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competence areas emphasized by the hotel respondents were technical skills, 

communication skills, team concept, problem solving skills and attitude. The study 

findings were in line with the views of Riley (1996, p. 2) who observed that the 

hospitality sector has unique characteristics in that the skills required are specific to 

the industry and a range of skills are required for a single occupation. Similarly, 

Wagen (1995, pp. 5-9) supports Riley ' s observation by stating that the most important 

skills or key competences required by the hospitality industry, in addition to the 

technical skills included; planning and organization skills, communication skills, 

teamwork concepts, knowledge of and respect regarding multiculturalism, skills in 

collecting, analyzing and organizing information, mathematical skills, problem 

solving skills and an ability to use technological equipment. 

Although the above key competences were reflected in the aims, objectives 

and course contents of the hospitality curriculum of both universities under study the 

employers indicated that they were not satisfied with the performance of university 

hospitality graduates. From the study findings employer dissatisfaction was found to 

be attributed to more of the training methods and lack of resources than inconsistency 

in aims, objectives and content of the curriculum. Interestingly, this point of departure 

between the world of work and educational institutions is not a new phenomenon. 

Different Scholars theorize the linkage between higher education and the world of 

work differently. Some posit that the educational system should be functionally 

tailored to produce workers that are suitable (in terms of Knowledge and skills) for a 

given productive economy (Blang in Ugwuonah & Omeje, 1998; Billet 2003, p.13) 

This implies that the criterion of measuring the success of the educational system is 

the degree to which the schools provide trained personnel to fill the needs of firms. 

Other scholars such as Teichler cited in Ugwuonah & Omeje, (1998) disagree with 
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this stance as a simplistic view often biased by the selfish interest of employers which 

subjects higher education institutions to serving the employment system in a narrow 

way. 

On the other hand, the moralistic or liberaJ perspective originally associated 

with the American educationist, Dewey cited in Ugwuonah & Omeje ( 1998) argues 

that schools should serve the ideals of providing a moral education dedicated to 

human development and democratic ideals without specific reference to the needs of 

the employment market. This implies that effective work skills could at best be an 

important ' by-product' of the training and not the main focus of educational curricula. 

ln other words higher education curricula should not be structured to suit specific job 

descriptions and types of employment offered by the society. Instead functional 

competences should be achieved through formal on-the-job training, in-service 

training, and work experience. 

The vocational relevance versus management competence discourse is 

summed up in the European practical-oriented curriculum on one hand and the Anglo­

Saxon curriculum which emphasizes professional management skills on the other 

hand. But since investment returns are the ultimate guide for education decisions, 

families and societies always attempt to make certain that education is vocationally 

relevant so as to attract competitive reward, which explains the contemporary thrust 

for vocationalization of education. In my view an adoption of a combination of the 

European and Anglo-Saxon models would be a satisfactory way forward in 

addressing the practical concerns of the employers as well as the modern management 

needs. This explains the dire need to bring the industry on board in matters of 

hospitality training in particular and vocational training in general for better 
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understanding of the complexities in the learning arena. Such an understanding would 

lead to educational decisions that would not be contested by the prospective 

employers. 

5.2.3 Methods of learning/teaching and assessment 

Student respondents through their own voices indicated that they were not 

comfortable with the teaching methods which they reported to consist of mainly 

theoretical straight lectures. Though course units such as food production and service 

had practicums, over 65% of study time was devoted to theory and only 35% of the 

time was allocated to practical sessions. The ideal situation of vocational education 

and training advocated by Campus Review March (cited in Chappell 2004, p. 4) 

emphasizes use of varied pedagogical strategies which incorporate; small group work, 

discussion, debate, practical problem solving, the presentation of alternative 

perspectives, sharing of information, reflective practice, cognitive apprenticeships, 

modeling, mentoring and coaching. Similarly, Mjede (2006) places emphasis on 

learning through activity and collaboration. Mjelde argues that, "Learning through 

practice and experience-by trying and failing and through action - is the basis of true 

learning."(2006, p.23). I agree with this view if the concerns of how the curriculum 

addresses the head, heart and body, (Kakuru, 2003) in preparation for the world of 

work is to be addressed. 

On assessment methods, the study revealed that in both training institutions 

evaluation was based on two course work tests per semester and an end- of- semester 

examinations constituting 30 % of the marks and 70% respectively. As proposed by 

Kvale (cited in Daly, 2009), continuous and self-assessment is more accurate than 
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tests and exams. Kvale argues that learners can be taught to self-assess against the 

quality of goods or services produced by the master/mentor who is training the 

learner. This view is supported by educational theorists such as Dewey, Piaget and 

Vygotsk:y, who regard learning as the active construction of knowledge and skills by 

learners through experiences as they learn personally and in relation to existing 

knowledge among their peers and in the wider society (Campus Review March cited 

in Chappell, 2004) This argument also corresponds to Bergli, Frnyland and Larsen 

who documented that "tests tend to encourage reproduction of acquired knowledge 

and do not promote independence and self-reliant learning" (1997, p. 34). In the 

context of the hospitality trade staff is judged in terms of what they can produce or 

quality of services they can individually provide. Such a situation is the reason I agree 

with the arguments put forward by Kvale; Bergli, Frnyland and Larsen in defence of 

continuous (practical) and self-assessment as better assessment methods than 

examinations and tests. 

5.2.4 Allocation of time and space to practicals and theory 

Based on the review of the curriculum document 65% of the learning time was 

devoted to theory while practicals took 35%. On the other hand reports from students 

and instructors and my own observation during a period of three months in the 

university settings I found that the practicals were carried out once a week for three 

hours while the rest of the week was allocated to theory. This was evidence that 

students did not get enough exposure and practice to prepare them for the jobs they 

were expected to occupy. Moreover, industrial training took only three months. The 

hotel respondents as well suggested that the training institutions needed to allocate 

industrial attachment a longer period in the university timetable. In addition follow up 
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of the trainee' s progress at work places required the joint effort of both the training 

institutions and the workplace managers which was not the case. The above findings 

were in stark contrast to the ideals of vocational training as noted by Mjelde (2009) 

that learning by doing in a social setting with cordial teacher /learner interaction 

through activities and tasks leads to better acquisition and mastery of skills, know 

how and positive attitudes required for vocations and consequently for the world of 

work. Mjelde' s view is consistent with Bergli, Frnyland and Larsen, (1997, p. 36) 

who suggest that an adequate supply of graduates with appropriate knowledge and 

skills required by the world of work can be attained if an "action competence" 

conceptualization is implemented". What they are talking about is re-orientation in 

curriculum thinking from subject-matter to core skills. In such reorganization 

functional knowledge and skills are put at the top of the curriculum agenda. 

Functional knowledge and skills give primacy to personal competence generated from 

solving real tasks. The concept favours pedagogy in which practice precedes theory 

and knowledge develops inductively as the learners gain experience and learn to value 

related theoretical knowledge. ln agreement, Jarl Bengtsson (cited in Bergli, Frnyland 

&Larsen, 1997, p.28) notes that the "action competence concept", has found support in 

international trends which justifies the need for Ugandan universities to devote more 

time to the practical learning or do outreach work in the industry so as to better equip 

the students with relevant learning experience. 

5.2.5 Availability and appropriateness of resources. 

Lack of appropriate facilities, equipment training materials and teaching aids featured 

as a major hindrance to the effective delivery of particularly the practical components 

of the currricula. In food production demonstration kitchens for instance, most of the 
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available equipment was found to be old, outdated and not appropriate for training in 

different cooking methods. These findings were in line with Ugandan Government 

policy that is predicated on the view that there is urgent need to rehabilitate and 

strengthen the existing infrastructure and to increase the levels of provision of 

equipment and materials (Uganda Government White Paper, I 992, p. 130). 

Surpisingly, not much attention has been given to the hospitality training in Uganda in 

terms of funding yet this sector contributes significantly to the GDP and is the fastest 

growing industry (Uganda Investment Authority, 2009). 

By contrast, the in house-training in hospitality service establishments is based 

on a task approach using modern equipment which enables learners to easily master 

the required skills . In Uganda, apart from the dramatic lack of equipment and training 

materials, one issue that cries out to be addressed is the lack of workplace experience 

in the young labour force. This is in stark contrast to other parts of the world like 

Norway for instance, where working life as a learning arena is once again central to 

vocational training and education (Mjelde, 2006). What is being pointed out here is 

that the apprenticeship tradition as meaningful learning option has regained emphasis 

through educational reforms. ln my view, formulating strategies at national level to 

motivate industries to support apprenticeship programmes can address the problem of 

lack of workplace experience in the young labour force. This way, learning in 

classrooms and learning at workplaces can jointly be undertaken with both teachers 

cooperating to produce graduates that meet industry skills needs. 

The issue of shortage of competent trainers with work experience was also revealed 

by the study. From the analysis of the curriculum document at MUBS for instance, 
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out of the 33 lecturers, who teach the programme, eight had a hospitality background 

and 25 did not. There were four staff with PhDs out of the total number of 33 and 

those with PhDs had no hospitality background. The study also revealed that some of 

the trainers had not been adequately exposed to pedagogical training, save for the 

Training of Trainers (T.O.T) course which took place once a year over one or two 

days. These findings corresponded to a report by MUBS9
, that currently in Uganda we 

have no single Professor in the area of Hospitality and Tourism disciplines. Moreover, 

Mjelde (2006, pp. 192-193) points out that Vocational teachers have not had a 

formalized way to develop the vocational portion of their teacher training. Effective 

Vocational teachers are expected to have the double practice of vocational 

competence and teaching competence which was not the case at the universities under 

study. Although the universities tried to solve thjs problem by employing vocational 

instructors with industrial experience to conduct practicals, the bulk of the teaching 

staff had no hospitality vocational competences. Further research in hospitality 

trainers' competences in Ugandan universities could throw some light on the issue of 

current phenomena with regard to the hospitality pedagogy. 

5. 2.6 Challenges in hospitality training at universities 

The major challenges in hospitality training were identified as attitudes towards 

hospitality as a profession, the mobilization of training resources, proactive responses 

to globalization and international competition, gender mainstreaming in hospitality 

9 Downloaded on 2/11/2010 from 
http://grc.mubs.ac. ug/index. php?option=com _ content&view=article&id= l 4&Itemid=29 
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training and industrial linkages. These cha1lenges are common to a11 institutions 

offering vocational education as pointed out in the Uganda Government White Paper 

(1992, p. 130), Egau (2002) and Longe, Report (cited in Ugwuonah & Omeje, 1998, 

pp. 4-5). In comparison, at workplaces the respondents articulated the challenges of 

human resource development with regard to the hospitality industry under thematic 

attributes such as lack of skills considered relevant to the industry needs, poor attitude 

towards the hospitality profession, low pay, gender participation and the unique 

nature of the hospitality labour market. These views were similarly expressed by 

Talemwa (2009) who lamented that most of our students are not yet proficient in the 

running the leisure industry, a contention supported by (Wolfgang, 2008). 1 concur 

that there are competence gaps to be addressed based on my personal work experience 

and the research findings. The hotel management course is expected to be more 

practice-oriented, but despite tills expressed aim, student respondents too, lamented 

that there was too much theory. Lack of investment (resources) was highlighted as the 

challenge to be surmounted to make the course more practical. 

5.2. 7 Attitudes towards hospitality as a profession 

The respondents who had negative attitudes towards the hospitality profession were 

all females. This was contrary to the gender stereotyping theory that certain 

professions like nursing and catering were considered a comfortable female domain 

(Equality Commission for Northern Ireland, 2007, pp. 1-2). It is true that in Ugandan 

hospitality training too, female enrolment was predominant, but the reason for the 

negative attitude from the female students was unexpected. All the male respondents 

on the other hand expressed positive attitudes. In general, the study' s initial 

assumption that there was negative perception towards the hospitality profession was 
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disproved by the findings. The third-year students, the targeted respondents, had 

perhaps come to like the profession by the time they reached their final year of study. 

This may explain why the results differed from the Egau's (2002) observation that 

there was a negative attitude towards vocational education in general. This argument 

is substantiated by the trainers' indication that most students had a negative attitude 

when they had first joined the university but they tended to appreciate the profession 

in due course. The reasons for negative attitude were identified as the lack of career 

guidance and information, shortage of role models, low pay, heavy work, and peer 

disapproval of the course. Perhaps much of the negative attitude came from the 

professionalist ethos of the university setting, that is, the traditionally ingrained 

preference for courses considered prestigious such as medicine, engineering, 

information technology, business administration, law and accountancy. This implies 

that proper career guidance and information at pre-tertiary levels of education can 

address the problem of the negative attitudes towards vocational education. This 

entails addressing the contradictions and complexities of formal education and 

attitudes to vocations rooted in Uganda's colonial history as the importance of 

practical, technical and flexible education for a thriving Uganda in the twenty-first 

century cannot be over-emphasized. 

The reasons for positive attitude ranged from availability of employment 

opportunities, better chances of self employment through practical culinary skills, 

rapid growth of tourism and the profession not being flooded with graduates. 

Research findings from the hotel respondents revealed that most university hospitality 

graduates joined the industry with high expectations but ended up despising the 

assignments or tasks involved in the jobs that they occupied. The indicators for this 
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phenomenon were the high rates of drop-out or staff turnover of graduates. The 

managers interviewed reported that the negative attitude was partly due to the general 

low pay rates compared to other trades and the unique nature of the trade which 

entails hands on tasks and unsocial working hours. The hotel managers who were my 

respondents described industrial attachment trainees' attitudes as negative and 

indicated that they did not have much control over them (trainees) since they were not 

on their pay roll. They also indicated that the folJow-up of trainees by their academic 

supervisors was not adequate. This corresponded to Mjelde ' s argument in the 

quotation below: 

Despite the fact that the master-apprenticeship system and learning through 
social practice is conspicuous in everyday life of vocational students and 
apprentices, whether this is at a workshop in the vocational course of studies, 
at workshops where apprentices are located or in adult education; it seems as 
though these two worlds belong to two entirely different physical and 
semantic universes without any dialogue occuring between them ... (2006, p. 
22). 

l agree with Mjelde' s Vlew based on the research findings as well as my work 

experiences. The "laissez faire" attitude alienates the world of work from the world of 

school which partialy explains the inability to produce graduates with attributes 

needed by the industry. 

5.2.8 Training resources mobilisation 

In both institutions under study the trainers indicated that one of the major challenges 

was the lack of equipment and the shortage of materials, particularly for practicals. 

This was attributed to inadequate funding. The funding problem was identified as the 

meager allotment of university resources (generated from tuition fees though at 
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MUBS, a public university, the government contributed 30% of the total funding to 

the university which then decided how much to allocate to each study programme). 

Research findings revealed that there were no strategies in place to mobilise the 

necessary financial resources (from either public or joint public-private sources) for 

effective delivery of the curriculum which is expected to be predominantly practical 

oriented. The trainers indicated that the university authorities often complained that 

the catering and hotel management programme was too expensive to fit within the 

university ' s chronically inadequate financial resources. This situation was not unique 

to hospitality training as the Uganda Government recognizes the urgent need to 

rehabilitate and strengthen the existing infrastructure and to increase the levels of 

provision of equipment and materials. (Uganda Government White Paper, 1992, p. 

130). However, with the budgetary constraints of government expenditure, the 

training institutions would do better to explore private partnership possibilities and 

income generating projects to mobilize training resources to supplement government 

efforts. 

5.2.9 Globalization and international competition 

The study revealed that the hospitality industry and hotels in particular have unique 

characteristics in terms of what they expect with regard to competencies in their 

labour force, according to standard global operating procedures. With the historical 

linkage between Uganda and Britain most of the courses and programmes were 

designed along the lines of the western education system (Kakuru 2003). One would 

then expect such carricula to meet international standards. However, Ugandan 

university graduates are considered unable to compete internationally. For instance, 

Mangeni (2009, p. 2) noted that within the East African region, Kenyan hospitality training 
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has proven to be the most relevant to the region' s labour market needs. Kenya supplies the 

region with hospitality manpower, particularly at management and supervisory levels through 

the graduates of the renowned Utalli College. 

Mangeni's arguments correspond to those of a Uganda Investment Authority which 

documented that: 

At a regional level, Ugandan graduates are outclassed by the Kenyan 
graduates because of their practical orientation. This results from the failure of 
local training institutions to provide education that meets the expectations of 
the business community. At the international level, Uganda' s graduates are 
rarely recognized as being practical. Yet, globalization and emergency of 
regional trade blocks require that in the future the labor market will remain 
open with the more competent personnel taking on jobs across boundaries 
(Uganda Investment Authority, 2009). 

I concur with the above observations based on expenence as a practicing hotel 

manager. Sourcing of managerial hotel staff locally always resulted i.n failure. This 

led to poaching from other hotels or turning to importing skilled labour. Such a 

situation meant that Uganda graduates remained unemployed yet universities and 

other tertially institutions continued to turn out over 1000 hospitality graduates 

annually (Uganda Investment Authority, 2009). This is an indicator that the 

hospitality curriculum did not address the labour market needs both locally and 

internationally. 

5.2.1.10 Gender mainstreaming in the hospitality profession 

The higher percentage of females in the catering profession at the universities 

corresponded to the gender stereotyping theory (Strauss in Mjelde, 2006) that women 

tend to get confined to their traditonal sphere of activity. On the other hand the low 

percentage of women in top management of hotels tended to support the argument put 
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forward by Anderson (1986, p. 26) who has shown that in the world of work, studies 

have revealed that some employers refuse to hire even well trained women due to 

prejudice, worrying that they will actua!Jy not be able to do the job. I concur with 

Anderson ' s argument based on the current study in terms of responses of top hotel 

managers who indicated that they preferred employing males to females . The females 

were typically dominant in housekeeping departments, a fact which underpinned the 

observation made by Bridenthal, Grossmann and Kaplan (cited in Mjelde, 2006) and 

Fukuyama (cited in Mjelde, 2006, p. 130) that gender-based stereotyped divisions of 

labour remain alive in contemporary societies. Reasons given for male preference 

ranged from frequent absentisms of female staff due so sickness, family 

commitments, maternity leave, and their unwillingness to engage in heavy work. This 

implies that there is gender bias in employment opportunities although there was no 

explicit policy to bar either gender from occupying any position. Since university 

hospitality student enrollments reflected a higher percentage of females (69%), it is 

ironic that at the workplaces the numerical situation is reversed at the managerial 

level. The question then is where do the female hospitality graduates end up? These 

initial research revelations suggest there is need to carry out followup studies to 

establish what work the hospitality university graduates (especially those interviewed 

in this study) are engaged in. 

5. 2.11 Institutional linkages in hospitality training 

The hotel managers interviewed emphasized the need for training institutions to 

closely work in collaboration with hospitality establishments in their training 

programmes since the training institutions did not have the capacity in terms of 

equipment and materials for effective training. They indicated that training 
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institutions simply sent trainees with letters requesting perm1ss1on for industrial 

training placement but the institution administrators had not made adequate strategies 

to forge more collaborative networks and linkages. On the other hand the training 

institution administrators indicated that they at times did not receive positive 

responses in their attempts to establish meaningful partnerships with hotel 

establishments, especially where there were financial implications. This implies that 

there is need for establishing linkages between schooling and workplace for 

promoting skills development as pointed out by the Longe Report (cited in Ugwuonah 

& Omeje 1998, pp. 4-5) which observed that in spite of the increasing proliferation of 

universities during the past decade, it is evident that the profile of links between 

higher education and industries especially in the areas of development and utilization 

of skilled labour have not been meaningfully investigated. This report further states 

that in fact, the original objective of universities serving as centres for generating 

innovative knowledge and personnel requisite for creating new productive systems 

and on the other hand producing graduate manpower to help in maintaining these 

systems, especially in industries, tends to be rapidly compromised. The onus to 

change this situation is on both the training institutions and the industries. 

5.3 Conclusions 

Before drawing conclusions it is relevant to reiterate the purpose of the study, which 

was to examine and analyze the hospitality curriculum at university level and assess 

how it addresses the industry skills demands. The research questions posed were thus: 

1. To what extent do the aims, objectives and content of the hospitality 

curriculum at universities reflect the industry competence needs? 
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11. Do the mode ofleaming/ teaching, and resources in the unjversities adequately 

cater for the knowledge and skills required in the world of work? 

11i. What challenges do universities face in the processes of imparting knowledge, 

skills and attitudes relevant to the needs of the hospitality labour market? 

With regard to the first question, the study established that although the curriculum 

development processes and subsequent reviews did not fully involve all the relevant 

stakeholders, the universities documented aims, objectives and content to a great 

extent reflected the competence areas expressed as desirable by the hotel respondents. 

In view of the study findings, the logical conclusion I arrived at was that the mismatch 

between industrial expectations and the outcome of training institutions was more of a 

result of inappropriate teaching methods and inadequate/inappropriate resources. 

However, lack of wider stakeholder consultations involving the industry contributed 

to inability of training institutions to meet the expectations of the world of work. 

Turning to the second question, the study identified significant gaps to be 

addressed with regard to the mode of teaching and learning. The contact hours 

allocated to practicals were established to be inadequate. This was largely attributed 

to the lack of appropriate equipment and materials within the training institutions. The 

industrial training attachment period was also too short to provide a meaningful 

industrial experience. Additionally, shortage of trainers with hospitality background 

was evident hence the lack of employment of varied pedagogical teaching/ learning 

methods relevant to the industry tradition. However, although the concern of lack of 

practical skills required by the hospitality industry as articulated in the problem 

statement supported by (Wolfgang, 2008; Talemwa, 2009) was justified, the 

university on the other hand is expected to produce innovative managerial personnel 
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who possess wider know]edge with critical thinking and problem solving abilities. 

Hence the extent to which practical skills should be emphasized should not 

overshadow the role of universities in serving the wider industry management needs. 

On the third question, the major challenge was lack of resources but also lack of 

collaborative institutional and industry linkages were challenges to be surmounted. 

Efforts aimed at capacity building in hospitality human resource require a public­

private partnership where Government, the industry, the training institutions and other 

stakeholders support each other. Furthermore, negative attitude on the part of the 

university graduates towards the industry featured as a challenge to be addressed by 

the educationists and government while on the employers ' side low pay rates 

compared to other trades was identified as a demotivating factor to those who may 

aspire to join the industry. Finally, though they were no specific policies to bar either 

gender getting placed in any position, there was evidence of gender inequalities at 

work places where employers preferred to employ men especially at managerial and 

supervisory levels yet universities registered dramatically higher female erollments 

and gradua6on in the hospitality trade. Formulation and implementation of stategies 

to address the highlighted training/skills gaps and challenges are necessary in order to 

improve the hospitality industry' s human resource base. 
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5.4 Recommendations 

a) For the industry 

• Employers should recognize the role of university education in providing enlightened 

personnel who can think critically, work independently and responsibly and 

contribute to advancement of the industry. 

• Employers need to work closely with the universities by offering more industrial 

attachment opportunities and participate in training needs assessment. 

• Employers need sensitization to address gender biases and stereotyping in the 

hospitality profession in order to increase female university hospitality 

graduates' involvement in all supervisory and managerial positions. 

b) For the training institutions 

: Universities should endeavour to bring all stakeholders on board in the 

curriculum development process to ensure that the aims, objectives and 

content of the university curriculum fully address the national and industry 

needs. 

• There is a need to make the programme more practice-oriented. This could be 

done by increasing the practical contact hours at universities and extending the 

industrial attachment period to at least six months (3 months in second year 

and 3 months in third year) . 

• There is a need for the university administrators to incorporate income generating 

units or projects in the practical components of the training. 

• Universities should establish meaningful linkages with employers, other 

hospitality training institutions and donor agencies to open avenues for 
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resource mobilisation and discussion of issues of improving hospitality 

training in Uganda. 

c) For the government 

• The government should give incentives like tax waivers to hospitality establishments 

that can financially support training institutions. 

• The government needs to increase financial support to hospitality training to 

improve facilities, equipment and practical training materials. 

• Government, through the Ministry of Education and Sports, should sensitize 

youths at pre-tertiary school to enable them develop positive attitudes towards 

vocations, practical professions and vocational education. 

• Government should commission and fund action research for the purpose of 

improving hospitality training in Uganda. 

5.5 Suggestions for further research 

• Similar studies should be carried out in other public and tertiary institutions 

offering hospitality training programmes to assess the relevancy of their 

curriculum with regard to the industry skills demands. 

• Studies should be carried out in teacher training institutions to establish 

whether there are programmes that cater for hospitality trainers. 

• Studies can be carried out in the organizations mandated to ensure conformity 

to educational and training standards to assess what systems they have in place 

for quality assurance in vocational education. 
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• Tracer studies to examine the relevancy of the university hospitality training 

can be commissioned by the universities to find out where their graduates end 

up. Such studies can provide useful feedback for re-designing the hospitality 

curriculum in Uganda. 
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Appendix i: Interview Guide (For instructors) 

Dear respondent, 

I am a student of Kyambogo University pursuing a Masters Degree in Vocational 

Pedagogy. [ am carrying out a study on the hospitality on training cu"iculum ruu/ 

/tow it addresses the industry skills demands. 

I kindly request you to provide the necessary information that will help you and me to 

assess the hospitality training in Uganda in relation to employability. 

The information given will be treated with utmost confidentiality. 

Thank you. 

OEMOGRAPIDC INFORMATION 

Age: 20-30 r=JJl -40 CJ41 -50 D 51 above D 
Sex: Male D Female CJ 

3. What is your professional field? 

4. What is your highest level of education? 

5. For how long have you been an instructor? 

6. Have you worked elsewhere before joining the teaching profession? 

Explain 

7. Are you a part time or full time instructor? 

8. What course do you teach? 

9 Do you know when this course was introduced? 

10. What is the total number of students in the course you teach? 

11 . How many are girls how many are boys? 

12. Jn your opinion what is the reason for this difference? 

13 . How many staffs teach course units in this progarnrne? 

14. How many are male and how many are female? 

C URRICULUM PLANNING- AIMS, OBJECTIVES AND CONTENT, 

15. What curriculum model do you follow at this university? 
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16. What are the aims and objectives and content of the hospitality curriculum you 

are following? (Avail documentary evidence) 

17. Who is involved in designing/ planning the curriculum? 

18. What are major considerations that influence the curriculum planning of the 

programme? 

(INTEREST, ABILITY OF LEARNERS/TRAINERS, FACILITIES, 

FUNDING, TRADITION, SOCIETY NEEDS, STRUCTURE OF 

HOSPITALITY INDUSTRY, WIDENrNG CHOICE, CHANGE lN 

UNIVERSITY GOALS, SUGGESTIONS FROM CURRICULUM 

EXPERTS) 

19. What are some of the ways used to determine whether the curriculum 1s 

successful or relevant? 

20. Is evaluation used to influence future planning of the course? 

21 . Are there departmental meetings where curriculum issues are discussed?( TO 

COMMUNICATE DIFFICULTIES.CHANGES IN CURRICULUM) 

If so how often are such meetings held? 

Has there been any curriculum revision? 

Who is involved in its revision? 

22. What course units are offered under the leisure and hospitality programme? 

23 . Which are the core course units and which are electives? 

24. What are the admission requirements for the course? 

LEARNING AND TEACHING METHODS 

25. How is the programme organized with regard to; 

a) Semester/session/terms? 

b) Lectures and or practicals (time allocation/time use)? 

26. What teaching methods do you use in this course? 

27. Do you have any orientation training or guidance for new lecturers by the old 

(senior members of staff)? 

28. How do your students get to know what they are supposed to do? 

29. Do you involve your students in the planning of their learning activities? 

30. How are the learning tasks/activities supervised? 
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31 . What methods are used to assess students learning? 

How often is the assessment done? (CONTINUOUS, SEMESTER) 

32. Are there any awards for recognizing outstanding students? 

33. Do your students go for industrial training? 

How are the work places for industrial training identified? 

How often is this done and how long does it take? 

How is industrial training assessed? 

TRAINING RESOURCES. 

34. How is the programme funded? (FEES, DONORS, OTHERS). 

35 . What kind of facilities do you have for hospitality training? (TOOLS, 

EQUIP"ME.NT, MATERIALS, WORKSHOP SPACE, PROTECTIVE WEAR, 

UNlFORMS)- Avail list ........ . . ......... . ..... . ........... .. .... . . 

36. Are the facilities adequate? 

37. Are there any safety and hygiene measures in place? 

38. Are there support training materials for the programme?(AUDIO-YISUAL 

AIDS, TEXT BOOKS, PAMPHLETS, TRAINING MANNUALS) 

3 9. How is the welfare of staff and students catered for? 

CHALLENGES 

40. What is the general attitude of students towards tills course? 

41 . Are there any gender participation challenges in this course? 

42. Does this university have any policies in place to promote gender 

equality/equity? 

43. What challenge(s) do you face in the teaching processes? 

44 Are there specific challenges faced in securing industrial training placements? 

45. How are you overcoming the challenges? 

46. Do you follow up your students to know what kind of activities they are 

engaged in after graduation? 

47. Does this university have any collaborative link with any hospitality work 

place, rofessional bodies or institutions? 

Thanks for your time!! 
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Appendix ii: Interview Guide (For students) 

DEMOGRAPIDC INFORMATION 

1. Age: 20-30 D 31- 40 CJ 41 -SO D 51 above CJ 
2. Sex: Male D Female D 
3. Course of study .................. . .. . .... . . . .... ........................ . 

4 . Course duration ............................. .. ....... . ..... . ........... . 

5_ Year of study .. . ...................... . .................................... . 

6. At what level of education did you join the Course? 

LEARNING AND TEACHING METHODS 

7. What daily learning activities/tasks are you involved in? 

8. How is the time allocation between theory and practicals? 

9. Are you interested in the course activities you are undertake? 

10. What methods of teaching are used by your trainers? 

11 . Are you comfortable with the teaching methods used? 

12. Do you usually learn in groups or individually? 

13. Which tasks do you perform individually 

14. Which tasks do you perform in groups, teams? 

15. How do you get information on learning tasks to be performed? 

16. How is the learning supervised? 

17. Are you involved in the planning of your learning process? 

18. How is your level of achievement in a given learning task or group of tasks 

assessed? 

19. How often is the assessment carried out? 

20. What do you have to say about the methods of assessment? 

21 . Have you undergone any industrial training? 

If yes, where did you carry out the industrial training and how long did it take? 

How did you secure the industrial training placement? 

Are your trainers involved in monitoring the industrial training progress? 

Is the industrial training component integrated in the overall course 

assessment? 
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Is there any similarity between learning at the university and the work place 

you went to? 

TRAINING RESOURCES 

22. What tools /equipment/ do you use in your learning activities? 

23 . Are the tools /equipment adequate? 

24. Are the tools and equipment appropriate? 

25. Do you think there could be other better tools to use? 

26. How do you find the learning space I environment? 

27. What type of materials do you use in carrying out your tasks? 

28. Are the materials adequate? 

If No, what do you do to carry out the assigned learning tasks? 

CHALLENGES 

29. Are there challenge(s) you are facing in your course with regard to learning 

processes? 

30. How are you overcoming the challenges mentioned above? 

31 . Are there any specific issues affecting girls or boys participation m this 

course? 

32. What is your perception of this course in relation to; 

a) Popularity? 

b) Employability? 

33 . Other factors being favourable, could you have chosen another course in place 

of this one? 

Thanks for your time!! 
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Appendix iii: Interview Guide (Employers) 

DEMOGRAPIDC INFORMATION 

1. Age: 20-30 CJ 31-40 CJ 41 -SO C::J 51 above D 
2. Sex: Male D Femalec::J 

3. Name of organization ....................... . ..... . .... . ... . .. ............ . 

4. Star Rating ........ . ............ .. ...... .... ...... . ... ... .. .. . .............. . 

5. Department. ..................................................................................... . 

6. Designation ..................................................... . ........... . 

STAFFING INFORMATION 

7. How many employees are in your department? 

8. How many are male/female? 

9. Do you employ any hospitality university graduates? If yes, in which areas 

are they placed? Where did they train from? Are their specific work 

assignments related to their field of study? 

10. Do you have any in service training or apprenticeship programmes? 

If yes, which core competences are targeted in your training? 

11. Does your organization have any link with any university training hospitality 

professionals? 

12. In your opinion what would you recommend as possible strategies to 

improve hospitality training at higher institutions oflearning? 

CHALLENGES 

13. What challenge(s) do you face in sourcing and placing the right staff? 

14. How are you overcoming the challenges mentioned above? 

l 5. Are there any specific challenges in placing men or women graduates in 

certain positions? 

Thanks for your time!! 
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Appendix iv: Letter of permission from MUBS 

MAKERERE UNIVERSITY BUSINESS SCHOOL 
Plot ~1111\ Portbell Rood. P 0 . Box 13J7, Kampala-Ug:\n<h 

Phone· Din" !.tn<o +2'il~41 t -??f\783 l>i!n&ral Lmt!·•256-U t-22080R: p,,,. -t!?51l 4 I 450!>!121 

Apnl 15.2010 

0-. Habib "'-ato 
!...yambogo University 
P.O. Box I 
Kya.mbogo, Kampala 

Attn: Mr. Mugoyn Arujab 
:!009/l fDi006/l'vtVP 

Dear Sir. 

RE: RESEARCH ON HOSPlTALlTV TRArNNG CURRICULUM AT UNIVERSITY 

The Depattmcnt of Leisure a.ud I losp1talit). rccehed your let1cr of introdm,-tion from Kyambogo 
University requesting us to ~t \Ir Mu~oya Arajab permission to carry out research CID the 
above topic a1 our place. 

The Department has appreciated his inter.:s1 in the Hospilnlity Sector anJ "c v.ould like tu 
inform you that permission 1~ grantc:J and t.haL he "tU meet the Head of Department lO g.:: 
further guidance and help. 

TI!ank you. 

Yours faithfully. 

'·~-
Samson Omuudu Otcngci 
HEAD 

c.c Dean. FMHM 
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Appendix v: Introduction/Permission Letter 

... ~~cf.! 
~ ,.,,d"'i,.Qo? 

KYAMBOGO • UNIVERSITY 
P. 0. BOX 1 KYAMBOGO 

Tel. 041 - 285001/2 '285037 Fax: 256-41 -220464 
'\Yebsitc: www.kyu .ac.ug 

Kyambogo Uriiversit1) Graduate School 

-/ ~ lh-~I\ l 1 ;;(.c1D Date. ,_,:::.U .... /1!1-JV.. h ... 

To: - I 
....... lh.e .......... tle_t:.t\ ... . ............... -· ··· ·····:r··········· ······ l .... i ... l ... . 

......... .t&t'""*-1w,6;~t .. "!.:-· ~~~ .... c..,,.,.-11 .... h<.-i.f-.t.t.<l-.~ 5 
: :: ::: :. : :::~ .~~: ~~~:~~. ·---~1~~ ~ ~5: :: : :: :·: :.: ::: ::: ::: ::: ::: . :: ::: ::: ::: .::~ ... : 
RE: LETTER OF INTRODUCTION 

This is introduce ...... /\.l.L.t.{~i..~.A ...... ft#...f~.,'.,.l/t~ ...... ........................ Reg 

No .. ,;t~'.0.1.j.H..b }Ct:.l.J n .. \, .f! .... who is a student of Kyambogo University 

pursuing a Masters Degree in Vocational Pedagogy. 

He/She intends to carry out a research on. 

l . \__ - ' . . I ' ..... k.f. Jt\.TI1:J~i:j ., .... I: -".'!:J.~'-'l>:tj .. ... .l.1~.0:1.'°':-M-~t:~~ . . .. N.t::° .. ....... .. . 
. u.Ll, l \-.JM~. v~i,\· - ... u.,,v-c. l. ... . rt. .... t/ .. ...... L fu.1'1.. ..•.. .t:-t ...... v.i"fd~...,.. 

... t.t.1-t .. .... .. l .. :.LJ:6:~ .. 1r.t ... t ~ t .... c.v,.,.~. ~.~.\ ..... ,:fr. .n-.t 41. ult .. ....... .. . 

As partial fulfillment of the requirements for the award of the Degree of Master in 
Vocational Pedagogy 

We therefore kindly request you to grant himlher permission to carry out this 
study m your organisation 

Any assistance accorded to him/her shall be highly ~,iated 
~ 1,,,in')\.0 UNIVhR_:;~ . 

Thank you , i' 1, l" ,.,. 1>-=c:,•'" .. ~1'.'lt ' 

... -' Yours Faithfully, 2010 ,.., -~ , 




