId AjsiaArun o
se diysurour spremol (=/000‘00%) SSUI[[IYS puesnoy} palpuny Inoj jo [e10} & pred aABY p[nom sjuapnis
© sI9)sawds 1noj jo awrwelrdold ewoidip e 10J 18y apiaold pinom uonenofes sjduwis y -diysulaur 10y
uore}|1oe} se syuapmys ewo[dip 031 (=/000‘0F) SSUI[[IYS puBSNOY) A}10] PUB PaIpuny 0m} JO JUIWISINGI
e papiaoad 193sawas 1ad s3urfiys puesnoty} paipuny e 3uiked jo 1usu198umlm SIU} Jopu[) "90UO junowre
pauonuaw 1a111ea oy Aed saauren NAY (zZ107) e8eAry Aq pauodar se 1a3sawas 1ad (SySN 000°001)
s3ur|[iys epuedp) puesnoy} paipuny suo uiked a1om sasuren) AJNSISAIU() AISIBIA ‘O30qUIBAY a)I[UN)
‘Bururel] [eLsnpuj a3 I0j saaurel;
ay3 jo ur urpes 1adoid oy 10j uoneMWD AYIIOoM ST JUSWLSUBLIE AJISIAIUN IIBJA] AU} SIOUBISWNIIID
JURI9JJIp aIe 219y y3noyyy “seadd 11y} ut 3y3nos 2103213y} Sem UOIIBII[IOB] Y} JO UOIINQLISIP
oy ur A1nba pue Irej Ay | "SauIRI} AU} 0} SANBUIWLIISIP pue IIBJUn Sem uoljejI|Ioe] odsuen o) jo
uonnqQLISIp Ay} Jey} pajedIpul pamMIIAIIUI 1M JBL[} SAJUIRI} A ] "SIUSPIIS A} WOIJ P[0 93] SS90
A} JO 94GE 01 98 | WO} Sulduel a10JaIaY[} ST JudWsINquIIal a8ejuadiad oy oordyIom Juturen o)
Jo uones0o[ ay uo Jurpuadap s3ul[[Iys puesnoy} AIXIs 03 SFUI[[IYS puBSNOY} 931y} WO} Juruel sjunowe
a1 Jo yodsuen pasinquiral a1e NAY Jo saaulel] [a101 sSul([Iys epuedn 000°0L1 23 Suiked uodn

§39) $5922.1 J0 Suruonouny (I
‘3ururer) Jo suotess 1at} Wolj pue 0} J1odsuen) se 2210 S, JuUdpMIS JO UBd(J
a1 y3noayl AJSISAIUN 3} WOIJ ASUOW SWOS PIAISIAT FUIABY PSWLILJUOD [ ] SUOP pey Jeyl sadutel) oy}
paapu] ‘3urures} JO SUOIIL]S 113} WOIJ pue 0} SIJUIRI) A} JB}I[I9B] O} PAsN ST UOIIII[[09 (810} A} JO Jed

Je) pajedlpul ulurel] [eLISnpu] JO J0JeuIplood Y] "sa9) yons 3uiked 10 uosear a1} Inoqe uLIpuom



68

'sjuapnis AJsIaAtun ay3 jo Suturen
1012q 104 SANI|IOB) LUNWIUIL AU} O} SE PASSASSE 8q P[nOYs saaures) oy} £q Sulurel) 10J pasn aq 03 a.e Jeyy sade[d oM

"soautel] Ay 10§ o[qissoduur Ajreau juawaoe]d

LI 9BUW [|IM dAOW 3} SB SUONRIIPISUOD [edLidws uo paseq aq 10 Jy3noyi-a1 oq ue[d e yons jei)

[BONILID 210J2IaY} SI 3] "A[o1nud Ajjiqisuodsal sjuapnis e juowaoed Suryews je SUIoO[ S AJISI2AIUN U}

JeL} paoYd9 juduredap ay} Ul J [ JO I0JBRUIPIOOD 3} JeUm O} JSBIUOD B Sem SIU] "S9dUIRI} [BNpIAIpUL JO

asoy} 0} paznuord are suonMysul Ay Jo sysanbar juswaoed o je) pajesipul efedwey] pue elulf yjoq

ur saoe[dy1om Inoj 2y} Jo ururel] [eLusnpuj Jo 93IeYD Ul SI9OIJJO pamalaldiul oy | ‘Burured] 1odoid 10y

saoe[dijIom 2y Jo A[IqIpaIo 10§ Sururen oy 103 Juswade[d yaas 03 anunuod A[[enjor p[noys AjsoArun

A 1B} uoIssnasIp dnold snooj oy} ur saaurer) ayl £q 3sanbar ayy £q pawn_;je Sem SIY [ ‘JJeIs AJISIoAIUN

AUl AQ PaInNoas U3q peY S9IOUBIEBA 113Y) ‘] [ 10J 3UI03 91om OUMm SJUIPNIS I} [[B paopu] "Julurel]

[ewnsnpuj 10} Surredard sjuapnis 105 juowade(d 10J }23s 03 jjeis o Jurpuas s1 uondo puodas ay |
JudwddE[ Jyels Ansaaatun (q

uowade[d saauren ur ojedionted 01 A11s1oAIUnN AU} 10§ dAnjEI dWI

1 Sunyew uonestjdde sosurern; oznuond jou op saoe[dyiom oy jey) sarjduwir siy | 'suonedrjdde

119} INOUOY SISBD JSOW Ul JoU Op s9oB[dy10M 31} Sk pIBY }1 punoj A[[BISU3 JABY SOA[ISWAL[}

Aq juowaoe[d 123 01 paLy ARy JBY) S9UIRI) AU} “10JBUIPIOOD ][ 9Y} 03 BUIPIOIIY "IBIA JIUIPEIE

AI9A2 JO 3BAIQ AU() 19)}SOWRS AU} FULINP N0 PALLIBD ST Juswade[d oy | "SI10uBdBA JuIUIRI] [BLISNPU]

103 saoe[dy1om snyoadsoxd oty 03 93€} 01 AJISISAIUN Y] WOIJ SIS 1sénb91 [}IM Sjuapnis uInssi

Aq auop st SI, 'S[2101] Ul FUIUTET) 10] SAIOUBORA U]} SIA[ISWAL]} 10 193 0} PAFEINOOUS Ik SEaUTe] A,
JUdWAIB[J JI9S dddurea [, (e

‘sosodind Jururel] [eLnsnpyy

10} 1910y ynm sdrysioupred [eutio ou sey NAY a1 239[[0)) 1Bl BAUIY YI[un s[210Y 2y} ul spuswade[d

10J 3UI33S JO SpoylawW 0m] SAO[dWa SOIWOU0OH SWOH pue uonLynN uewny jo jusuniedap ay |

Surure.a J, [erysnpuy J1oj judwdde[J yuapms (I



¢) Trainees’ Opinion Regarding Placement
Although the trainees showed the continued need of placement by the university staff they were
concerned about the placement in large hotels in the country where they were not seeing any
remarkable success in form of placement. The trainees wish that the university could get placement
arrangements with the large hotels in the country that are operating at the international level so that they
can be exposed to the class:of services offered, guests, equipment used and general operations that can
boost their benefits while on training. Although it true that large hotel could be having the facilities the
university’s focus should be on the training arrangements of such hotels so that the trainees can be able
to have organised learning while on Industrial Training.

d) Placement Request Letters
On the other hand, the placement request letter appendix D; being used on analysis presented the
following issues; lack of specificity as it includes all other programmes offered in the faculty. One
respondent of the workplaces in Jinja highlighted that there was need for a specific request for hotel
trainees to avoid confusion of the different request letters that they receive for the different programmes
and institutions. All the officers in charge of training in the workplaces in Jinja showed concern of the
informal way the letters are written particularly the addresses that are handwritten an indication that
there is no forethought befolre the requests are made. My view is that this can be resolved by creating a
database of all possible workplaces for placements and writing to them formally seeking for a particular
number of Industrial Training vacancies instead of leaving the students or staff to fill these letters.
Developing a data bank can easily be done using the internet as a source of contact information for the
workplaces.

e) University Contacts Included in the Request Letters
The contacts provided on the placement request letters are general to the university and as one of the

interviewees in workplaces indicated it is usually hard to get through to the person or office in charge.
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This implies that giving feédback to the university about the placement request is compromised or
negatively affected. When the contacts of the staff seeking the placement are provided there was always
a tendency of not providing timely solutions but rather references were made to the coordinator of IT at
the university. The inclusion of the direct contacts to the officers in charge of Industrial Training is one
particular step that can be used to solve this challenge for the workplaces.

f) Follow-up of the Offered Vacancies for Industrial Training
Additionally, one workplace in Jinja confessed to have always offered vacancies to Kyambogo catering
students several times only to wait for the reporting in vain yet there was no one to clarify the
eventualities that led to the failure of student allocation to the hotel. Actually the same officer showed
reservation to offering training vacancies to the trainees next time without better guarantees from the
university. The clear official communication channels between the prospectus workplaces and the
university should be established for the easy flow of information. Failure to maintain the good
relationship with such workplaces affects the future placements as no rapport will have been created.
The coordinator of Industrial Training confirmed that there was no formalized channel of
communicating to the workplaces that would have offered vacancies that are not taken up by the
trainees.

h) Placement Information
The workplaces where the 1;trainees are usually attached are unfamiliar raising the need for adequate
information regarding the conditions of the vacancies for training. Notably workplaces have different
requirements for the trainees while on training. For example, majority do not offer accommodation but
one or two meals a day of training to all trainees. However when [ interviewed the trainees who had
done IT I discovered that some workplaces offer accommodation and all meals to all trainees. In all the
earlier mentioned cases the trainees indicated little prior knowledge about the terms of the training

vacancies. This also indicated that the staff that solicit for these vacancies do not gather as much
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information as adequate fof the coordinator to give to the trainees for the [T. There was therefore need
to provide better avenues that can assist in getting the required information for the comfort and better
planning of the trainees. In addition some workplaces expect the trainees to be equipped with different
items to ease their training that include food service uniforms (black skirt/trouser, white shirts short
sleeved) flat black covered shoes appropriate hair styles for hygiene and presentation purposes.
iii) Attachment of Trainees and University Supervisors
The interview of the trainees and the coordinator showed that placement was followed by the allocation
of trainees to the available vacancies and the academic staff for the supervision in the field.

a) Allocation of Trainees
The attachment of trainees to the available workplaces for training was characterized by the display of
the workplaces with the number of the available places. The trainees are then expected to view and
choose the most appropriate according to their preference within a particular period of time and give
their feedback to the coordinator as confirmation. The trainees are encouraged to consult the
coordinator for any other iriquiries related to workplaces for their attachment. The practice of allowing
the trainees to make choices from the available vacancies for their attachment is commendable. [t
provides the trainees with the opportunity to consider their limitations as well as encourage their
participation in the IT workplace allocation. The participation of trainees in this activity also gives them
the chance to explore their choices even deeper in terms of establishing the facts about their workplace
choices. As one who promotes learning by doing this participation of trainees is brilliant undertaking
especially under the circumstances that the university staff are the ones mostly entrusted with the
placement. The trainees interviewed clearly indicated that the practice apart from being appropriate and

was also equitable.
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Trainee Introduction Letters
Once the trainees have beeh attached to the workplaces they are issued with introduction letters and a
copy of the placement request letter as reference of the vacancies offered. Well this practice was
commendable though not good enough because of the quality of the letter of introduction in appendix
D,. Analysis of the introduction letter that was used to introduces the trainees and indicates the
duration’ of the training. The communication to the workplaces and trainees that the university takes
responsibility in case of injuries supplemented with the vote of thanks is a credible gesticulation.
However, the inadequaciesl in the letter particularly in areas of lack of the connection with the request
letter and not including the particulars of the offer in the request letter do not show proper flow of the
information between the university and the workplaces. Furthermore, leaving spaces for the address to
be filled makes the letter too open for misuse and was impersonal to the workplaces. In my opinion,
consistence, proper flow and referencing in all the communications between the workplaces and the
university upon first contact are crucial in the enhancement of IT. The maintenance of the flow of the
exchanged information can therefore be considered helpful in providing confident and promoting
reliable relationships between the university and workplaces.

b) Allocation of Academic Staff as Supervisors
The academic staff of the university involved in supervision of the trainees are allocated when the
trainees have been attached. According to the coordinator of IT this was done to ease the process. She
emphasized that each staff was required to at least supervise twenty trainees for proper utilization of the
resources allocated. Accordingly, attachment of staff for supervision was based on the different routes
across the country and Kampala area as focal point of all the supervisors. The faculty offers several
programmes that include [T making it imperative to allocate the staff to supervise students of different

programmes along the particular route. Against this background the hotel trainees may not be

? The duration of 10 weeks is contested by both trainees and the workplaces as being inadequate for good result especially in
terms of skills acquisition for the trainees due to limited interactions with the different sections in the hotels.
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supervised by specifically the academic staff with the hotel training background. The interviewed
trainees indicated that such allocation posed some limitations as the staff with less hotel experience
have sometimes not adequately supervised, advised and assessed them while on training. In addition
one hotel staff in Jinja showed concern about the same matter querying the involvement of staff that
were unfamiliar with the uniqueness of the industry operations. Indeed one of the staff involved in the
supervision that do not have the hotel training or experience background shown some discomfort in the
assignment indicating that he was learning on the job about hotel unique organisation and operations.
The limitations of engaging academic staff that lack the background in the industry also does not result
into developing the required relationship with the industry directly coincided with Solnet, Robinson, &
Cooper (2007) argument against the practice. My opinion about the backdrop is that the staff involved
in the supervision of hotel trainees should be adequately sensitized about the operations of the hotels
before being assigned the trainees but better still the staff with the hotel training or experience can be
allocated to avoid the limitations that arise.

d) Trainees’ Interaction with Supervisors

Whereas the trainees expec:t supervisors when they go for training, all the interviewed trainees pointed
out that there was need for them to interact with their university supervisors before departing to the
workplaces for training. The experience of expecting unknown supervisors while in the field increased
their anxiety and uncertainty hence affecting their concentration while on training. The staff on the
other hand one of the staff interviewed disclosed that sometimes he met students they are supervising
for the first time making the supervision and assessment process rather unsatisfactory. This is because
the trainees are usually uncomfortable disclosing the issues affecting them to the staff they are perhaps
meeting for the first time. My personal experience of supervising un familiar trainees, discussing the
progress of their training was usually difficult compared to the students that I had had interaction with

while at the university. The supervisors and the trainees should therefore have an opportunity to meet
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before the commencement of the training. This can be achieved by handling the allocation in due time
so that the staff and the trainees can be able to organize a meeting before being dispatched into the
field.

The allocation of both the trainees and the university staff suggest a haphazard approach where
the two parties have limited time to have any chance to interacted with their specific trainees and the
vice versa. As pointed out by the coordinator the whole exercise was usually taken up by the other
university activities especially end of semester examinations and the delay in passing of the resources
by the university managemént. The faculty therefore needs to take the proactive measures in
conjunction with the university management for the smooth off set of the Industrial Training. When
adequate and timely allocations are made both the trainees and the staff will be well prepared for the
tasks in the training. It is important to note that the steps followed in the allocation of trainees and the
staff are discreet only requiring timely implementation.

iv) Supervision and Assessment

Once the trainees have been allocated they are expected to report to their respective workplaces to
commence training. The subervision and assessment are carried out by both the workplace and the
university supervisors using the guidelines provided by the university.

a) Workplace Supervision and Assessment
When the trainees report to the workplaces the staff that are charged with training in the respective
establishments take over the general supervisory role of the trainees. A period of one to three days was
found to be allocated for the orientation within which the trainees were introduced to the operations,
staff, workplaces expectati;)ns and practices. In my opinion the practice of taking the trainees through
the orientation was particularly good and commendable as it eases the settling in of the trainees. It is
important to note that there are differing titles in the workplaces for the staff in charge of training. For

instance the workplaces sampled, Industrial Training coordinator, food and beverage service manager,
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human resource manager and the general manager are responsible for Industrial Training. The backdrop
therefore suggests that during the placement stage proper identification of the staff in charge of training
in the different workplaces needs to be carried out in order to ease the workplace learning.

b) Training Schedules
The training and supervision of the trainees while at workplaces was subject to the training schedule
drawn during the orientation period where each department of the hotel the trainee was attached a
supervisor is assigned for close supervision and assessment sample is attached as appendix Dj the
training schedule covers the departments the kitchen, food and beverage service, housekeeping, stores
and front office in the hotel. The programming of the training for the trainees indicated the intended
approach of the workplaces to have the trainees follow a systematic training in the key areas of the
establishments. My observation about the practice is that with a training schedule the trainees and the
training is planned and easy to implement,

¢) Workplace Assessment
Analysis of the form sample attached as appendix E, that was issued to the workplaces by the
university for the use for the trainees’ assessment the following were observed; the criteria are the same
for all departments in addition to being similar to the general assessment criteria refer to appendix E;,
Shortage in the specificity for different departments may lead to limitations in assessment by the field
supervisors. Furthermore the criteria are not measureable in terms of particular competence acquisition
for the different tasks in the var‘ying departments. Three out of the four of the workplaces that were
sampled for this study indicated difficulty to use the university assessment form for lack of clarity. The
revision of this assessment form with clear criteria would be of great help to the workplace supervisors.
The assessment based on the specific measurable practical learning outcomes in my view would be

more desirable.
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The authenticity and endorsement of the assessment by the official stamp of the workplaces was
a good measure for credibility. However, all the workplaces pointed out that the requirement of the
confidentiality of the assessment was no longer practical as there is encouraged open discussion of the
assessment with the trainees to better their learning and acquisition of skills. One of the executive chefs
of a sampled hotel in Kampala clearly indicated that he usually openly discusses the assessment with
the trainees in order to disciose their strengths and weaknesses. In the same workplace the human
resource manager suggested that trainees’ knowing their performance in the execution of tasks was a
good practice in enhancing their learning process and helps them to be focused. Whereas I did not agree
with the practice in the backdrop, I was convinced to the contrary as long as the allocation of point was
to be done prior to the discussion rather during. The same practice greatly enhances the relationship
between the trainee and the Supervisors.

d) University Staff Supervision and Assessment
The supervision and assessment carried out by the university staff was usually expected a few weeks
after the commencement of the training. The findings indicated that each supervisor was provided with
the compilation of the trainees with their particulars in form of programme and year of study, location
of the workplace where the training is being undertaken and their telephone contact. This compilation
was the basis of planning for the supervisor before setting off to supervise the trainees in the field. My
person experience with these lists is that they are very handy in contacting the trainees to make sure
that they have actually reported where they were expected. When there are any changes of the
workplaces they can also be used to trace their whereabouts. However the contacts of the respective
workplaces or the personnel in charge are not provided making it hard to make appointments with the
workplace supervisors. The three staff interviewed and from my personal experience the personnel in
charge of training have always showed concern that university staff were found of going to the

workplaces for supervision without prior appointment making it hard to meet the respective supervisors
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in the departments where the trainees are for better assessment. Indeed one of the supervisors in one of
the hotel in Kampala would not avail adequate time in the evaluation of the trainees for the same
reasons when I had gone for supervision in July 2010.

e) Trainees Log books
The university provides logbookslO to all trainees to use to record their daily activities and the lessons
learnt along with the experience obtained. The field and the university staff are expected to monitor the
records of the trainees while on training. Recording of these experiences was helpful in making the
trainees reflect their learning on the daily basis which can later be used in the compilation of the report.
Log books are therefore estimable for record keeping by the trainees. However, the arrangement of the
duration running form 8am- 5pm doesn’t put in consideration the uniqueness of the periods of training
trainees while in the workplaces. The trainees who had a chance to be trained basing on the shift'"
system as commonly used in the hotel operations found it hard to appropriately utilize the logbooks.
Secondly, the learning is provided to be a monthly reflection yet learning is task based. The learning
during Industrial Training was more centred on the tasks than duration creating a need to change the
focal point of learning from time to tasks or assignment given to the trainee.

f) General Assessment
Every supervision visit'? to the industry the academic staff was required to assess the progress of the
trainee against the set critefia in the university general assessment form. The analysis of all the aspects
in the criteria, score line of one to five and their authenticity clearly show consistence reliability and are
simplicity to follow. The staff interviewed when asked to comment on this assessment form they all
indicated that it was appropriate for the general assessment of the trainees’ performance in the different

aspects. Five out of the interviewed trainees indicated that they preferred sharing the general

' Industrial training printed materials to be filled by trainees to record all the tasks and experiences got everyday of the
training.

"' The hotel shifts are divided into 8 hours per shift making three standard shifts in a day.

' The university supervisors are required to visit and assess the progress of the trainees at least twice during the industrial

training programme.
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assessment with the supervisors so that they can be able to improve, enhance the aspects assessed.
However they pointed out that in most cases the supervisors did not indulge them in discussing their
performance leaving them unsettled and anxious about their performance. The approval of the general
assessment was a step in the right direction for Industrial Training and the trainees’ concerns can be
addressed using the openness in the assessment not to necessarily give them comfort but allow them
actively participate in the process aiming at helping them understanding the implications of their
practices in the workplace learning process.

h) Report Assessment
Industrial Training reports were required to be written and submitted for assessment to the university
supervisor at the end of the training period. The standard contents of the report are expected to cover
the following areas; background of the workplace, objectives of Industrial Training, work schedule of
the trainee and activities experienced during the training. In addition challenges faced and possible
recommendations can be articulated in the report. The information used in the report was sourced from
the workplaces and their approval was considered for authenticity. The workplaces usually require a
copy of each trainees report for reference purposes aiming at improving their training programme and
facilities. The two staff interviewed in Jinja and Kampala indicated that the Industrial Training reports
had in most times been a good source of information for the smooth operations of the establishments.
They also pointed out that the reports had sometimes challenged them to improve the quality of their
service especially where the trainees have provided reliable and credible information. The university on
the other hand could use the report contents to assess the learning experiences of the trainees through
documentation and accumulating the feedback requirements of the industry for improvement of the
quality of training. Therefore Industrial Training reports were found to be a good source of reference
for both the workplaces and the university. This practice was also helpful to the trainees to learn the

reporting techniques and reflection of their learning experiences.
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The assessment of the reports from the analysis the marking guide evaluates among other
aspects the description of the tasks carried out, organization and presentation of the report, challenges
and the recommendations. The contribution the report assessment contributes 15% of the Industrial
Training mark. The 15% contribution was worth as it gives value for the effort and resources of the
trainees used. However, the experiences and learning outcomes are not clearly indicated in the report
marking guide yet they would be vital in understanding the competences that the trainees acquired
while on training.

4.3 Mechanisms for Industrial Training

The Industrial Training as an approach of learning requires the alliance of training institutions and
workplaces in ensuring transition of trainees into the world of work through the exposure to the work
environment. The involvement of different stakeholders in this form of learning needs an efficient
system that can be used to adequately achieve the intended objectives. The entities involved in
Industrial Training because of their differences in core objectives formulate particular guidelines to
facilitate Industrial Training. The operations of the higher institutions of learning in Uganda are
regulated by the National Council for Higher Education (NCHE) established by the Universities and
Other Tertiary Institutions Act, 2001. The BTVET Act on the other hand addresses the issues of
learning in the industry for particularly competence acquisition in the areas of vocational education and
training in Uganda. Kyambogo University as the training institution also formulates guidelines to
implement Industrial Training as a method of delivery for the different programmes. The workplaces
where the trainees are attached for training in the bid to effectively manage Industrial Training amidst
major priority business ope'rations have their own practices for training. Ultimately the mentioned
categories of the regulationﬁ or guidelines form a system or mechanism that is a basis of Industrial
Training of in Uganda. Exploring the Industrial Training mechanism for hotel trainees in Uganda

requires the situation analysis of the hotel training as well.
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4.3.1 Regulation for Industrial Training in Uganda
Ministry of Tourism Wildlife and Antiquities [MTWA], (2012) acknowledged the hotel and restaurant
annual growth of 20.6% for 2011/2012 financial year. There was further realisation that this part of the
tourism sector has gained significant momentum but no yet to its full potentail. The remarked growth
was a great improvement from the previous financial year performance of 0.7%. Notably the growth of
the hotel and restaurant sub sector translates into a increased need of workers that are well trained with
approparate competences to fill the opportunities that continue to rise. Th growth in the industry
therefore provides an opportunity for the hotel trainees to either set up their own enterprises or be
employed by the existing and the ones that are being established.

Hotel and catering training was being carried out in different institutions the most notable ones
being Hotel Tourism Training Institute (HTTI), Uganda Colleges of Commerce, Makerere University
Business School, Jimmy Sekasi Institute of Catering”, Nkumba University, and Kyambogo University.
The delivery of the training in the earlier mentioned institutions can be equitable when the compentence
requirements of the industry are well met. The gap between training institutions and the industry should
therefore be reduced especially in training so that the trainees are well prepared to join the world of
work. Although there was no unifying curricullum for hotel training in Uganda, basing on my
experience and the research expeditions that we carried out while undertaking MVP all the institutions
mentioned earlier use Industrial Training as delivery method to have their trainees interact with the
world of work before completing their training. Although there has been training for hoteliers and
caterers from these institutions, there continues to be an outcry of the inadequate training in the
country. This could explairi the continued government investment in training hotel personnel as

reported by MTWA (2012, p 10).

5 Where I have work as an instriictor and administrator since 2008.
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The utilisation of Industrial Training by the training institutions mentioned earlier indeed
requires a study of the meclhanisms that are in place to operationalise it as the most opted mode of
delivery for competence acquisition for hotel trainees. The examination of the different legislations and
institutional policies or guidelines were useful in understanding the provided approaches for Industrial
Training.

i) University and Other Tertiary Institutions Act
The Universities and Other Tertiary Institutions Act 2001 as enacted by the parliament of the Republic
of Uganda establishes the National Council for Higher Education (NCHE) which is among others
mandated to accredit all academic programmes offered by all institutions of higher learning and
promote national interest in the courses of study for higher learning in Uganda (Republic of Uganda,
2001). The analysis of the responsibilities of NCHE in the backdrop gave an insight about the place
Industrial Training takes in the training regulations in Institutions of higher learning like KyU.

a) Regulation of Academic Programmes
According to the National Council for Higher Education (2011, p.29) each course is required to be
allocated at least two hour a week leading to thirty total contact hours for the fifteen weeks of teaching
for the semesterised system. In addtion, the practical course is expected to be allocated at least two
extra hours a week leadinglto at least four hours per week. This guideline also requires that the practical
academic programmes should be supplemented with the Industrial Training. Basing on the minimum
requirement mentioned in the backdrop the DHIC and CHIC programmes the are allocated a maximum
of three hours a week for the practical course units falling below the required standard of the National
Council for Higher Eduaction. However, inclusion of Industrail Training was commensolate to the
requirements of the programmes. Although the IT was recommended, the duration and the delivery of

such a learning approach is not clearly spelt out in the framework. This was the gap that led to



haphazard implementation.of IT in KyU and this could be happening in other institutions of learning as
well.

When interviewed the official of NCHE re-affirmed the requirement of IT as one of the
minimum standards for the practical programmes like hotel and catering training. In addition to
recognising the approach aé a mode of delivery there was empabhisis that its inclusion in the curriculum
ensures that appropriate inldustrial competences are being imparted on top of providing the platform
for the interaction of the stakeholders about the courses of training in higher institutions. He added that
it was the responsibility of .'the institution offering the programmes that require IT to ensure proper
implementation as the council was entrusted with the monitoring role. The liberty provided in the
backdrop should therefore be the basis of forming formal collaborations with the workplaces in
fostering workplace learning like the practice was in Australia and Kenya Utalii College. Whereas |
expected to find the legislation or policy regarding the implementation of IT formulated by NCHE,
through the interview it was clear that NCHE provides an environment which encourages the use of the
approach in the academic programmes of the training institutions. In addition, Industrial Training has
been highlighted as one of the minimum requirements for all the practical programmes to be offered by
the training institutions under the jurisdiction of the NCHE. The findings of the interview therefore
showed that NCHE considers IT as one of the delivery methods that can used by the training
institutions to bridge the geip between them and the particular requirements of the labour market.

b) Other Roles of NCHE Regarding Industrial Training
National Council for Higher Education uses the monitoring approach in ensuring the academic
programmes as approved are being implemented. A tracer study was to be sanctioned to study the
implications of Industrial Training on the trainees and training institutions in Uganda. Accordingly, the

findings of that study were hoped to provide the benchmark to the council to take further steps forward
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in improving the linkage between training institutions and labour market requirements according to the

interviewed official of NCHE.

ii) BTVET Act and Industrial Training

The BTVET Act, 2008 which establishes the Directorate of Industrial Training (DIT) was expected to
address the issues related to IT Uganda like the NTA does in Gambia. However, the Act with even the
objective of providing the training delivery in formal and non formal institutions, the form of training at
the level of the university was outside its mandate. There was also conflict of the functions of DIT
regarding the promotion of on-the-job training in the industry for apprenticeship and traineeship and for
other training such as skills training and upgrading. I expected this objective to be guaranteeing DIT
responsibility in managing IT implemented by institutions like KyU. However, this not the case as the
law governing the institutions of higher education was different altogether. Therefore DIT was not
mandated to regulate IT as implemented by the institutions of higher learning making it un comparable
to the National Training Authority in Gambia. The absence of the body to regulate and guide Industrial
Training in Uganda was thé basis of un coordinated activities in the approach and a disregard to the
recommendations of the African union as highlighted in the strategy to revitalize TVET in Africa. The
existance of such a body could provide a harmonised way of collaborating the training institutions and
the workplaces for effective and efficiant implimentation.

4.3.2 Industrial Training Policy or Guidelines

There have been attempts to ensure that Industrial Training as required in the implementation of some
of the university academic programmes including the DHIC and CHIC properly regulated with
particular guidelines. The interview with the IT coordinator for the faculty of Vocational Studies
indicated that there was a draft policy for IT that had been forwarded for approval to the university
senate but for purposes of this study the faculty IT guideliﬁes were analysis as the draft was

inaccessible and not yet approved for implementation.
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The Faculty of Vocational Studies had formulated the IT guidelines in appendix F which are

issued the trainees and staff to be used while carrying out Industrial training. The coordinator

acknowledged that the formulated guidelines are very vital to especially the trainees for easy

integration and accomplishment of IT. The analysis of the guidelines showed the following; benefits to

trainees, general objectives, students expected conduct, Industrial Training schedule, and assessment

criteria. The exploration of the items listed was crucial in understanding the key areas that KyU and the

faculty of Vocational Studies undertakes in the implementation IT.

a) Benefits of Industrial Training to Trainees

According to the faculty of Vocational Studies to which hotel training programmes of KyU belong

Industrial Training was anticipated to provide the trainees with following practical benefits;

e Learn the ways of industry and develop talent and attitudes necessary for an all round career

while embracing responsibilities of a professional.

e Understand real-life situations at workplaces and enhance the learning process of how
knowledge acquired in lecture rooms translates into practice in the real world.

e Execute more informed judgment at workplaces and accept the responsibility for it.

e Recognize that financial and economic factors play important roles in all activities.

e Understand the formal and informal relationships in the workplaces promoting favourable

lhuman inter-relations and team work.

e Appreciate that development is taking place and that learning is a continuous process.

e Understand that the problems encountered in the Industry rarely have unique solutions, and

there is need to gain experience necessary for selecting the optimal solutions from the many

options
e Learn accepted safety practices in the industry.

e Develop a sense of responsibility towards society and the community at large.
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e Develop own personality and communication skills for future roles as managers and leaders in
the developing world.

The anticipated benefits of Industrial Training as articulated in the faculty guidelines in my
opinion set the ground for the trainees to ably exploit the returns of the workplace learning approach.
Unquestionably the workplaces provide the trainees with facilities and environment for to explore the
possibilities of the earlier mentioned benefits. However the exploitation of these benefits is subject to

the favourable circumstances that are availed to the trainees through the established mechanisms or

systems. Basing on the expected benefits the University is expected to have clear understanding of what

was needed in the workplaces by the trainees so that there are workable measures that ensure their

achievement. Unfortunately the mechanisms that set the relationship between the university and the

workplaces are loose, fragmented and informal to realize that. On other hand the benefits of Industrial

Training are derived from the aims and general objectives of the workplace learning approach whose
exploration was crucial for this study.
b) General Objectives of Industrial Training
The general objectives of Industrial Training according to the guidelines are that it;
e provides a framework for students to enhance their educational experience through practical
work
e avails highly motivéted, energetic and talented trainees to work in areas for future recruitment
and
e helps trainees explore employment opportunities with organisations.
The objectives addressed in the backdrop are a basis of carrying out and using IT as the delivery
method for hotel training of KyU. Critical assessment of the general objectives was vital in this study
they gave the relevancy of the approach and the mechanisms in place to implement the Industrial

Training as a workplace learning approach.

as
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i) Framework for Enhancing Students’ Educational Experience through Practical Work

The proposition of by Lennart as cited in Mjelde, 2006 that effective vocational education is
combination of three major aspects; vocational theory, practice and general knowledge was emphaised
in the objective of enhancing students’ learning through work experience. The practical work that is
done in actual places of work provides an opportunity of dealing with real work situations unlike the
demostrations that may be carried out while at the institutions. Industrial Training also avails
opportunities to the students to relate the competences acquired from the university with those required
in the world of work. The comparison then leads development of workable solutions that are made up
of the combination of learnt experiences from the pespectives of training in the two situations of
institution and workplaces. The achievement of this objective therefore ensures complete training for a
hotel trainee.

ii) Avails Highly Motivatéd, Energetic and Talented Trainees to Work in Areas for Future
Recruitment

The intreviewed trainees indicated the high levels of energy and motivation that can be utilised by the
workplaces while they are Itraining. In addition to the energy and motivation the trainees that were
preparing for training as indicated in the selected sample showed incredible zeal for the Industrial
Training. The findings in the backdrop therefore are evidence of the calibre of the trainees that
workplaces should expect for Indutrial Training. On the other hand however, the trainees, workplaces
and indeed the coordinator highlighted the defficiencies in the practical competences of the trainees
before they are sent to the workplaces for training. The insufficient time and quality of practical lessons
at the university are some of the key issues that largely affect to the extent of the workplaces refering to
the trainees as being ill prepared. There is therefore need to complete the objective especially in the

area of adequate training so that the trainees talents are enhanced for the benefit of the workplaces.
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ii) Exploration of Employment Opportunities by Trainees
The practice of retaining tréinees after their Industrial Training was one of the major sources of
employees for most hotels according to all the officers in charge of training in the sampled workplaces.
One of the trainees that were interviewed was already working after being retained upon completion of
[T with one hotel in a Kampala suburb. The revelation confirmed what the focus group discussion had
disclosed about workplaces offering them job opportunities after the completion of Industrial Training.
[t is therefore clear that Industrial Training can be an exploration for job opportunities for hotel
trainees. There was however one major limitation to this objective, most trainees end up exploring but
never taking up the job offers at their exposure. This was because of the timing of the training which is
at the end of the first year of study for the diploma in hotel and institutional catering. The exploration
the industry was also an opportunity for the trainees to get to know and experience how the hotel
operates as majority of the trainees may not have had a chance to either work or even use the hotel
services before Industrial Training. The achievement of this experieace by both the university and the
trainees is therefore worthwhile in the hotel training and learning process.

¢) Students Expected Conduct
The university guidelines to the trainees for Industrial Training were hinged on the following aspects;
proper conduct in all forms not to harm the university’s reputation, guarding against any loss or
damage of the workplace p:roperty and following the code of conduct at the workplaces as any other
employees. The examination of the mentioned aspects gave the in-depth peripheral attention attached to
the learning strategies of trainees while in the workplaces.
i) Proper Conduct in all forms to protect the University’s Reputation
The guideline is particular to the trainees’ conduct as stated “the trainee will be responsible for the
proper conduct and should not be found to disobey the rules, norms and indulging in any unwarranted

activities which harm the university’s reputation. Remember you are representing the university in that
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particular institution/industry/organisation. ” The issuance of this guideline to the trainees as they
prepare to commence their:training raises the fears that the university could be afraid of its image as the
trainees interact at the workplaces. Although this matter has already been addressed in the previous
chapter as raised by the interviewed trainees, there seems to be emphasis on the image of the university
instead of giving the trainees the tips of exploiting the learning opportunities while in the workplaces.
Whereas the image of the university indeed needs protection, in my view the exhibition of competences
of the trainees as attained from the university could be more relevant for the image of the university. In
addition, the trainees’ confidence towards the tasks given would also be as a result of substantial
training while at the university hence increasing its credibility and repute. The adequacy in training in
all the aspects of hotel operations at the university should be the basis of industrial Training
supplementation and not the other way round as the case seem to suggest currently. The reputation built
on the behaviour of the trainees alone without credible training in my view is not sustainable.

ii) Guarding against any Loss or Damage of the Workplace Property

Among the major concerns of all the staff of the workplaces that were interviewed was the cost of the
damages and the losses that are incurred while carrying out their due diligence of training in the
establishments. Whereas the university expects the trainees to guard against the loss and damage of the
property of the workplaces for Industrial training in this guideline, the responsibility in case of their
occurrence was seemingly left to either the trainee or the workplaces. Indeed one of the trainees that
was interviewed indicated that the workplace where she carried out her Industrial Training required
them to pay caution fees from which any damage or pre-determined loss would be deducted. As an
instructor [ have proved the learning process to be a trial and error or a trying and failing scenario that
requires trying again in order to master the procedure of carrying out a particular task. Basing on this
approach the damages and losses are inevitable considering that the trainees are not familiar with some

of the equipment and processes of operations. The university as a training institution should be well
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aware of such aspects of the learning process and therefore take more pre-determined approaches that
ensure that the learning of H_.:o trainees while at the workplaces is not affected.
iii) Following the Code of Conduct at the Workplaces as any other Employees
The Trainees are expected to follow and obey the code of conduct of the workplaces as applied to other
employees of the organisations. The guideline clears highlights this as “/n general the trainee must
Jfollow the code of conduct applicable to all employees of the organisation/institution including the
dress code (where m%.u:mmm@ reporting and departure times for work, etc” Workplace learning takes a
fundamental position that the training at the training institutions does not provide the ideal situation of
the world of work where the trainees are intended to up as employees. The purpose of Industrial
Training is therefore aimed at introducing the trainees to the work environment to test the practices and
the requirements in the most realistic way. The guideline to the trainees to follow the workplaces code
of conduct is therefore a fulfilment of the one of the aims of Industrial Training in my view.

d) Assessment of Industrial Training
The analysis of the faculty guidelines reveals the methods of assessing the trainees while undertaking
Industrial Training. The assessment carried out by the university staff (supervisors) and the field
supervisors. The average assessment of the two supervisors mentioned in the backdrop contributes 85%
of the final mark of the Industrial Training. The fifteen percent obtained from the assessment of the
report written by the trainees upon completion of the training. The requirement of the university
supervisors to visit the trainees at least twice during the duration of the training was commendable.
4.3.3 Workplace (Hotel) Policy or Guidelines for Industrial Training
Workplaces as entities involved in Industrial Training have also formulated their own policies or
guidelines for workplace learning. The guidelines provide for the pre-planned way for the
implementation of Industrial Training in the workplaces without interfering with the core operations.

The core business of the hotel which is the sale of accommodation and other services takes precedence
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against any other activities including training according to the interviewed staff. The understanding of
the existing guideliﬁes was vital to particularly the trainees and the university in ensuring the proper
blending of the training into the workplace core activities. Notable though was that most of the
workplace work and training guidelines are not documented but have transformed into some sort of
workplace values and practices that trainees are expected to follow when they join them for training.
Additionally, the guidelineé that affect the trainees were attributed to be professional practices that the
trainees have to undergo in order to fit in the professional requirements.

4.3.3.1 Workplace Rules
The rules of the workplaces as indicated by all the staff in charge of Industrial Training that were
interviewed apply to not only the employees but to the trainees as well. Among the rules that are used
in the hotel workplaces are; shift based work, professional and hygiene appearance. The articulation of
the two aspects as mentioned in the backdrop give the glimpse of how hotel staff are organised and
expected to present themselves.
a) Shift Based Work
Each workplace operates using different shifts which determine the reporting and the departure time for
all the workers and trainees therein. The shifts are also dependent of the department of the workplace to
which a trainee is attached according to the general schedule as detailed in the sample of appendix Ds;
obtained from one of the wbrkplaces in Jinja. The table below shows the how the shifts are organised in

one of the sampled workplaces in Kampala.
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Table 2; Showing the Working Shifts for the Sampled Workplace 1 for the Respective

Departments
Shifts Front Office Kitchen Food & Housekeeping
department Beverage Service department
Shift I\Time  7:30am-5:30pm  4:00am -10:00am  6:00am-3:00pm 7:00am-5pm
(Breakfast shift)
Shift 2\Time  5:30pm- 7:30am  7:00am-3pm 3:00pm-11:00pm  5:00pm-7:00am
Shift 3\Time § %% % 3pm-10:30pm - .
B ‘

The trainees were generally expected to have an experience in each of the department and the
supervisor in the attached department can deploy the trainee in any of the shifts. According to one of
the interviewees in the workplaces this is aimed at exposing the trainees to the work schedules as
employed in the industry. The interviewed trainees on the other hand indicated that they had expected
to train during the day shifts only but were only surprised to be required to report for training for both
very early morning and sometimes night shifts. The coordinator of Industrial Training, the university
supervisors indicated that they were not expecting the trainees to be at their training places beyond at
least Spm. The perception that trainees are treated differently from the other employees in the
workplaces especially about the working (training) time was hard to pin down. In my view workplace
learning was based on the preposition that learning takes place as one undertaking it is actively
involved in the actual work in the workplaces. Furthermore, Industrial Training is not only aimed at
acquisition of skills but a full package of competences appropriate for the world of work in the
industry. Working in any shift was therefore conducive for gaining the applicable experience for the
industry. Although the trainees showed some discomfort in working during the unexpected periods of
the day, there is need for them to understand that upon employment the experiences gained would be

very instrumental in easily blending into the labour market.



b) Professional and Hygiene Appearance

According to Lillicrap & Cousins, (2008, p.26) the appearance of the hotel staff is a direct impression
of the standard of service that may be expected in the establishment. Similar views are shared by
Foskett & Ceserani (2008) and Wagen (2002). The workplaces that were sampled and the staff in
charge of Industrial Training interviewed indicated that the aspects of professional and hygiene
appearance which among others include; being clean, wearing mild deodorants, paying particular
attention to hands and keeping them clean always with trimmed nails. Male trainees and staff should
clean shave their moustaches and neatly trim their beards. Females should only wear very light make-
up, earrings should not be worn, long hair must be tied up or back to avoid hair from failing into foods
and drinks and to avoid repeated handling of the hair. The uniform should be clean well pressed, shoes
must be comfortable and clean of a plain neat design (preferably that black & covered) for safety and
comfort rather than design. The concerns of the workplaces staff was that the trainees of KyU were
either ignorant or have had.no chance of practicing some of the aspects raised. Much as the adherence
to the practices mentioned requires a lot of effort from the training at the university, there is an
ultimately need to encourage them to understand the career demands for the easy future integration in
the industry. Although the aspects raised create the need for Industrial Training for the trainees to have
the real test of workplace demands, the training at the university needs to be redirected to the relevant
practices in the industry for it to be appropriate equitable and appreciated. The university as a training
ground should not shy away from its responsibility of imparting the right practices into the trainees as

may be required in the world of work.



4.4 Industrial Training Cbnstraints

The implications arising from the organisation of Industrial Training are clearly given through the
exploration of the constraints that are encountered by the trainees, the university and workplaces in the
implementation and execution of this form of workplace learning. The constraints discussed in this
section without any doubt fundamentally affect the intended objectives of Industrial Training of hotel
trainees of KyU and their rgdress is vital in improving or even still making Industrial Training
applicable and well coordinated. It is even more interesting how the constraints faced by the major
entities involved are associated. The main leads of the constraints are deficiencies in the information
flow and the informal relations that have continued to be used without any move to be formally
organised resulting into insufficient achievement of the Industrial Training objectives of attaining
learning in workplaces. Analysis of the constraints faced by each of the entities gives an in-depth
understanding of the extent to which the Industrial Training has been influenced.

4.4.1 Featuring Constraints

The interviews conducted with the hotel trainees, university and workplace staff as sampled provided
the insight of the constraints that are encountered by the interviewees throughout the Industrial Training
cycle. In addition, document analysis of the reports written by both the trainees and the university staff
presented documented support of the challenges faced by the two entities while undertaking the
different activities of this form of workplace learning. The scrutiny of the constraints experienced by
each entity has been considered as a basis of analyzing their effect.

4.4.1.1 Trainees Constraints

The trainees as the primaryi beneficiaries of Industrial Training experience several constraints which
can be categorized into, setup of the training by the university, circumstances of training in the

workplaces and trainees’ individual conditions.
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a) Setup of the Training by the University

The university as the initiator of Industrial Training for hotel training has formulated guidelines and
practices that have resulted into constrictions for trainees. The constraints generated by this setup
include;

e inadequate training at the university

e insufficient duratio;n of ten weeks for Industrial Training

e Self placement

e Insufficient information about workplaces of placement

e Inadequate sensitization about Industrial Training
i) Inadequate Training at the University
The training in the practical areas for food preparation, service and housekeeping was considered
inadequate by the category of trainees that had undertaken Industrial Training who indicated that the
basic skills in the mentioned areas were really insufficient making them to be categorized as being ill
prepared while training. Through experience a trainee that cannot be able to carry out a basic task like
filleting of fish, opening a wine bottle or appropriately laying a guest bed or table in the restaurant can
have his or esteem negatively affected hence poor performance and learning while on training.
ii) Insufficient Duration for Industrial Training
The duration of training considering the uniqueness of the hotel operations was a concern of both
trainees and the staff in the workplaces. The organisation of the training in workplaces was based on
the coverage of all the main departments and sections of the hotel. The main departments are the
kitchen, restaurant, guest rooms, laundry, stores and front office (hotel reception). According to Foskett
& Ceserani (2008), the most comprehensive of the departments mentioned is the kitchen which is

comprised of sections like the hotline'®, cold section'®, butcher'® and pastry'’. The scheduling of the

" The section of the kitchen where items that are served hot like soups, sauces, fries (fast foods) are prepared.
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trainee in the hotel would therefore be an average of one and a half weeks in each department for the
duration of ten weeks. Taking the kitchen as an example the trainee cannot be able to even acquire the
basic skills in any of the sections in the period of one and a half weeks. Indeed the supervisors in
workplaces also indicate such inadequacies by commenting that trainees would have been trained
better if more time was availed. Unless the training was focused to cover like two departments the
trainees are instead of learning adequately be on a tour of the hotel facilities.

iii) Self Placement

Trainee self placement as one of the strategies by the university in seeking vacancies for Industrial
Training for hotel trainees was found to be inapplicable in most cases as the workplaces gave priority to
requests by the training institutions. The interviewed trainees that were preparing for their Industrial
Training clearly indicated that when they placed their applications for training in several places they
had not been honoured leaving them frustrated and waiting for the university to get them the places for
training. Much as self placement would give the trainees an opportunity to explore the industry it bore
fewer if any returns for Industrial Training placement.

iv) Insufficient Information about Workplaces of Placement

The vacancies that are sought by the university staff are usually accompanied with scanty information
regarding the terms and COIIlditiOIlS of the offer for training. One of the trainees reported for training
only to be required to acquire a particular food service uniform before commencement of the training.
The same trainee showed concern that such information had not been provided at all leading to her
embarrassment and spending more money for the un anticipated. The seeking and provision of
adequate information about training vacancies to trainees is not only vital but necessary for their

integration into the workplaces and preparation for training.

' Section of the hotel kitchen where salads vegetable and fruit are prepared
' Kitchen section for pre-preparation of all fresh meat.
' Kitchen section for preparation of all wheat flour based items in the hotel.
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v) Inadequate Sensitization about Industrial Training
The strategies used by the university to sensitize the trainees about Industrial Training are not
satisfactory. The workplace learning approach was very unfamiliar to the trainees making it intricate for
them to comprehend with the available avenues. The briefing towards the commencement of Industrial
Training was described by trainee as very brief and lacking the focus of the core intentions of the
learning approach. The Industrial Training guidelines issued to trainees to equip them with some of the
issues concerning Industrial Training are also particularly un detailed and general for specific
application in the hotel industry. Although the trainees are made aware of Industrial Training while
undertaking other course units, this blend leaves a lot of information gaps that would be vital in
assuring the trainees of the relevancy of the training. As a training program bridging the university and
the industry a lot emphasis should sought to sufficiently inform the trainees so that the anxiety and un
clear anticipations are handled in due time. The trainees that are equipped with adequate knowledge
would be well empowered to benefit from learning in workplaces resulting into probably easy transition
into the world of work.
b) Circumstances of Training in the Workplaces
Workplaces are the actual grounds for the implementation of Industrial Training, trainees according to
the university guidelines ar;e expected to spend ten weeks to achieve the industrial experience. During
the period of Industrial Training the trainees meet constraints that are primary based on the
circumstances of the workplaces. The restraints faced in the workplaces according to the interviewed
trainees and staff include; -

e  Preparation and perceptions of workers in workplaces towards trainees

e High expectations of the trainees

e Limited access to some hotel departments for training

e  Motivation of trainees by workplaces
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e  Harassment of trainees by workers
Workplaces as the providers of the environment from which trainees interface with industry, it is
perhaps inevitable for the latter not to be affected by the conditions and circumstances that are arise
from therein. The highliglﬁ of the back mentioned restraints gave an in depth understanding of how
Industrial Training objectives are highly influenced at the level of the workplace situations.
i) Preparation and Perceptions of Workers in Workplaces towards Trainees
The workers in the workplaces were acquainted with the learning approach as a practice in the industry
but according to the interviewed trainees however, they showed reluctance to assist the trainees through
the training process. The interviewed trainees indicated that this could be as a result of job insecurity and
selfishness. Fortunately the trainees indicated that the senior staff in the departments were not culprits of
this practice but the lower level ones from whom they were supposed to work with in order acquire the
much needed competences. Preparation of the lower level workers for the trainees into understanding
their roles and responsibilities throughout this undertaking of Industrial Training was not only
instrumental but also vital for the achievement of the intended objectives of Industrial training. Once the
lower level workers have been sensitized about the industrial Training they could be in capable positions
to take the responsibility of trainers of trainees in the workplaces as a result of the changed perceptions.
ii) High Expectations of the Trainees
The training from institutions of higher learning has for long been perceived as they would be the best in
the country to the extent that the products of the same level have found higher expectations in the field
awaiting them. It is therefore not surprising the hotel trainees of KyU also face a similar challenge even
when they still undergoing training. The expectations of workplaces that trainees some be equipped with
at least basic skills in the kéy tasks for each department were evident from all the interviewed staff in the
workplaces. It was therefore clear that the workplaces expect the trainees of KyU to be equipped with

more than basic skills. Unfortunately, the trainees confirmed to the contrary of having the basic skills
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due to the inefficiencies for training at the university. Whereas the trainees are taught the operations of
the main departments of the hotel before undertaking the Industrial Training, their indication of the
insufficiency is vivid enough for their challenge of meeting the higher expectations in the workplaces.
The un satisfaction'® of the workplaces results into lowered perceived quality by the trainers hence
leaving the trainees to take their own initiatives to learn.

iii) Limited Access to some Hotel Departments for Training

Accessibility of the departments in the hotel for training was found to have some limitations from the
interview of the trainees, staff the sampled workplaces and the Industrial Training coordinator. The
coordinator indicated that basing on the same practice the assessment form in appendix E, was
formulated without the section of the front office department. The interviewed trainees on the other
hand indicated that most of them were not allowed to train in the department of front office as a matter
of policy of training in the workplaces where they had undertaken training. The confirmation by the
interviewed staff in that sampled workplaces about the front office being out of the Industrial Training
program completed the triangulation of the subject matter. The operations of the hotel are highly
dependent on the operationé of the front office which is primarily responsible for sell of
accommodation as well as a communication centre for the hotel according to Sudhir (2007). The
practice of some workplacés denying the trainees training access to the front office is in my opinion
equivalent to keeping them out knowing source of the core business generation in hotel operations I
therefore agree that this constraint that is faced by trainees that leads to incompleteness of the exposure
to the operations of the hotel.

iv) Motivation of Trainees by Workplaces

While undertaking Industrial Training the trainees are treated like any other workers in the in the bid to

help them learn through actual work. The involvement of the trainees in the actual production as they

"® Like customer satisfaction the satisfaction of the workplaces is dependant of the extent to which trainees met the
expectations of the staff in the workplaces short of which leads to disappointment and questioning of the quality of training
at the university. '
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learn was one of the pillars of enhancing the concept of productive learning as emphasized in the
Understanding Vocational Didactics. The trainees realizing the value of the tasks they are involved in is
one of the assured ways of encouraging their learning process. Better still the motivation of the trainees
through sharing with them part of the proceeds of the production would give them a much more tangible
result of the tasks undertaken.

v) Harassment of trainees by workers

The tendency of harassing the trainees while undertaking Industrial Training by some of the workers in
the workplaces was one of the constraints that were highlighted by the trainees. The trainees indicated
that some of the trainers (workers in the workplaces) would treat them rudely and harshly during the
process. The extent of the affect of this harassment was compounded with the sexual harassment that
was disclosed by the interviewed university staff and the coordinator of the program as one that has been
reported by the trainees. The occurrence of any form of trainees’ harassment was detrimental to the
intended learning for the workplaces. In my view this was worsened by the different levels of the two
parties involved as the trainees (assessed) and the trainers (assessors). The former are in a much
compromised situation that may tempt them to being victims hoping for favours in form of better
assessment and protection. The consequences of such without any doubt are very disadvantageous to the
learning process which is the main objective of the program.

¢) Trainees’ Individual or:' Personal Constraints

The trainees that were interviewed disclosed that there were some of the constraints that are on the
personal basis that were also critical in the achieving the key objective of Industrial Training. The
constraints in this category ‘include; finance for up keep, accommodation, daily transport to and from
the place of training and medical care. On the other hand the interviewed staff of the workplaces
indicated that there are attitludinal challenges towards work, poor expression skills and low confidence

levels.
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i) Financial Constraints

The finance for the facilitation of the trainees while undertaking Industrial Training was raised by the
trainees as one of the main personal constraint that they faced. The regular requirements of transport,
feeding, accommodation and sometimes medical care became crucial for their reliable attendance in the
places of training. The fact that the workplaces do not pay trainees for the period that they engage them
to learn through work is unbelievable by the sponsors making it even more difficult to get sufficient
financial support from the later. The trainees without adequate finances to provide them with the
necessities mentioned earlifer definitely found a lot of difficulties during the training period in the
respective workplaces. The ultimate consequences would be low levels of concentration, attention and
absenteeism.

ii) Attitudinal Challenges toward Work

The attitude of the trainees towards hotel work was one of the other constraints that were highlighted
by the interviewed staff in the workplaces. The trainees according to one workplace staff had the
perception that the some of the hotel work was meant for other people other than them. The examples
that were prevalent are; washing up in the kitchen utensils, cleaning of public areas, cleaning the
restaurant, lifting tables and chairs. The tasks mentioned in the backdrop are the basic activities that are
carried out in the specific departments in the hotel. Learning how they are carried out is the eye opener
to the trainees of how the hotel work is organised from the lower level to the highest managerial
positions one staff in the workplaces expressed. The involvement of the trainees in these tasks was one
way of ensuring that they appreciate the contribution of all the staff in achieving the goals of hotel
business. The negative attitfude towards such work in my view is limiting to the objective of learning to

the trainees.
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iii) Confidence and Expression

The low confidence levels of the trainees in taking on the assigned tasks during the training in the
workplaces coupled with pitiable expression skills were also indicated by the interviewed staff in the
workplaces as detrimental to the training. The two aspects are rather subjective to personality but when
highlighted as some of the limitation of the training it became an indication of a trend among the
trainees. Although overcon‘:ﬁdence may be destructive to learning, some substantive levels of
confidence are required of the trainee for learning to take place. A confident trainee is in position to
articulate issues besides asking relevant and vital questions through the learning process. As a
practicing vocational instructor, the confidence of the learners highly depends on the engagement of the
trainees by the particular instructor in the process of learning. The trainer who intimidates trainees
cannot promote good self eixpression and confidence. The trainer-trainee relationship in my view is
very crucial in encouraging the confidence and desired expression of the trainees so that they can be in
position to learn. The culti\}ation of the cordial colleague relationship between the trainees and their
trainers in both workplaces:and university are fundamental in overcoming this challenge.

4.4.1.2 Constraints of Wofkplaces

The accommodation facilities that offer the placements for Industrial Training have limitations that
influence the quality of this form of workplace learning. The interaction that I had with the trainees, the
workplace and university staff revealed that the outstanding workplace constraints include; lack of clear
workplace policies for IT, damages and breakages during training, un co-ordinate relationship between
the university and the workplaces. The analysis of the fore mentioned constraints gives the insight of
the prevailing circumstancés in the workplaces that can be bottle necks affecting the organisation of

Industrial Training.



a) Lack of Clear Workplace Policies for Industrial Training

The workplaces that were sampled revealed lack of clear policies or guidelines that are followed in the
execution of Industrial Training. The implication of such a setup is that the workplaces undertake
Industrial Training according to the prevailing situations making the implementation situational and
subjective. In my opinion the existence of guidelines forms the basis of the programming and planned
or predetermined implementation of the workplace learning. The un formalized approach that the
workplaces follow creates gaps in the undertaking without the follow-up benchmarks to correct and
evaluate the actual performance of the program. The trainees and the trainers are therefore not well
aware of their responsibilities and obligation throughout the workplaces learning arrangement making
the process subjective. The need for guidelines in the workplaces for the implementation of the
workplace learning is without any doubt crucial for the realization of the proper organisation.

b) Damages and Breakages during Training

The workplaces on the other hand incur losses in form of damages and wastage as the trainees
undertake the training in the different departments. One of the interviewees of the workplaces that was
selected expressed concern that this was one of the major reasons for the limitations of exposing the
trainees to all operations of the hotel. Wastage in form of materials like food stuff, cleaning materials
and agents in addition to the damages of the equipment like the cookers, washing machines are
common if the trainees are allowed to operate them without close supervision and or if not denied
access. The interviewees in the workplaces clearly indicated that this is the main reason for denying the
trainees access and interface with some of the equipment and operations of the hotel. Surprisingly the
assumption that the trainees are able to get real work experience including the working tools and
machines that are readily available at the workplaces other than in the university demonstration rooms
according to university guidelines for IT is disproved. As submitted by Okello, (2009) the lack of a

system is the major cause of such scares for the workplaces as nobody compensates for the accrued



damages and wastages of trlaining. The university’s approach to use workplaces to supplement their
classroom training with this program therefore calls for their interest into finding solutions to provide
for the adequate learning in the workplaces perhaps mechanisms of minimizing the damages and
wastage. The workplaces on the other hand have had to devise means by instituting fees like the caution
fees as earlier indicated.

¢) Un co-ordinate Relatiolnship between the University and the Workplaces

The relationship between the workplaces and the university was found to be shallow and situational and
un formalized resulting into poor coordination of Industrial Training. The interviewed staff of both
workplaces and the university indicated that there were no particular details of working together for the
implementation and execution of IT. Indeed the staff in the workplaces affirmed that their involvement
in IT was purely out of courtesy rather than obligation. My view of such arrangements is that the results
of such a relationship are unmatched expectations of all the stakeholders especially the trainees who are
usually on the losing end. The interviewed staff in the workplaces explained that they usually plan and
execute Industrial Training according to their own arrangements or program without the input of the
university as the latter does avail few expected details for IT. The trainees on the other hand indicated
that there was a tendency by the workplaces to deploy them in sections that are labour intensive in
order to bridge the existing gaps. Additionally, one of the interviewed trainees indicated that there was
also a tendency to change the training schedule of the trainees in order to meet the urgent labour need in
other sections of the hotel other than those earlier scheduled.

Clearly the earlier mentionéd findings show that the expectation of the university and those of the
workplaces are not coordinated to meet the learning requirements of the trainees. The university and the
workplaces need to formalize the training relationship that can be used to evaluate the implantation by
all the parties and for ease in the follow up of the program. The approach used in Australia hotel

training schools as articulated by Solnet, Robinson, & Cooper, (2007) could be useful in this aspect.
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4.4.1.3 Constraints Faced:by the University

The university staff that were interviewed indicated that there are several constraints that are
encountered during the implementation of Industrial Training. The most notable were lower level
relationship with the management of workplaces, unwillingness of workplaces to offer training
opportunities, haphazard implementation of the Industrial Training program and inaccessibility of
trainees in the work sections in the workplaces. The in-depth examination of the constraints raised by

the staff provides their implication on the organization of IT.

a) Lower Level Relationship the university and the Management of Workplaces

The staff that the universit){ collaborate with in the workplaces for the implementation of IT are lower
level managers in positionsf of the human resource managers without any direct link with top
management. The possibility of establishing the outstanding relationship between the university with
the hotels has remained at t_he operational or lower level with no backing and understanding with the
top management. The university staff indicated that the establishment of the strong relationship with
the top management of the hotels would be vital in overcoming some of the challenges that are faced in
the implementation of the Industrial Training. The approach that is being used has left some of the
issues not addressed as the staff in the workplaces are not under any agreed obligations. The need for
the Memoranda of Understanding (MoU) with the workplaces for the purposes of training is the way
forward in order to establish the much required relationship between the university and the
management of the workpléces. When the training relations are formalized with the workplaces some
of the setbacks of Industrial training organisation can be minimized as urged by Solnet, Robinson, &

Cooper, (2007).
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b) Unwillingness of Workplaces to offer Training Opportunities

The university staff pointed out the laxity by the workplaces to offer vacancies for training and during
the placement exercise they (staff) had to depend more on personal approaches to secure vacancies for
training. This constraint evéntually has given rise to compromised placements hence affecting the core
objectives of training from the workplaces. Further still, the staff have had to target workplaces that are
most favourable to them than for training for fear of being turned down according to the IT coordinator.
This could be the explanation of the complaint by the trainees about lack of opportunities to train from

large hotel within Uganda.

¢) Haphazard Implementation of the Industrial Training Program

The university staff showed concern of the up hazard implementation of the Industrial Training
especially allocation for supervision which has always been done when the trainees have already been
dispatched for training. In their opinion this limited their prior contact with the trainees before actual
supervision. This constraint coincides well with what the trainees raised about meeting very unfamiliar
supervisors from the univefsity which has caused considerable levels of anxiety. Unlike the Australian
College where the adviser of the trainees is known prior to training the practice of keeping the
supervisors and trainees unknown to until supervision affects both parties involved. Promotion of
confidence and trust the trainees and the supervisors need to have some knowledge of each other prior
to the supervision in the field. Allocation of the supervisors and trainees has to be expedited so that the
two can have a chance of k‘nowing each other before the commencement of training.

d) Inaccessibility of Trainees in the Work Sections in the Workplaces

In all the workplaces that were sampled and the staff responsible for Industrial Training interviewed
confirmed as the university staff had indicated that the direct supervision of the trainees in some
sections of the hotel was not possible. The sections that were identified inaccessible to workplace staff

only are housekeeping and the kitchen. The reasons for denying the access to outsiders to these hotel
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sections were security, hygiene and safety. According to one of the workplace staff that was
interviewed the kitchen as a food preparation unit of the hotel for the entire guests and staff required
protection especially against contamination during the preparation and before being served to the
consumers. The strangers t(;) the kitchen especially visitors like the university supervisors are
considered as one of risks for food contamination. On the other hand the visits to the housekeeping
department are considered as one of the security risk to the property of guests and the hotel in the
accommodation facilities. In my opinion the restriction to some of the hotel sections as the hotel policy
for trainees’ supervisors created a situation requiring streamlining the supervision so that the trainees
can be assessed by the field supervisors adequately in these sections with well set out procedures to
follow. The mentioned ﬁndings also show the level of trust that exists between the university and the
workplaces which should be addressed formally so that the two can harmoniously work together
towards better implementation of Industrial Training supervision.

4.5 Summary

Throughout all the stages of Industrial Training there are indications of implementing the
activities from the planning and budgeting to the assessment in a manner that suggests need to
appreciate the effort put in i:)lace to ensure that this learning approach is reliable and credible. However,
a lot of room for improvem‘ent is available for the better particularly in areas of ensuring improved
information flow, closer partnerships and interactions with the workplaces.

The dearth of a national framework for the implementation of Industrial Training in Uganda has
given rise to the fragmented methods of the collaboration between the workplaces and the training
institutions in the execution of the recommended delivery of workplace learning. The un formalized
relations between the university and the workplaces has also resulted into just a fulfilment of the
learning approach rather than its core objectives being achieved. The unmatched training trends at the

university with the workplaces required standards are clear especially in aspects ot professional hygiene
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and appearances. Un doubtfully there is need to formalize the relationship between the university and
the workplaces as not only a short term but also the most applicable mechanism of exploiting the
potential of Industrial Traiﬁing.

The constraints that are faced by the workplaces, university staff, and the trainees in the
implementation of Industrial Training clearly result from the nature of the organization of the program
by the university and the workplaces. Although some of the constraints were personal for the trainees,
with adequate preparation and information flow the trainees can be well equipped to meet the

challenges of the program for their experience and competence acquisition from the workplaces.

98



CHAPTER FIVE

SUMMARY, CONCLUSION(S), RECOMMENDATIONS AND WAY FORWARD
5.1  Introduction
This chapter gives a general summary of the findings, conclusion(s) and suggested recommendations
for improvement based on the findings. This chapter chiefly presents conclusions and implications
drawn from the findings, discussions and analyses and the recommendations are based on the
conclusions. The chapter suggests possible issues that require attention and immediate future research
in the field of workplace learning.

5.2  Summary
This study set out to examine Industrial Training as an approach to workplace learning for hotel

trainees of Kyambogo University in order to establish the effect of its organisation on the expected
benefits to the stakeholders involved. The study specifically looked at the activities involved, existing
mechanisms that facilitate Industrial Training and the constraints that are faced by the trainees,
university staff and establishments in the implementation of this form of workplace learning.

Based on the ﬂndings, it can be noted that the Industrial Training activities takes several stages
in the cyclic form of an angual process that covers planning and budgeting, preparation of trainees,
placement, attachment, supervision and assessment. At every stage the activities involved are
associated with the outcomes and especially the benefits to the stakeholders that include the university,
trainees and the workplaces. The most critical being the inadequate preparation of the trainees to
acquire the basic skills to be supplemented during the training in the workplaces. Placement and
attachment on the other hand are haphazardly carried out leaving the trainees in anxiety before and
during the training. Supervision and assessment are carried out in collaboration between the university
staff and the field supervisérs resulting into exposing the trainees to varied aspects forms of learning

experiences.
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The mechanisms for Industrial Training were found to be based on separated strategies by the
workplaces and the university without a unifying system. Fortunately the National Council for Higher
Education (NCHE) establisﬁed by the Universities and Other Tertiary Institutions Act, 2001 recognizes
Industrial Training as one of the training methods that are relevant in bridging the gap between
workplace requirements and the training in higher institutions of learning. The BTVET Act.2008 on the
other hand addresses the issues of learning in the industry particularly competence acquisition in the
areas of vocational education and training in Uganda but the operations of the University are out of its
reach and jurisdiction.

Industrial Training guideliries formulated by Faculty of Vocational Studies of Kyambogo University
are used as the basis for the implementation detailing; the benefits of the approach to the stakeholders
particularly the trainees get: industrial learning exposure and provision of the framework for the trainees
to enhance their learning through practical work. The workplaces on the other hand have designed their
own practices for the provision of training although they vary for the different establishments
depending on their organizational arrangements.

The constraints of Industrial Training according to the findings can be categorised into trainees’,
workplace and university staff constraints. They are interfaced at the different stages of the Industrial
Training cycle to include; setup of the training by the university, circumstances of training in the
workplaces and trainees’ individual conditions for the trainees. The workplaces on the other hand are
faced with lack of clear workplace policies for IT, damages and breakages during training and the
informal relationship between the university and the workplaces. The university staff revealed lower
level relationship with the management of workplaces, unwillingness of workplaces to offer training
opportunities, haphazard implementation of the Industrial Training program and inaccessibility of

trainees to some work sections in the workplaces as the main constraints.
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5.3  Conclusion(s)
The study sought to examine Industrial Training as an approach to workplace learning for hotel trainees
of Kyambogo University in order to establish the effect of its organisation on the expected benefits to
the stakeholders involved. Answering the following questions was therefore pertinent;

1. How are the activities of Industrial Training for hotel trainees of KyU organised?

2. What mechanisms are in place to facilitate Industrial Training a workplace learning approach

of hotel trainees in Uganda?
3. What are the constraints faced by trainees, staff and the establishments in effecting IT as an
approach to workplace learning for hotel trainees KyU?

The activities of the Industrial Training are organised in the cyclic manner from one academic
year into another making is it easy to follow, assess and implement. However, there is considerable
laxity in the co-ordination and flow of information of the main ingredient of the program making the
stakeholders especially the trainees and the workplaces the beneficiaries and implementers respectively
of the activities with less information. The organisation of the activities of the Industrial Training for
hotel trainees is generalized like other programmes lacking specific strategies for the uniqueness of the
hotel industry. There is a direct relationship between the quality of training at the university especially
in practical tasks with effective learning in the workplaces.

The mechanisms that are used in the execution of the Industrial Training are dependent on
particular workplaces and there is no university policy let alone the national one to guide the program
that is sought after by many programs for bridging the gap between institutions of learning and
workplace competence requirements. There are no formalized relationship between the university and
the workplaces making the input of the workplaces in this form of learning based on only the

expectations of the university apart from those of the workplaces.

101



The notable constraints that are faced by the trainees, university staff and the workplaces in the
implementation of Industrial Training are a result of the mismatch of the approach between the
expectations of the university (staff and trainees) and the workplaces.

54 Recommendations

The following recommendations are therefore suggested depending on the earlier mentioned

conclusion(s).

1. Strengthening the co-ordination of Industrial Training activities through maximizing full

participation of the major stakeholder (the trainees, workplaces and the university staff in order

to improve the information flow and better understanding of the approach that supplements the

learning at the university.

2. The program should be carried out at the end of the academic programme and the duration

revised to cover a minimum period of three months to meet the industrial practice so that
adequate time can be allocated for learning in the workplaces. In addition, the trainees and
workplaces will benefit from the program by being able to take up the available job
opportunities and récruiting the tested and proven staff respectively.

3. Enhancement of training in practical areas at the university through provision adequate

materials, tools and time should be sought after for the improved imparting of the much needed

basic skills before commencement of Industrial Training.
4. In the absence of the national policy or guidelines for the implementation of workplace

learning strategies like Industrial Training, the university should seek for Memoranda of

Understanding with proven workplaces for the implementation and ease in attainment of the

anticipated benefits.

5. Improved sensitization of the trainees and the university staff involved in Industrial Training is

crucial in order to enlighten their expected participation and benefits visa a vis those of the
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workplaces. This can be done through organizing workshops for the staff together with the
representatives from workplaces and adequate time allocation and provision of information to
trainees about workplace learning strategy.
5.5  Areas for Further I’Research
The primary goal of this dissertation was based on empirical study and literature review from the
available sources has been ;the fulfilment of the requirement for the award of a Masters Degree in
Vocational Pedagogy. However, the findings from this study can be used to set an informed ground for
further research in the ﬁeld’l of workplace learning in the following areas;
1. Organisation of workplace learning strategies in Uganda
2. Motivation and quality of training of trainees in workplaces
3. Effect of the attitude (é)f employees towards trainees in workplaces
4. Measurement and assessment of Industrial Training

5. Evaluation of Industri;al Training and competence acquisition
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APPENDICES
Appendix A1 Interview guide for the Academic staff and Co-ordinator involved in IT.

[ am Kalanda Eric Douglas, a Masters student in Vocational Pedagogy, in the Department of Art and
Industrial design, Faculty of Vocational Studies, Kyambogo University. I am carrying out a research on
“Industrial Training as a Workplace Learning Approach of Hotel Trainees of Kyambogo
University”. This study is designed to scrutinize Industrial Training as an approach to workplace
learning for hotel trainees of Kyambogo University in order to establish the effect of its organisation on
the expected benefits.

The information obtained will therefore be treated with confidentiality and used only for the purpose of
this study.

Demographic information

b. Area of INSrUCTION; ......vieiiiiiic e
C. Responsibility/rol;e I LT e s
d. Gender; .................... (Male/female)
1. Asthe Academic staff who has been involved in this activity, what do you understand by Industrial
Training?
When you were first involved in Industrial Training for the Hotel trainees?
Briefly elaborate the details of the IT activities you have been involved in.
How do you assess the learning of the trainees in hotels?
Are you always allowed to assess them as they work? If not, why?
What is your take on the general organisation of IT for hotel trainee of KyU?
What challenges have you faced in carrying out this exercise? If any, how have they been solved?

As you interact with the students what are their concerns regarding this form of learning approach?

N o I o B O

[s there a university policy regarding IT? If yes, what does it entail?
10. What are benefits of IT to the workplaces and students?
11. As an academic staff, what have you benefited from I[T?

12. How are trainees prepared for Industrial training?

Appendix A2 Interview Guide for Trainees
I am Kalanda Eric Douglas, a Masters student in Vocational Pedagogy, in the department of Art and

Industrial design, Faculty of Vocational Studies, Kyambogo University. I am carrying out a research on
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“Industrial Training (IT) as a Workplace Learning Approach of Hotel Trainees of Kyambogo

University”. This study is designed to scrutinize Industrial Training as an approach of workplace

learning for hotel trainees of Kyambogo University in order to establish the effect of its organisation on

the expected benefits.

The information obtained will therefore be treated with confidentiality and used only for the purpose of

this study.

Demographic Information

b. Programme Offered;...........ccuiiiiiiiiiii s

C. Year of Study/COMPIELION .....ooviiiiiii i
Ao TIME/PErIOA OF LT e e
e. Gender; .......cccoovveennnne (Male/female)

—

I N A SR

Preparing or IT of 2012

As atrainee, what do you understand by Industrial Training?

How did get to know that Industrial Training was part of your programme?

Were you prepared for IT? By who, how, what was entailed in the preparation?

What are your expectations before undertaking IT?

Who got you the placement?

What should the Department do to making IT preparation better for learning by the next
trainees?

Do you think Industrial Training is a work/ learning experience?

Trainees who did IT completing their Studies

As a trainee, what do you understand by Industrial Training?

How did get to know that Industrial Training was part of your programme?

Were you prepared for IT? By who, how, what was entailed in the preparation?

What were your :expectations before undertaking IT?

How did you getithe placement for IT?

What major activities were you involved in during Industrial Training?

What should the Department do to making IT better for learning by the next trainees?
Do you think Industrial Training is a work/ learning experience? Explain your answer.

Which Industrial Training activity do you think was the most useful?

10. Which one was not quite useful for your expectations?
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11. What are your re.commendations for IT of Hotel Trainees in the university?
12. Did you get any guidance for learning when on training? If any by who and how?
13. Were you treated as a trainee or as any other employee during Industrial training?
14. Briefly elaborate your experience during Industrial training?
15. How was learnin:g organised during Industrial Training?
16. What challenges did you face while on IT? If any, how were they attended to by the
university or Workplace staff?
17. Was the time allocated for IT sufficient for your adequate learning?
18. Were you following any guidelines/policy from the university or workplaces during your
training? If yes, what were they?
If not, what would you want to be included in the guidelines?

19. Were you allowed to operate the equipment during IT? If no, why?

Appendix A3 Interview éuide for Workplaces
[ am Kalanda Eric Douglas, a Masters student in Vocational Pedagogy, in the department of Art and
Industrial design, Faculty of Vocational Studies, Kyambogo University. | am carrying out a research on
“Industrial Training (IT) as a Workplace Learning Approach of Hotel Trainees of Kyambogo
University”. This study is designed to scrutinize Industrial Training as an approach of workplace
learning for hotel trainees of Kyambogo University in order to establish the effect of its organisation on
the expected benefits.
The information obtained will therefore be treated with confidentiality and used only for the purpose of
this study.
Demographic Informatioﬁ

a. Name of the WOrKplace............cccooviiiiiiiiiiiici e,

b. Location/address;: ................................................................................................................

c. Name of the staff ‘in Charge 1 1T .o
d. Responsibility/role/POSItION: ........c.iiiiiiiiiiieiie ettt

1. As the office in charge, how does your establishment/s understand I'T?
2. When did you start receiving Kyambogo Students for Industrial Training?
3. Isthere any policy for Industrial Training in your Hotel /s?

If Yes, Briefly elaborate its main content.
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10.
11.
12.

13.
14.

Do you follow any GO\;ernment policy to offer IT?
How do you organise IT programme? Or What activities is the Trainee involved in during the IT
Programme
What has you establishment/s benefited from Industrial Training?
What challenges have you encountered in executing this learning programme?
How have the Kyambogo University trainees shown that they have been prepared by the University
for IT?
What is the relationship between your establishment/s and the University regarding IT?
In your opinion, what are the benefits of IT to Students?
When the Students are offered a place for IT in your Hotel/s, what should be their expectations?
[s there any support do you get from government for offering the learning programme?
If yes, how are you supported?
If No, How would you want to be supported?
What constraints do you face when offering IT?
As you interact with the students what are their concerns regarding this form of learning approach?

Thank you Very Much for accepting to share your experience.

i

112



Appendix B1 A Document Analysis Guide for DHIC and CHIC Programmes Regarding the IT
Course Unit.

Elements Analysis

Course code and title

General Objective

Specific Objectives of the course

Credit units for the course

Assessment

Appendix B2 A Guide for Document Analysis it Attachment Request and Introduction Letters

Elements Analysis

Addressing

Subject

Content

Authenticity and endorsement

Appendix B3 A Guide for Document Analysis IT Reports Written by Trainees

Elements Analysis

Preliminary pages

Introduction chapter

Content as regards the learning experiences

from the workplace

Challenges and recommendations made by

trainees

Authenticity and endorsement

Appendix B4 A Guide for Document Analysis IT Assessment Forms used by the Department

Staff and Staff in Charge of Training in Establishments.

Elements Analysis

Criteria

Score guides

Authenticity and endorsement

Appendix BS A Document Analysis Guide for other IT Documents used by the
Department/University. Eg Guidelines for Trainees and Supervising Staff

Elements Analysis

Objectives of document for IT

Obligations/duties of the supervisor

Other issues raised in the document regarding the IT

Appendix B6 A Document Analysis Guide for Department/University Policy/ Guidelines
Regarding IT

Elements Analysis

Introduction and background of IT in the University

Objectives of IT

Obligations/duties of the Department/ University

Other issues raised in the document regarding the IT
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Appendix B7 A document analysis guide for workplace policy/ guidelines regarding IT

Elements

Analysis

Introduction and background of IT in the establishment

Objectives of IT

Obligations/duties of the eétablishment

Obligations/expectations of the trainees

Obligations/duties of the University

Other issues raised in the document regarding the IT

Appendix B8 A document analysis guide for Government policy/ guidelines regarding I'T

Elements

Analysis

Introduction and background of IT in the establishment

Objectives of IT

Obligations/duties of Government

Obligations/duties/benefits of the establishment

Benefits/Obligations/expectations of the trainees

Obligations/duties of the University

Support mechanism to All Involved

Other issues raised in the document regarding the IT

Appendix C1 Industrial Training Course Unit

DHIC 131 INDUSTRIAL TRAINING (4 CU)

Student attachment in a hotel or catering establishment for 2 months,

where each student will be

expected to gain exposure to the housekeeping, food service, food preparation and reception
departments. During industrial training, students will be monitored by both the lecturers at Kyambogo
University as well as their immediate supervisors at the hospitality and catering establishment to assess
and grade the practical competencies gained. The student will be expected to write and submit a report

to Kyambogo University at the end of the Industrial training.
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Appendix C2 Class Timetable for the Diploma and Certificate in Hotel and Institutional Catering

EVENING PROGRAMME TIMETABLE

Semester I1 2011/2012
Day Prog 5.00 - 6.00 pm 6.00-7.00 pm 7.00 — 8.00pm 8.00-9.00 pm
MON DHIC 11 224B Housekeeping 224B Housekeeping 224B Housekeeping
practice Ajambo(racF) | practice Ajambo practice Ajambo (racF)
(racF)
DHICI 125 A Food preparation | 125 A Food 125 A Food preparation
practice Ojera (32) preparation practice practice Ojera (32)
Ojera)(32)
CHIC 121A Book keeping 121 A Book keeping 121B Store keeping 121B Store keeping
Okello Okello Okello Okello
TUE DHIC I 222 Hospitality 222 Hospitality 222 Hospitality computer | 222 Hospitality
computer applications computer applications | applications Bulega computer
Bulega IICD Lab) Bulega [ICD Lab) (IICD Lab) applications Bulega
1ICD Lab)
DHICI 124 Hospitality French 124 Hospitality French | 125 B Food service 125 B Food service
Luutu (rac F) Luutu (rac F) practice | Kalanda(rac practice | Kalanda
F) (rac F)
CHIC 124A Food preparation | 124A Food preparation | 124A Food preparation 124B Food service
and service Ajambo and service Ajambo and service Ajambo (32) | practical Bineka(32)
(32) (32)
WED DHIC 1 223 A food preparation 223 A food 223 Bfood preparation
practice Il Ojera(32) preparation practice Il | practice 11 Ojera (32)
Ojera (32)
DHICI 123 Information 123 Information 123 Information
communication communication communication
technology Ojok (Comp | technology Ojok technology Ojok (Comp
centre) (Comp centre centre
CHIC 125 Reception practice 125 Reception practice | 127 Hospitality 127 Hospitality
Bineka (rac F) Bineka (rac F) economics Nabwire economics Nabwire
J(racF) J(rac F)
THUR DHIC 11 223 B Food service 223 B Food service 224 A Reception practice | 224 A Reception
practice Il Bineka (32) practice Il Bineka (32) | Bineka (32) practice Bineka (32)
DHICI [21A Book keeping and | 121A Book keeping 12 1Book keeping store 121Book keeping
store keeping Okello and store keeping keeping Okello store keeping Okello(
Okello)
CHIC 122 Hospitality French 122 Hospitality French | 123B food costing 123B food costing
Luutu (rac F) Luutu (rac F) Kalanda (rac F) Kalanda (rac F)
FRI DHIC 11 221 Hospitality sales 221 Hospitality sales 221 Hospitality sales and
and marketing Okello and marketing Okello | markeling Okello
DHICI 122 Safety in 122 Safety in 126B Housekeeping 126B Housekeeping
hospitality Efata (math | hospitality Efata ( Kalanda ( math 1) Kalanda ( math 1)
1) math 1)
CHIC 126 Housekeeping 126 Housekeeping 126 Housekeeping
practice Ajambo (32) practice Ajambo (32) practice Ajambo (32)
Day Prog 8.00 am —9.00 am 9.00 - 10.00 am 10.00 - 11.00 am [1.00 - 12 noon
SAT DHIC 1 225 Hospitality 225 Hospitality 223 B Food and beverage | 223 B Food and
Kiswahili Abdu (racF) Kiswahili Abdu service 1l Bineka (32) beverage service 11
(racF) Bineka (32)
DHICI 126 A Reception 126 A Reception
Bineka Bineka
CHIC 123 A hospitality 123 A hospitality

management Kalanda

management Kalanda
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Appendix D; Placement Request Letter

KYAMBOGO - UNIVERSITY

N [
PO Hgl)}\‘l-!\\ AMBOGO - KAMPAL A UOANTD A
FEl 56-41] 2}5)0?'-’/')2\5(1)]/2?'),)’)?’1
mKyuy k\mnlm&u ac ug, dmmmu/l\.nmbuw HCUE, W b
Senate Conmmtiee

Lindustrial lramm‘q/(_ onmunity/College/School Practice (115,

[REEEEY

Name of Industey o T
i) Lelephone NoLo o Email o
I AN P.OBox....

7 Location of the industry (Physical address)

1) ])ls[rlbl....‘.........‘ .................... Town/City.. ...
1) Road/Street. ... .. J e e
3 1) Namec of the L ccl"}xrcr ................................................
i) Mobile No........ PR PP pPT
5
4 Number of places oflered and category............coo
3 Certificate Programs

Degree Programs | - '
«  Bachelor of HumanNutrition & Dietetics Certificate in Garment Construction

! 17 3 . o~ -.
* Bachelor of Art & Industrial Design (BAID) Certificate in hotel tCHIC)
|
Diploma l’rovmnm | -
iploma mn Ceramics

e Diploman lecl & Institutional Catering

e Diploma Imcr’lor Design
Diploma ]L\hk Design & Fabric € “onstruction

L

() Designation. ...l i

i) Mobile No...... ! ....................................................
i) Stgnatume...... e
vy Date oo A
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Appendix D; Trainees’ Introduction Letter
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Appendix D3 Sample of the Training Schedule

SU NS l-l?’l

T ~ 1.
‘ |
INDUSTRIAL T D DRSS b TMIS
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Appendix E; Assessment form for Workplaces as Formulated by the University

Name of student. .|

Yy gr VOCATIONAL § tih]
! NUTRITION & O

i HOTEL & INSTT1 UTHoN
INDUSTRIA), TRAINING AN

KYAMBOGO yn IVER

FACUL
NN VINT VRN
FCONONIC
AL CATERING
SENSEATE N FORN

SITY

OF 110N\

Prog. . RRRRARLERRIERPR . < RegNoL
N'ﬁt;m lnstllutlon. .......... Yrotstudy... .. G
Address.... . ..., i, ....................

Date reported. e Dt
Area of Assessiment i T\l.\\ %c;)y:jdl)d(l%(:j‘i'JLP*‘It-urL
: -omments
Score | mark
SENERAL i 115
Attendance i ) e
Punctuality ; D
Personal Conduct 2 2)
Time management | 2
Willingnese to learn ﬁ"{om varioug arsas 3
} Cooperation with staff ?
Meeting deadlines |
HOUSE KEEPING 20
Work procedure 4
Ability to use equipmént correctly 5
for the right job !
Hygiene & Safety Mehsures 8
Imitativeness/innovation 3
LAUNDRY i 20
Work procedure
bility to use equipment & Agents S
correctly i )

__1 Ability to do work with minimum 2

)5(-_;4 supervision . ;

*Z Hygiene & Safety Maasures "

= Innitiativeness/innovation 7~:

= KITCIUEN -;

Use of various'equipment K

::\ Ability to work with r::ninimum a

=X | supervision .' o 6

AS| Hygiene & Salety Mgasuwi il o ;

Application of knowldge ‘& ShIE j

. in prcparalion Eo'l vari )l.lS dishes L M

¥ }lnniliz}l.i.y_c_‘f’\%‘js‘zl11‘1{9‘"3’?}‘0" — 30 b ol

5 [ FOOD SERVICE -

N\
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Use of vm'iou?(;'quipxnu‘;u
Hygiene & Smartuess |
Customer care & Ser 1de
lnuilizui\'Clxess/i_t_\lxg}illi«fmlx
TOTAL SCORE i

e s

¢

>

T

|

”“1*"- iamamamnl 4
/4 '

e L T .

Name & Signature of Supervisor at work place.
H

Designation.:......... % ........... o Date... .o
. !
Name of University Supervisor ............. . Signature. .
- t

|

Date ..

Stamp

!
This report is confidential and should be collected strictly by a visiting supervisor

from Kyambogo University.
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Appendix F Faculty of Vocational Studies Industrial Training Guidelines for Students
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Kyambogo University

Faculty ot Vocational Studies

i

[ndustrial Traini ip C
R raining / lnterns suideli for G

! g/ Toternship Guidelines for Students

; .
These guidclinc{ are 10 be used fo T
S ¢ E tl i ; : ‘

e e e ‘ ed l}dllSllldl Fravming (11 Interaship by the Faculty of

ocational Studies students doing T/ Interashup i the academice year 2010201 ) "
o . Cs . cee +é < ' b
gtllflgllllcs thoroughly btlttnrc proceeding for Industrial taiming /nternship Fhe f Hﬁludy e
definitions apply: : b e fatlowing

Industry/Instituti ll“ ita) sWork place. place of tield traimr -
v/h . aou/' ")T‘l)tld‘-‘.“ o‘rL place, pl(_m, of ticld traiming or internship location It may
"‘\dll‘l'l actur mg siie, service industy, commercial location commnmy
organization, hospital e.t ¢.
Iield 5[1[)(‘!'\1?{0!":_ An 'c:nplnycc or employer in the Industry/institution/Hospiié
usggncd;lo ll}gSlllan( and{ who constantly guides the trainee throughout the e
of his/hes training/internship,
niversity Inspector: A lecturer from the University who visits the student in
Ifndustr_vlcomnnmiLy/hospilal 10 assess the progress, performance and challenges
encounlﬁ;rcd in the training/internship.
i

'

1.0 Introduction: |
Industrial training/integnship refers to the work experience that is relevant 10 the academic and
professional developm‘cnt of a student before graduation. It 15 a full course urit in majoriy ort
Kyambogo University jprograms. It normally takes place during recess semesier i ¢ at the end of
the second and'last semester of the academic year and for a period of ten weeks.

! 1

2.0 Benefits of Industrial Training/Interuship to the student:
Industrial lmining/lntegnship helps students to practically: ‘ § oelon alent and
( " 3 0 nsti i : eV ' sClhs v
a) Learn the ways of mdustry/orgamsmmn/msxmmon/ho_r.pnal‘an < ovil"'ics 2
. i i . IR, hile racing responsiohi: e
attitudes ncce:ssary for an all round carcer while embracing res)
prof'cssional. i | o scess of oy
) H1-1i 1 ] : ‘ork o enhunce the learnimg pie=ss
b) Understand real-life situations at work place gxui en! 1( e e o
i auired i . s translates into practice e reat Workh -
knowledge ac(;unred in lecture rooms translates i xo(;i ¢ o eponsibilic, or i
. B < e . . el nlace Ce S e B
¢) Lxecute morgjinformed judgement at work pldul an ﬁf\)::am s o all acivine
; B i > e factors play mx : L e
d) Recognise that financial and economic factors play 1y :,zauon/insznuumvhowhd‘
¢) Undersiand ibe formal and informal rc! ok
promoting fa\%ourable human inter-relanons dndl lTam‘ O is
. - N ¢ and 1hat e! Lo )
fy Appréeciate that development is taking place ar e/ nstitution
g) Understand hat the problems encountered 1 (j.—)-[.-it;ﬂC‘C necessary
have ‘unique isolutions, and there is need 1o gain expe
optiral sohn?ons from the many options w q‘mliom/haspilﬂ's
hy | carn acceptid safety practices in the industry/nst :
o i ) HIRY . soclely an
Develop a sense of responsibility towards SOCICY S0 T
K ! | e ersonality and commuicaion skills
Jeve Owin persond ¢
j) Develop : : ‘
7 Jeaders in th developing world

ationships in an organ
a continuous process
¢/hospitals rarely

for selecting the

v at luge
d the commumy at =S o
or future joles as managers 4
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D)
D)

D)

B

N\,

\,

D)
D)
3
D)

>
»

H
3
i

<0 Objectives of tndustrial Trawmine/lyte
Lhe primary poal of lmhfn.\uidl lrulmllgin:;e
avpenence and 10 be able o see theony m practice
and atntudes needed by the sident o make an eftfe
world The following are s{\mc ot the abyectines

|'||\|||]):

1nshitp s tor the student gy practical workh
cal wo

oping skaitls & nowl

CHVE STt as a member of the

s gewred 1o devel |
edge
Ever vrowing

. o pron idc;a 11 auwg\\fml\ through which under graduate students h
and professional backgrounds mav wortk in

period of tme o m}h.mcu their educational experience thiough pracucal worb fact

T'o provide the orgamzations/imstitutionshospitals with hmghly 1.101wm.(;) o

talented students who ate able 1o enecute work i ey ajeus and (

tor futuce recruumént

3 To enable the studdnis explore employ ment

aving diverse acadenuc

an orgamzmu»rv'nn\lnulmn/‘lu)\p.m‘l to1 a shot

vReretic and
as and are a4 potennal work force

appoilumities with orgamzations

5
4.0 Documentation: !
“nsure vou have the following documents
I Introduction letter trom the University or acceptance letter from the indusics tha
authonises you to do the traning from the organizaton

2 N\typed sm;tcmcm or resume showing academic course units studied up 1o date
3 §tatement of intent indicating proposed work
4. Student’s identitv ¢ard
3. A loghook !
o. Reference books where applicable
2.0 Duration: !

The duration of lndustriaﬁ training/internship is ten (10) weeks starting Mondav 13" June 2011
and ending officially on F:ri 19" Aug 2011
]
6.0 Student’s conduct during the training/internship: _ N
1 The trainee will be responsible for the proper conduct and should not tjc_r(>niqci Lohumt:;_\
the rules, norms, guidelines, and indulging in any un\.\-arramc'\‘ gcn\\l-m?_\' W ;nfh amjuu;
University’s repuéaiion. Remember vou are representing the University in that partic
institutiot/Industriv/organisation _ )
~ The train€e should guard against any loss. damage or mishap ot the

) § ources be d by the namet
organization' /ingtitution’s property and other resources being handkul] : x] le-»-t: K e
3 lnuﬂenerai the trainee must tollow the code ot conduct apphcn}bk 10 a.‘“ .r;gvlc)_ »Ie.rmm!
: iy f 1 N ] > Tes O 3 sre an . . N o
organization/institution/hospital, including the dress code (where api
and departure tim}cs for work, el ¢
i . . .
2.0 What is expected of the trainced/intern: ‘ rons, abaenaALON

darly record of activities, re ’
d nmes in a logbook & |
[his logbook wall be examt

se the provided

1 The trainee is expected to keep a ;
ne

events. communications. etc with their e iinl book

; N . N O "y 3
templates to produce (it possible) a .~p§rai botn.. ogboo
by the inspector l'who should also sign it- 1) be expected at the end of the traning.

S . Lo 1 will be eN e
An Industrial trajning/internshup repOTt WA B 50 L s procedures. e
desentnng i detiyl the training expenences, SEET 5L L Ly completed by the 10
‘ns'rﬁmer‘;wmoils ctc learnt in the process 'hc.mpo“ | vechs upon returm fo: new
\xcck ofithe trauiing and submitted wathin the Bt RO BEER

‘, ,

"~

J



semester 1 ate Submission wall NOT be

wnting should he used and s will 1o
8.0 I'raining/internship Progeam:
Upon artival at the mgututon, the tainee 1epoits to the
with hisfher ln.uodlu,n(‘m tetter who miay assign
program gude can hc' used to generate

department

Week
Onc
13 0o-11
10
170611
Two
2000611
10
24-.00.11

Three to Six

i

.-\('tiv_itx!'

Orientation week charactensed by gencral
famihiarization (tour) ot activities ol the
orgamzation/mnstitution/hospital

']:Ilc ll'ilili(‘C/ill[t‘l n designs awaork plan
outlining step by step tasks to be done o
dLhIC\/Ld i the selected study area. This s
done i g‘k\\c co-operation with the assigned

lll\t,r\ 1567

Practicak execution of activities stipulated in

accepred The pronided
@ bases tor mackag, ey

general mian
A SUPevIsor Lo the 1y

work plans specific 1 the g

mplete puyde 1o feporn
LTSN

ager Gn charge of traymng}
inee The tollowma vencral
¢ and the indusiry o

Possible out-come

List of possible projects 1t
LORICS O1 arcas ot study

icmes

Program ol study showing specitic
objecnves of the studsy drea topic or
theme

List of abihties and skills acquirer

2006 11 ok nls . .
1 the work plan. or learnt, inspectors from the
] . .
1507 11 H university are expected 1o arfive
Seven Review ot the objectives stated in week two Data and information on the areas
18"33‘ 1| whether some or all have been done or not | gone through is expected by
2.07.11 Priority is given to uncovered areas or UNIVErSIty SUpervisors
aspects jot properly mastered i the
: t.raining/jmcrnshi_p. )
Eight Compilation of draft Report Draft report (manuscript)
23,0714 Y
; |
2907.11 { ) o
Nine Typing nd editing of Report Draft report (tvped)
01.08.11 :
10
05.08.11
Ten Hand over and departure week. Final report Fully completed and signed report
08-?:' 1 gtlxr'ec cgpies), signing by supervisor.

120810,

i

1

@) . e ree .
@‘@] Phases in Industrial Training/Internship:
? |

Q/‘\{ 1 Orientation phasc

=e student with lhu assistance of the supervisor undergoes
° qrganization 's scctors and acquaints
szam/m:on/msuumqn and its activiues or businesses it s 1
)udcnl should be fafmhar with the area, theme or subjec

,_during the training/indernship
(U,@ e ining/ing :

&<
(N

!
}
!
'

> ith the g,uxcral kn )
e involved in At the end of which the

. .
1 he/she is going 1o concentra

a tamiliarization tour of all the
owledge about the

¢ on
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$.1.2 Drganication phmc’
Hwixluduu (in Lol!dbmdtmq with the supervisor i mdustry/orgamisation/ Insttution) (s gx i
: S Exhecie
o develop a training plai or program that describes how the tranung/interns| peetec
conducted. This plan includes a description of the host Organisation/inst i s be
project(s) or activities i \leLh the student willhe involved 1'he plan has 1 ;3\:[1‘0“ ‘mdd ';‘ the
supervisor in the industry/organisation 1o sh ‘i , APToved by the
p yiorg OW the areas, objectives and activines ot the studem
8.3 hmplementation phase
In prneiple the student exequres the plan as decided upon by the supervisor in the field
s
8.4 Cowmpletion phase
The student compiles an industrial traming/internship re port to be submitted 1o ihe uversity
The report should be sngnt.d by the student, supervisor and inspector and three copies should be
puntui spiral bound One cnpy remains in industry/organisation/institunon/he pital the second
15 a student’s copy ;and tha third is submitted 10 the supervisor for marking tnsure that you
submit your report ,for nmiknn:, in time. Human Nutrition, totel, Fashion & design students
should submit reports to 1lu,|r head of department’s office or co-ordinator and sign on submission
while students of At & Inc{pstml submit to their sections or head of department’s office
|
8.1.5  Assessment: {
The University will:send a member of statf as an inspector to assess the student’s performance in
the industry/organiation/ipstitution. Inspectors will be expected in the industrv/organisation
institution  from the secdnd week and may visit the student two 1o three times Th
training/internship will be assessed out of 85% and the report book out of 15%. The final score
will be an average of the sypervisor’s mark and the inspector’s mark
8.1.6  Contacts: -
Students should beiin conthict with their heads of departments & coordinator for the exercise The
following are contacts for [ihe heads of departments & coordinator
SN | Department B Name | Ttephone
! | Chotrman TTLSP Mr David Mugica, 071286” R"
2 Dean. Facultv of Vochtional Studies | Di. William I [-.‘pciu 0774”'“}1?' '
3 HOD Human Nutritiop Mrs Tenhwa Florence ()7‘5 1439 |
-':t o H()D At & “ndustrial Dest n M Kimani \1_1}!1_"_1 0772692 e
o 4 i o O
= 5 {77 Coordinaor Mrs Efa Cocly —_[0772319%1 |
A Art & Idustrial Desi 1((‘ordnmlor) o) | Mr Mutung: | 0772502323
CONB: ! .
=N B : ! . o el A the IT/nternship
=« If you change the place of Industnai Fraining/lntership. nonfy the
2 coordinator umnudml«.l\ b
5 the seventh week 1 E
E—}% + ltno mskn,ctor has come to your place of traimng/internship h\;[()l)\ mmediately
= Friday 8% July 2011, notity the I T/imernship coordinators oF
S
oy
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