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Work Integrated Learning (WIL) with specific reference to students in the field of Hospitality Management, is an
essential component of the diploma courses offered at the Cape Town Hotel School, a department at the Cape
Peninsula University of Technology. Industry mentors responsible for students on WIL programs must understand
the significance of student mentorship and guidance, and the impact this can make on the trainee. The literature
review highlights the definition of mentorship in the workplace, its importance, and suggestions on what constitutes
best practice in the field of mentorship of WIL students. Surveys were conducted among students and industry
members and results used to ascertain whether students found the industry mentorship beneficial. On the basis of this
investigation, solutions were sought to assist in eliminating problems so far specified and to make recommendations
for future study to ensure improvement in the quality of students’ experiences whilst on WIL programs. (Asia-Pacific
Journal of Cooperative Education, 2012, 13(2), 89-102)
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THE IMPORTANCE OF WORK INTEGRATED LEARNING
The origin of Work-Integrated Learning (WIL) is an important starting point when
investigating factors such as the mentorship of students while placed in industry. Although
Co-operative Education has been around for most of the twentieth century, it was not until
the 1960’s that “more co-operative Education programs started to appear, and many
educators became involved in the creation of these programs” (Haddara & Skanes, 2007, p.
68). Haddara and Skanes also noted that most of the early studies that exist in the literature
from the 1960, 70 and 80 have limited scope. It was only toward the latter part of the 90’s
that research in the area of Co-operative Education was properly examined. During these
decades there was a prevalence of articles about what is believed about co-op but has not
been validated by research or supported by theory (Finn, 1997, p. 38).
The importance of Co-operative Education is highlighted by numerous authors throughout
the world. Abeysekera, (2006, p. 7-15), provides a comprehensive definition of Co-operative
Education, and views it as work-integrated learning in which the time spent in the
workplace forms an integrated part of an academic program of study. Sovilla and Varty
(2004, p. 3), quote The International Handbook for Co-operative Education where it emphasizes
that the primary mission of Co-operative Education is to enhance student learning, i.e. the
quality of teaching. Rittichainuwat, Worth, Hanson and Rattanapninanchai (2010), focus the
attention on reinforcing the importance of integrating the industry and the academic worlds
by collaborating on issues such as curriculum, instruction, and internship. Pratt (1996),
argues that Co-operative Education is an educational philosophy where the formal
integration of work experience into the theoretical curriculum is imperative. This is
supported by Cates and Jones (1999) who suggest that Co-operative education is a
structured educational strategy that progressively integrates academic study with learning
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through productive work experiences in a field related to a student’s academic or career
goals.
Literature often describes WIL in two different terms: work-based learning (Wagner, Childs,
& Houlbrook, 2001, p. 314), and experience-based learning (Beard & Wilson, 2002). Reeders
(2000, p. 205), states that the term WIL was coined to encompass the increasing diversity in
the modes of vocational learning. Spowat (2009), suggests that the vocational nature of
hospitality management is ideal to utilize work-integrated learning as a method of
transferring classroom activities to the workplace. In addition she quotes Crebert, Bates,
Bell, Patrick and Cragnolini (2004, p. 47), and Fleming and Eames (2005, p. 26) in that these
technical skills are then transferred to the real work environment by the students having a
compulsory semester of work-integrated learning.
Alderman and Milne (2005, p. 1), developed a model for WIL and at its core the model
features the links between three worlds of learning, namely interactions between academics,
students and mentors.
This view is supported by higher education institutions in South Africa, who are obliged, in
accordance with the South African Higher Education Qualifications Framework (HEQF),
Department of Education Government Notice No 928, gazetted (No. 30353) 5 October 2007
as policy in terms of the Higher Education Act, to place students for prerequisite WIL: “It is
the responsibility of institutions that offer programs requiring WIL credits to place students
into WIL programs. Such programs must be appropriately structured, properly supervised
and assessed” (Department of Education [DoE], 2007, p. 9). Work-integrated learning is not
an add-on to the curriculum, but an integral part of the Educational process (Groenewald,
2008).
A further definition by Jones and Quick (2007, p. 30), states that WIL is considered an
educational strategy where learning in the classroom alternates with learning in the
workplace and allows for the competencies of students to be developed and nurtured by the
mentors. Reeders (2000, p. 205), defines WIL as student learning for credit designed to occur
either in the workplace or within a campus setting that emulates key aspects of the
workplace. Groenewald (2004, p. 17) stated that in 2002, the National Commission for Cooperative Education offered a more inclusive definition of WIL as a structured strategy
integrating classroom studies with learning through productive work experiences in a field
related to a student’s academic or career goals.
McGlothlin Jr. (2003, p. 41), agrees that the importance of WIL being a part of a curriculum
in a field such as hospitality management cannot be over-emphasized. Students gain
valuable experience by way of applying their practical learning in the workplace, develop
their skills in interacting with fellow workers, customers and management and discover in
which direction they would like to steer their careers.
The South African Qualifications Authority (SAQA), states that:
The National Diploma in Hospitality Management is compiled in accordance with
the core learning areas which will assist in the development of potential managers
with a sound operational background. Operational electives are offered in the
second and the third year of study to provide for specialized areas within the field
of hospitality (p.12).
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According to the Department of Education (DoE) report 151 (2004, p. 190-192), the National
Diploma Hospitality Management must hold a minimum of a half year experiential time.
The Cape Town Hotel School (CTHS) offers two periods of six months each, totaling a years’
worth of WIL for each student.
The researcher recognizes the importance of all the stakeholders in a WIL program, but for
the purpose of this study, the role of the mentor was singled out, since preliminary
investigation by the researcher showed that there was little or no form of dedicated
mentorship for CTHS students by an industry mentor. This hypothesis formed the basis for
this research.
The term ‘mentor’, is derived from Greek Mythology where ‘Mentor’ was the counselor and
surrogate father to Telemachus while his father, Odysseus, was away. Mentor was the key
to Telemachus’s growth by guiding, educating, and protecting him, introducing him to
influential leaders, and teaching him valuable leadership skills (Yahner & Goodstein, 2006).
More recent definitions have developed since ancient Greek times, as highlighted by Meyer
and Fourie (2004, p. 88), who define a mentor as a seasoned senior person who is able to
offer the wisdom of years of experience from which to counsel and guide younger or less
experienced individuals as they move ahead in their careers. He/she does this by coaching,
teaching, advising, prompting, discussion, admonition, and acting as a role model.
Examples of great historical mentors include, Socrates who mentored Plato, who mentored
Aristotle, who mentored Alexander the Great. Socrates uses the analogy when describing
himself, of being a mid-wife assisting the labour of the mind in bringing knowledge and
wisdom to birth (Sapp, 2006). It is clear that great leaders would not have achieved their full
potential without effective mentoring.
It is apparent from authors such as Turner (2004), Gibson (2002), Clutterbuck (2004, p. 12)
and Goodyear (2006), that mentoring is a supportive relationship between a caring
individual with specialized knowledge who shares experience and wisdom with another
person, resulting in personal and career growth.
Nicolaides (2006, p. 7) states that it is ideal that students should be mentored on a one-toone basis where a senior-level industry mentor assists a protégé, over and above the
student’s university mentor/lecturer. Business that intends to implement mentorship needs
to take various aspects into consideration before implementation. These aspects include the
formulation of clear objectives and expectations as well as timeframes for the completion of
the assigned tasks, which should be realistically achievable.
A number of authors identify the various roles of mentors in different ways. The most
suitable descriptions of these roles are offered by Coetzee and Stone (2004, p. 21), who
define the role of a mentor as counselor, advisor, encourager, subject matter expert, friend,
guardian, leader, motivator, role model and knowledge developer.
According to Drahosz (2010), mentorship, coaching and training must be supported by a
mentoring plan which outlines the sequence of events necessary to implement the program.
In addition, the mentoring plan should address how the organization will approach each
step by making use of a set of design principles as listed in the table below.
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TABLE 1
Training Connection (TTC) key design principles
Design
Principle
Relevance

Training Connection
The program is designed specifically to meet the unique
requirements of the organization and its employees.

Top
management
support

Senior leaders recognize the importance of the mentoring
program, and visibly demonstrate their support through their
words, actions and resources over the short and long term.

Systematic
matching
Role clarity

Carefully constructed processes are used to select and match
mentors and mentees.
Mentors’ and mentees’ roles and responsibilities are clearly
defined and mutually agreed upon.

Variety

Mentees experience a wide range of learning activities and
environments.

Technology

Mentors and mentees use the Internet to streamline and manage
the administrative details of their mentoring partnerships.

Evaluation

Processes are implemented to continually evaluate and refine
the program and its components

Source: Drahosz, n.d.
Hillman (2010) claims that the development of a mentoring plan can increase the sense of
personal control that both members of the relationship have or may need. Such plans can be
a systematic way by which to identify expectations (e.g., times for regular meetings) and the
topics or issues to be covered.
According to Alderman and Milne (2005), the mentorship plan embodies the negotiated
agreements between students and mentors. They also state that “The plans are based on the
students’ personal and professional goals. They are not formal contracts but developmental
guides which can be modified, if necessary over the period of work experience” (p.7).
They also state that to enable the mentors to compile a plan, they should consider the
outcomes of the student’s WIL program which can be supplied by the academic institution.
The educational institution should provide the industry placement venue with a mentorship
plan which includes inter alia the needs of the student, learning goals, purpose of the WIL
program, areas of activity, and methods of evaluation and feedback. These guidelines could
form the basis of the mentor/mentee plan in order for effective learning to take place.
Mentorship and the relationship to the learning process of students
Research has shown that successful mentoring relationships can assist individuals in
learning the ropes at an organization, suggests Goodyear (2006).
In her article titled
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“Mentoring: A learning Collaboration”, Goodyear highlights that career mentoring
comprises three functions: career assistance, psychosocial support, and role modeling.
The idea of role modeling is based on the work of Bandura (1986), a psychologist who
studied how people learn.
Researchers in higher education (Ramsden 1987; Ramsden & Entwistle 1983; Entwistle &
Tait 1990; Trigwell & Prosser 1999) have generally agreed that a learning climate which
involves respect for students, freedom to learn and enthusiasm on the part of the teacher
[mentor] encourages a deep approach to learning. It is evident that effective mentorship
closely relates to the success of learning, and correlates with students being guided towards
career development.
Objectives of Work-integrated Learning
Hodges and Birchell (2003, p. 16) mention that work-integrated programs have the purpose
of preparing students for the workplace by identifying and developing the important
competencies employers believe employees need. Duignan (2002, p. 214) and Fallows and
Steven, (2000, p. 75) note that an important objective of WIL programs is to increase the
employability of students and not the academic performance of students.
The Cape Peninsula University of Technology (CPUT) Quality Assurance policy for Work
Integrated Learning (2005, p. 2) lists the following goals:


To promote WIL as a strategy for applied learning.

 To engage in partnership agreements with stakeholders in commerce, industry,
statutory and parastatals in striving to meet the education and skills development
needs for a developing economy.
 To implement and coordinate the formal integration of academic studies with
structured and supervised productive work experience within participating
organizations.
 To ensure that the quality of service delivery at the institution is assured by a
management structure that recognizes and is responsive to legislation pertaining to
educational and labor reform.
 To ensure cost effectiveness and accountability in the resourcing needs and
reporting structures, without compromising the educational and training ideals of
WIL.
 To ensure that the experiential learning component of each program is assessed
in line with outcome based Education principles.
Mentoring and Work-Integrated Learning
For WIL to be successful, each stakeholder has a specific role to play. Nicolaides (2006, p. 7)
agrees with Moody (1997) that the best type of placement program is the one which involves
the hosting business from the outset and where it demonstrates a genuine commitment to
student learning. Students are not to be regarded as “cheap sources of labor” by their hosts.
Nicolaides (2006, p. 4), believes that industry needs to play a greater role in encouraging
WIL experience for students as this provides an ideal opportunity for academics and
Asia-Pacific Journal of Cooperative Education, 2012, 13(2), 89-102
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employers to build long-term relationships and a greater potential for working together to
meet industry needs and wants, as in the tourism and hospitality sector, for example.
According to Gibson, Brodie, Sharpe, Wong, Deane and Fraser (2008, p. 5), the successful
introduction and sustenance of a WIL program requires commitment by all stakeholders
and a clear belief in the positive outcomes and relationships that can be achieved. Charles
(1992, p. 13), from the University of the West Indies surveyed students studying towards
Tourism and Hospitality studies. The data collected indicated that students were generally
satisfied with their career choice, although their satisfaction appears to be decreasing with
time, and they have been most influenced in their views by their internship experience.
In a similar study Barron and Maxwell (1993, p. 5), investigated the responses of Hospitality
Management students before and after returning from a WIL program. They found that
first year students held positive views of their future placement organizations, such as that
the hospitality industry offers career opportunities, the prospect of training, financial
rewards, and job satisfaction. However, the students returning from their Co-operative
Education placements held generally negative views in all of these areas.
Successful mentoring systems rely on competent mentors who are capable of forming
strong, supportive relationships with protégés (Sherman, Voight, Tibbetts, Dobbins, Evans
& Weidler, 2000). They add that mentors, like all strong adult education instructors, should
have a firm understanding of adult learning theory. The chart below defines skills and
knowledge areas needed by competent mentors.
TABLE 2
Skills and knowledge needed by mentors
Skill, Knowledge
Area
Interpersonal

Mentors
are amiable, patient, compassionate, empathic, and
honest, self-confident, are open and friendly.

Communication

can pick up on protégés’ verbal and nonverbal cues,
recognize and understand different communication
styles, and are skilled in conflict resolution.

Listening

are active listeners, listen for what is not said, as well as
what is said.

Content Area

are experts in the areas in which their protégés require
assistance, have a broad knowledge base in their field.
Keep up with current trends and latest research.

Awareness of

are sensitive to protégés’ individual learning styles, are
comfortable with people of diverse backgrounds. Can
accept different points of view.

Diversity
Reflective
Supervision
Skills

engage in self-reflection. Have strong skills in
observing and giving feedback. Build on past
experience to advise and assist protégés with their
current dilemmas.

Source: Sherman, Voight, Tibbetts, Dobbins, Evans and Wiedler, 2000, p. 19
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Selecting a mentor
Mentors can have a significant effect upon the professional development of aspiring young
or mid-career adults. Whether a mentor's impact is positive or negative depends in large
part upon how well informed and skilled the mentor is, and upon the mentor's commitment
and availability (Hillman, 2010).
Sherman et al., (2000, p. 20) state that the process for selecting mentors may be formal or
informal. A formal process may include letters of recommendation from program
coordinators or supervisors and possibly peers; a résumé; and a written statement
describing why they wish to become a mentor and the strengths and expertise they bring to
the mentoring situation. More often than not, however, the selection process is informal and
mentors are selected either because they volunteer or are recommended by their
supervisors.
Whether formal or informal choosing of mentors take place, the following criteria, as listed
by Meyer and Fourie (2004), should be considered by industry when choosing a mentor for
students:
A mentor has a keen interest in the needs and development of subordinates,
and has displayed a good track record with the development of persons within
her/his ambit; has a sound understanding of the organization, its strategic
intent and its functioning; is willing to share her/his expertise without being
threatened by the mentees’ potential; has patience, good interpersonal skills,
and sufficient time to devote to the relationship; is committed to the mentorship
program and is prepared to invest the necessary time and expertise in it; is held
in high regard among her /his superiors and colleagues (p.190).
Barriers to effective mentoring
Michael (2008), states that:
most barriers to effective mentoring and coaching stem from issues of
organizational culture where the prevailing culture is not sympathetic to
mentoring and coaching, or does not fully understand it. Another originates
due to personality issues between those involved in mentoring and coaching
programs. Barriers include poor matching of mentors or coaches to their
protégés; lack of managerial support at higher levels; resentment from those not
chosen to participate in mentoring and coaching programs, perhaps due to a
perception of favoritism; the creation of unrealistic expectations as to what
mentoring and coaching can achieve and the blurring of role boundaries, for
example, between the role of manager and mentor (p.15)
Nicolaides (2006, p. 1) argued that although WIL has barriers in its implementation, it is
highly conducive to a quality education, provided that efficient student mentorship is
undertaken and industry is serious about it.
METHOD
The researcher directed a survey towards students of the CTHS who had completed at least
one WIL program, and could give insight into their experiences in relation to mentorship
while they were placed at selected venues. A survey was also done with the placement
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venues at which these students were placed. The research participants were an integral part
of the design. Qualitative methods were used in order to gain understanding of the
experiences of the research participants.
The respondents to the survey questionnaires were second and third year Hospitality
Management students at the CTHS, who were enrolled for the subject Experiential
Learning (EL) during the year 2010 as well as the industry venues at which they were
placed. The total population for student respondents (N=158) thus refers to all CTHS
students who completed at least one WIL period in industry as part of their diploma
studies during the year 2010. Table 3 shows the group subdivisions.
TABLE 3
Cape Town Hotel School Student Sample
Course
(AC2)

Accommodation

Population

Respondents

59

39

28

27

30

25

12

12

Management 2
(AC3)

Accommodation
Management 3

(FB2)

Food & Beverage
Management 2

(FB3)

Food & Beverage
Management 3

(PC2)

Professional Cookery 2

24

23

(PC3)

Professional Cookery 3

5

5

Goddard and Melville (2009, p.35) state that “samples must be representative of the
population being studied.” The questionnaire was administered in a classroom
environment for each of the above sub-groups, with a total of n=131 respondents.
Shillingford (2006, p. 29) states that a common instrument for observing data beyond the
physical reach of the observer is the questionnaire. A questionnaire was sent to 34
companies at which CTHS students were placed for WIL programs in the year 2010. The
researcher decided to make use of a survey method to obtain information rather than oneon-on interviews with the respondents. Survey research is the most frequently used mode
of observation in the social sciences (Shillingford, 2006, p.28). In this way more venues
could be reached so that the total population of industry respondents was N = 34. Although
all properties were approached, only 22 of the venues agreed to participate in the survey by
completing the questionnaires forwarded to them. A response of 65 percent is indicated. In
this research, the author selected questionnaires as survey type and data collection
instrument, since most of the respondents were accessible as groups which easily facilitated
self-administered responses.
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Structured self-administered questionnaires were submitted to second and third year
students in the Hospitality Management program. The questionnaires were distributed in
a class room setting, and students completed and submitted these without much delay.
Goddard and Melville (2009), maintain that a questionnaire is the only practical approach
when dealing with many respondents.
They further state that “respondents are also able to answer when it is convenient for
them and may not be as inhibited in answering sensitive questions” ( p.49). The
researcher obtained a high number of questionnaire returns as a result of distributing the
questionnaires directly to students whilst in class at the CTHS.
The structure of the questions was mainly closed-ended, in the form of multiple choice
options, where the respondent was asked to select the best possible answer out of the
choices from a list. Some ‘yes or no’ questions were also included in the questionnaire.
The researcher made use of one contingency question, thus excluding the subjects not
related to that particular question. This question was followed by questions on a rating
scale to determine to what extent respondents agreed with a set of statements.
According to Garland (1991, p. 66), the purpose of a rating scale is to allow respondents to
express both the direction and strength of their opinion about a topic. Garland examined
the desirability of a mid-point on a rating scale, and concluded that the explicit offer of a
mid-point is largely one of individual researcher preference. By adding a mid-way point,
the researcher may run the risk of respondents staying neutral as a result of being uncertain.
Matell and Jacoby (1972, p. 508), state that the decision to make use of the mid-way option in
the Likert scale would depend on the level of ‘uncertain’ responses one is willing to tolerate.
Having taken into consideration what researchers have said regarding the desirability of
using a mid-point on a rating scale, the author decided to omit the mid-point from the rating
scale in the survey presented to students in order to force an either positive or negative
opinion.
RESULTS
The survey results will be interpreted and discussed in two separate sections: the students’
survey and the industry’s survey.
Student views
The information obtained through a survey conducted with students shows that the
majority of students from the CTHS were placed in hotels with more than 80 rooms. In
most cases a venue only accommodated a single student. Two students, indicated that their
placement accepted up to 25 students. Of the student respondents, 44.3 percent experienced
their WIL program in the Food and Beverage sector of the industry; 33.5 percent completed
their WIL program in the Rooms Division section and the balance of 22.2 percent in the
kitchen environment.
An overwhelming figure of 96.2 percent of students felt that an industry mentor is
necessary, and 85.4 percent indicated that the lack of mentorship could lead to a student
withdrawing from the course. This clearly indicates the need for mentorship by students.
Only 69.6 percent of the respondents were in fact assigned a dedicated industry mentor.
Most of the assigned mentors held the position of Head of Department (24.7%). Although
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this indicates a level of seniority, it is alarming to note that only 10.1percent of the industry
mentors were Training Managers who are usually associated with the training needs of
working individuals.
Of the students who were fortunate enough to be assigned an industry mentor, 40.5 percent
felt that their mentor did not assist them in time of difficulty, and 43.2 percent thought that
the mentor did not fully understand the role they had to perform in the development of the
student. It was however noted that a total of 63 percent of the students agreed to varying
extents that the mentor offered wise advice when required. The role of the mentor and that
of the supervisor is often expected to be the same by the student. It is, however, quite
different, since the supervisor is an operational figure whose relationship to the students
would be that of tasks and operations, where a mentor forges a strong supportive
relationship.
A relatively high number (31.5%) of students did not think that their mentors were caring,
and a further 45.9 percent of the students did not feel that they received encouragement
throughout their WIL program. The majority of students (54.9%) were not provided with a
training plan or schedule indicating the learning areas and proposed outcomes for the
contracted six-month WIL placement period. The importance of such a plan is emphasized
by Alderman & Milne (2005, p. 7), who states that the mentorship plan is one of the critical
success factors of the whole program.
The researcher deduced that even though mentors were assigned to students in some cases,
more than half (51.3%) of the students considered terminating their WIL program before the
completion date. The reason for this could be contributed to the lack of trained mentorship
available, and the absence of training plans.
Industry Views
The largest portion of industry respondents were from hotels (81.8%) with the same
percentage indicating that their venues exceeded 80 rooms or seats. The industry
respondents accepted a range from one to ten students amongst them, with most of them
taking between two and six students per semester. The majority of those who responded to
the industry survey indicated that they mostly accepted trainees in the Rooms Division
(40.9%) section. Since this contradicted the result from the same question asked in the
student survey, it can be deduced, that the industry surveys were mostly answered by those
venues accepting room’s division students.
Although a high percentage of those venues who returned the questionnaire showed that
they provided mentors to students, it is still a concern that 22.7 percent knowingly did not
provide the students with mentors. One could speculate that those who did not return the
questionnaires would give even less support to students. Most of the mentors allocated to
students held the position of Department Head (35.3%), which correlates with the result
from the student survey. This is an important outcome as it endorses one of the study’s
objectives, which was to ascertain whether industry provides trained mentors to students on
WIL programs.
In addition, industry identified that only 47.1 percent of their mentors were actually trained
in this role and 50 percent of them felt that they did not understand the CTHS’s mentorship
expectations. It is important for the CTHS to take note of this result for future improvement
of the WIL program.
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Although it is apparent that a lack of trained mentors exists within the hospitality venues
used by the CTHS for WIL programs, it is pleasing to note that 81.8 percent of these
respondents would like to participate in a mentorship course, if presented, at the CTHS and
are, therefore, serious about improving the situation.
It is evident that students feel that mentorship is a very important aspect of the WIL
program if success is to be achieved in their training, but that they do not always get the
support needed. Industry identified that their mentorship ability was limited as the
mentors were not trained in this role, and would like to receive assistance to reduce the
shortcomings associated with the lack of mentorship. If such a course were to be presented
at the CTHS, they would certainly be interested in attending.
CONCLUSION
The purpose of the study was to shed light on problem areas experienced by students of the
CTHS on WIL programes with specific reference to mentorship or the lack thereof.
Information obtained from surveys led to an emphasis on problem statements relating to the
lack of mentorship which could result in students leaving the course or changing career
direction.
Literature reviewed has revealed the importance of guidance through mentorship which
facilitates learning in the workplace. Through the surveys conducted it was evident that
over 40 percent of those students who were allocated mentors believed that the guidance
was deficient in some form. Most of them were not provided with a training schedule to
show in which areas they were expected to train during the six-month WIL period. They
indicated a large percentage of caring mentors who, however, were not sufficiently trained
in the role.
Responses from industry show that many of them did not allocate mentors to students on
the CTHS’s WIL program. The lack of awareness of CTHS’s mentorship expectations by
industry is a concern that needs to be addressed. Industry also specifies a need for
mentorship training since most of their allocated mentors have no training in this role.
As a result of the findings, it is proposed that students of the CTHS on WIL programs be
provided with a dedicated mentor who is suitably trained and holds a position within the
organisational structure of the venue which allows them to be available for the student.
Individuals who are selected as mentors of students must be trained in this role. The CTHS
should develop a training course or workshop specifically aimed towards the training of
mentors from industry who are allocated to WIL students. This would present an
opportunity for the CTHS to, not only provide all industry participants with mentorship
training, but also offer them a clear understanding of the school’s expectations in this
regard. A mentorship evaluation form should be developed and provided to students who
complete a WIL program in order to assess the level of mentorship they experienced at the
industry venue.
This would provide ongoing assurance that students are being guided correctly. Through
the recommendations above, the researcher hopes that forthcoming WIL programs will be
better managed through industry mentorship, and that future graduates from the CTHS will
benefit from this experience, thus ploughing back into industry the expertise and values
they have gained.
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