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Abstract

Globalisation and technological change has reshaped demand for workforces, where more competitive and resilience workforces are among the required criteria beside basic knowledge, skills and right attitudes. In order to achieve the competitiveness and survival in this globalised world, lifelong learning is deemed important not only for young individual but also to those who are already in the workforce. In Malaysian education system Polytechnic is a postsecondary institution responsible to produce semi-skill workers for the country.  With that responsibility, it is paramount important that the lecturers must be competence with the world of work hence the Ministry responsible has planned an In-service training for their lecturers. The paper discusses how learning at workplace for polytechnic lecturers in Malaysia is planned and implemented. The discussion is based on the survey done on 157 lecturers who participated in the in-service training at several workplaces. The data was collected through questionnaire and interview which covered how learning happened in workplace and factors that promote and hinder learning. Finally, based on the data collected, a comprehensive model for in-service training for polytechnic lecturers is proposed as a partnership (networking) between public and private sector. The main elements in the model include role of supervisors, coordinators and lecturers.

1 Introduction
Relevant industrial experience is important for teachers or instructors who teach technical and vocational subject at technical and vocational institutions like polytechnics  (Snewin and Hashim 1999; Ramlee et al. 2003). Polytechnic is  a tertiary (post secondary) technical institution which aimed to produced skilled and semiskill technologies. One of the criteria of competence technologies is they should be able to transfer the know how knowledge that they learn in the learning institution to the workplace. Therefore it is important for technical teachers to keep themselves updated to ensure that their skills are relevant to the job market and industry. Thus technical teachers have a role to prepare a workforce that is not only competent but also ready for the job (UNEVOC 1997; Allen Consulting Group 1999; Harris et al. 2001). Technical teachers’ understanding of the job market and industrial needs will enable them to teach to levels required by the industry- standard competencies. Otherwise, there would be a possibility that some employers could refuse to acknowledge the Techical Vocational Education and Training (TVET) qualifications conferred by training and educational institutions, as happened in Australia (Smith and Keating 1997). This was because the qualifications were perceived to be skewed to theories while not considering the needs of industry. The same could happen to Malaysia in future. Therefore, precautionary steps should be taken by training and educational institutions to ensure that theoretical knowledge is not separated from workplace skills (Snewin 2001). 

2
Industrial Attachment Training Programme 
The Industrial Attachment Training Programme for polytechnic lecturers has been recommended as one of the staff development programmes in order to increase their skills and knowledge via real workplace, hands-on experience (Kementerian Pendidikan Malaysia 1999a). This programme started on 1 September 1999 on the initiative of the Staff Development and Training Division, Technical Education Department, which, at that time, was under the Malaysian Ministry of Education. 

Under this programme, the lecturers are given the opportunity to undergo training in industry (in the private sector) for three months, during which their salary is fully paid in addition to training allowances as permitted in Pekeliling Perbendaharaan Bil. 4 Tahun 1992 (Kementerian Pendidikan Malaysia 1999a). The objectives of this training are to: 
· give lecturers industrial exposure for knowledge and experience;
· give lecturers the opportunity to be directly involved in the current developments in industry;
· expose lecturers more intensively to the work culture in various industrial sectors.
 (Kementerian Pendidikan Malaysia 1999a).
In addition, the Staff Development and Training Division hopes that this programme will help in improving the teaching and learning system in polytechnics through enhancement of the polytechnic curriculum and that the knowledge and skills gained will be incorporated into teaching and learning in order to improve the quality of polytechnic graduates. It is also hoped that the programme will enable the lecturers be recognised as professionals in their respective fields. This is because lecturers at polytechnics are not currently acknowledged as professionals by professional bodies. Lecturers who have undergone training are also expected to share their experiences with other staff members via seminars and in-house training, or to contribute in the form of academic writing setting out the knowledge and experience gained. It is also hoped that this training will strengthen the co-operation between polytechnics and industry (Kementerian Pendidikan Malaysia 1999a).
3
The characteristics of industrial training
The characteristics of effective industrial training were identified from the work-based learning theories, namely the Action Learning Theory (Cusins 1995; Mitchell et al. 2001), the Situated Cognition Theory (Collins et al. 1989; Raizen 1989; Lave and Wenger 1991), as well as the Cooperative Learning model (United States General Accounting Office 1991; Laycock et al. 1992; Lynch et al. 1992; Van Gyn 1996; Mason et al. 2003). The Cooperative Learning model has complemented these theories in terms of relationship and the role of people involved in the implementation of the programme. These theories and the model are closely related to Adult Learning theory (Knowles 1980; Mitchell et al. 2001).
Adult Learning theory emphasises the importance of adult learners having autonomy in what they are learning. The pedagogy and curriculum have to be suitable for these learners. Relevant theories and models on workplace learning state how learning is affected by the factors mentioned by Engestrom (1993) as ‘local activity system’. Individuals develop knowledge through involvement in activities that have clear and direct goals. Learning takes place with involvement in problem-solving activities, at the workplace. Non-formal learning activities need to be structured so as to maximise learning within the given training duration. 

Knowledge development at the workplace is also affected by the guidance of experts and colleagues, who show model behaviour, act as mentor and assist in understanding acceptable performance, as well as by indirect guidance through learning opportunities at the workplace itself (Billett 1994, 1995, 1996). The presence of this support enhances the individual’s learning through collaborative and reflective actions, and supervision and consultation. Trainees, supervisors and co-ordinators who are directly involved in this programme need to know and carry out their responsibilities towards the success of the programme. The effectiveness of their roles affects the effectiveness of the training undergone.

So it can be concluded from this discussion that the characterstics of effective industrial training are structured non-formal training activities, collaborative and reflective actions, supervision and consultation, and the roles of trainees, supervisors and co-ordinators of the training programme. As defined by Merriam et.al. (2006) structured non-formal training is an organised learning opportunities outside the formal education system in this case the industry. Other characteristics are short-term, voluntary and typically has curriculum and a facilitator. Scheduling and training duration also play a role in determining the type of experiences gained (Keating and Zbar 1994; Teese et al. 1997; Mulraney and Turner 2001; Ireland et al. 2002). Therefore, the design of the industrial training programme needs to consider the above characteristics in order to ensure its effectiveness. 

4
Statement of the problem 

Industrial training has the potential to be an effective learning tool. However, to achieve this, some issues have to be attended to and resolved. The effectiveness of industrial training and learning is an important issue. It is, however, a domain that is difficult to control as training and educational institutions have no control over employers or industry. 
Development of high-quality and suitable learning activities and effective use of the workplace as a learning ground has not been explored fully, even though workplace training as part of learning has been carried out (Goldberger et al. 1994). This opinion was supported by the study of Bailey and Merritt (1993). They found that ‘... almost no attention was given to the design of workplace learning’ (Bailey and Merritt 1993: 44), despite the recognition of the workplace as a learning place, not just somewhere to gain work experience. The need to pay attention to the effectiveness of learning in industry was also emphasised by Kazis and Goldberger (1995: 18), ‘... when learning place is shifted to workplace, and learning opportunities are contained in workplace experience, how could learning quality and content be ensured? Each workplace is different, either between or within the same industry’. There is effective workplace training but the information on its characteristics and examples of how it is implemented are not readily available in the literature (Taylor 2001). Therefore, a study to identify the presence of effective industrial training characteristics should be carried out. In the Industrial Attachment Training Programme The Industrial Attachment Training Programme, learning in industry involved partnerships between polytechnics and industry. The success of workplace learning depends on the effectiveness and strength of these partnerships. Organisations enter partnerships for different reasons (Batorski and Hughes 2002). Even though the intentions of the polytechnics are clear, the purpose and intentions of the employers need to be examined. This is because the reasons they enter the partnerships affect their commitment in ensuring the effectiveness of the training given. This is illustrated in a report by Rashid (1994) regarding the experiences of the teaching instructors of Industrial Training Institute (ILP) in an industrial training programme  whereby ‘... there are cases where the instructors were neglected and not given the job as expected’ (Rashid 1994: 154). Cort et al. (2004) found that among the problems and difficulties in learning in industry is the lack of pedagogical skills among the supervisors of industrial training. Therefore, the ability of employers to train, including training the supervisors, is an important aspect in PLSI that affect its effectiveness.
5
Purpose of the study 
The purpose of this study is to explore learning at the workplace and the factors that affect its effectiveness. This study also discusses the advantages for trainees, polytechnics and employers. It is hoped that this study can contribute to the development of an industrial training curriculum for institutions of technical and vocational education.
6
Research methodology 
The study employs qualitative methods for data collection. The data collection was via interviews that envolved 10 lecturers later will refer as trainees in the discussion. These ten lecturers were selected from 157 lecturers who undergone attachment programme designed by the Training and Staff Development Division of the Ministry. The main objective was to explore the learning experienced by the trainees at workplace. Among the questions asked were learning methods commonly used, role and effectiveness of coordinators and supervisors, work environment and overall effectiveness of the attachment programme. Coordinators are the liason officers of the Polytechnic who manage the programme while the supervisors were the workers at workplace who acted as a facilitator to the trainees. Normally the trainees were attached to one supervisor each at workplace. Interview and relevant documents of the Training and Staff Development Division of the Ministry were also used to support data obtained from the interview. Various research tools for data collection were used for triangulation purpose. Triangulation means the use of different sources of data or data collection (Wiersma 2000). In this study, triangulation method was also employed to obtain information from different parties in order to strengthen the research findings. Transcribed interview data was analysed using Nvivo program where the similar and prominent themes were looked for. 

7
Research findings
7.1
Learning methods at the workplace 

It was found that all the characteristics of effective training were mostly present in the training. However, analysis of the findings shows that there was room for further improvement in the effectiveness of the training, especially the characteristics of structured informal training activities, and the roles of co-ordinators and trainees. Hence, serious attention needs to be given to the methodology of training at the workplace in order to ensure its success. The structured informal training mean there was no structured curriculum, the learning happen while performing  structured tasks and though communication and social interaction.This programme needs to be planned, implemented and co-ordinated by those who understand the job context and what can be learned at the assigned workplace (Stern 1997). This has implications for not only the roles and responsibilities of the employers, but also the roles of the Staff Development and Training Division and, more importantly, those of the industrial training co-ordinators. 

Interviews with ten trainees who had taken part in the programme illustrate the learning experiences at their respective training grounds. All interviewees had been attached to organisations that differed in terms of type and size. Based on the training characteristics discussed, it was found that trainees experienced different learning methods, which depended on the supervisors, the work environment and the trainees themselves. It was found that each workplace differed in terms of work environment and available learning opportunities. Therefore, some workplaces were said to be more conducive to learning compared with others. This is consistent with research findings by Hamilton and Hamilton (1992), Hager (1997) and Billett (2001). 

In terms of supervisors, it was found that the selection, position and effectiveness of the supervisor differed from one organisation to another. Nevertheless, the interviewed respondents agreed on the significance of the role of the supervisor in determining the effectiveness of the training. Among the traits deemed important that assisted in learning were: being experienced in their career, helping the trainees in learning and experiencing what they need, giving guidance and feedback to the trainees regarding their performance, arranging the jobs to suit the trainees’ abilities and needs, and giving suggestions and learning opportunities at the workplace. Trainees also appreciated supervisors who introduced them to their colleagues as this is the first step towards introducing the work culture as well as confirming the position of the trainee as an able individual (Evanciew and Rojewski 1998). Indirectly, this finding emphasised the importance of induction programmes for new trainees.
The supervisor’s experience and age was found to have an influence on the effectiveness in guiding the trainees. Trainees whose supervisors were younger than them reported that the supervisors could not play their roles effectively. This could have been out of respect for the trainees, as the supervisors themselves might not have sufficient experience to guide the trainees in their respective fields effectively. Therefore, it is important for the supervisors to undergo ‘training for trainers’ courses so as to increase their own levels of confidence.
It is also very important for the trainers to understand the objectives of the training so that they can plan work-related activities that suit the needs and abilities of the trainees. Supervisors should be capable of planning the training, inculcating the trainees’ ability to work independently while attending to other responsibilities. This means that the supervisor needs to be committed to teaching and have the ability to conduct an effective on-the-job training programme (Butler and York 1971; Stone 1995; Hamilton and Hamilton 1997). This reiterates the reasons why the supervisors need to be trained in supervision skills. The training should not be a burden or loss to the employer, as the skills gained can also be used to train their own workers in addition to the attached trainees.
Trainees appreciate supervisors who can monitor and give feedback on their job performance in order to improve their knowledge and skills. Findings from the interviews show that common teaching techniques were utilised in giving directions, demonstrations, explanations, and guidance on the methods and reasons for assignments and procedures. These techniques are normally related to the basic roles of the supervisors. Trainees also admitted the importance of rapport with the supervisors, which made discussions, exchanges of opinions and remarks between them much easier. 
The trainees did not deny the importance of the work environment in assisting their learning. This is because the work environment provides learning oppotunities in terms of activities, infrastructure or even guidance by the experts. Therefore, the trainees have to adjust themselves well, so as to benefit from the facilities available at the workplace. It is thus important for employers to conduct an induction programme to assist trainees to adjust to the work environment. 
It was also found that the workplace not only provides trainees with the opportunity to gain proficiency in their fields of specialisation, but also other skills such as teamwork and communication. In addition, trainees’ practical understanding was also reinforced. To ensure effective training, most of the interviewed trainees stressed the importance of asking questions on the aspects of work that they were not sure of or did not understand. They also stressed that one should not hesitate to ask for assistance or clarification in order to successfully achieve the objectives of the training. The importance of learning from experience, group support and asking questions reinforces the theory of Action Learning, which is one of the theories related to this attachment programme.
Trainees have to be independent and able to manage their own learning. The way they choose to participate in the activities at the workplace influences the effectiveness of their training. Trainees also ought to be capable of taking advantage of the opportunities to learn at the workplace. It was found that trainees need to have self-confidence and commitment in carrying out the assignments given to ensure that the learning objectives are achieved within the given training duration. In short, the trainees’ attitude affects the effectiveness of learning at the workplace. This also means that trainees should not depend fully on supervisors to make sure that learning needs are achieved. To fulfil learning needs, discussions should be held with the supervisors to review completed activities and those yet to be done. These discussions are the main components of workplace learning such as self-directed learning, trainee-centred learning and trainee self-motivation. All these are parallel to the main components in Adult Learning theory, which are the basis for the Industrial Attachment Training Programme. 
The trainees’ diligence in carrying out their jobs not only benefits them but also makes it easier for them to adapt themselves to the workplace. Their presence is acknowledged by other workers, and this encourages goodwill between them. However, findings show that there are some workplaces that do not allow the trainees to be actively involved in the work activities. In this case, the trainees just function as observers of the community practice of the workplace (Wenger et al. 2002).
The importance of the guidance given by fellow workers is also admitted by the interviewed respondents. It can be said that their roles are on a par with that of the supervisors. The fellow workers’ work habit reflects the norm and value of the vocational practice (Billett 2001), for example the experience of trainee P3 who was reminded by his fellow worker that problem solving at the workplace depends not only on theories but also on experience. In other words, expertise in a given field is reflected in the norm and value of the practice in the field. This finding strengthens the Situated Cognition theory, which stresses the importance of the social aspects in work-based learning. Therefore, trainees can shape their expertise by taking part in the activities of fellow workers, who are the practitioners in the field (Lave and Wenger 1991; Billett 2001). 
Findings from the interviews also show that trainees learn in various ways, i.e. following and observing, trying out what has been observed when given the chance, asking for clarification on the aspects not clear to them, asking for expert advice, doing various tasks, carrying out tasks relevant to their experience, discussion with supervisors and fellow workers, working together as a team, getting feedback and, in a few cases, reflection on their work performance. Even though reflection is very much stressed in the theories and models related to this programme, most trainees did not mention this aspect of their workplace. Therefore, trainees need to be informed of the great potential of this method in assisting in their learning and training. 
Interviewed respondents related effective experiences of being treated as professional workers, gaining the trust to take on the responsibilities of a given job, and having the opportunities to participate in various training activities. They were happy to gain new knowledge and skills compared with revising those that they already had. This could be due to new assignments giving them the opportunity to learn new things besides expanding on their current knowledge (Billett 2002). Nevertheless, activities that involve reviewing existing knowledge and skills have their own advantages, namely expanding the ability to carry out an assignment without the need for conscious thought (Billett 2002). 
It can be concluded that in this programme involving polytechnic lecturers, learning methods depend on the workplace itself, in terms of the work environment, fellow workers, training supervisors and the trainees themselves. Even though supervisors are provided by the employers, their roles differed according to their experience and commitment to the responsibilities given. This finding is similar to that of Rashid (1992, 1994) regarding industrial training for lecturers from the Industrial Training Institute. He found that there were discrepancies in training among the firms, including the commitment of the supervisors.
Therefore, it is important to choose a workplace that provides learning opportunities and hence helps trainees achieve their training objectives. This is the role that needs to be played by training co-ordinators as discussed earlier. Not of less importance are the roles of the trainees themselves in the quest of learning even without effective co-ordinators or a conducive workplace. Work-based learning depends on the complex interaction between trainees and the system of activities at the workplace (Moore 1999). The way an individual uses the workplace knowledge is an important consideration in learning at the workplace (Moore 1999). Figure1 illustrates the roles of trainees, supervisors and co-ordinators in the PLSI for polytechnic lecturers.
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7.2
The suitability of scheduling and training duration
In general, this study found that training duration needs to consider all the needs of a trainee’s training. Therefore, the duration should not be limited to three months only. The programme design should be more flexible and can be divided into several phases. This means that the lecturers can be sent for industrial training depending on need rather than according to a schedule as is the current practice. Besides, a more flexible programme schedule can take advantage of the industrial activities, which are normally more active during the first six months. This can attain various objectives, such as to fulfil the need or prerequisite for gaining professional accreditation. For example, engineering requires a training duration of three years to qualify to sit for the relevant professional examination (Board of Engineers Malaysia). The industrial training session also can be completed in phases. Therefore, programme design needs to be more flexible and should consider the activities taking place within the industry. If the Ministry of Higher Education Malaysia allows the polytechnic lecturers to take sabbatical leave, then the duration of this programme could be lengthened. 

7.3
Effectiveness of training 

Findings from the questionnaires showed that the training had positive effects on the trainees in terms of developing their knowledge, skills and attitudes. It was also found that the training had successfully updated the trainees as to the current developments in industry, reinforced their understanding of the relationship between theory and practice, and also improved their teaching styles. Interviews with trainees and polytechnic directors, document analysis (Training Division and Staff Development 1999, 2000, 2003; Career and Training Division 2004) and past studies (Baharudin 2004; Wan Zalia 2005) indicate similar results. 

In terms of attitude, this study found that industrial training increased the trainees’ self-confidence. After the training, they were more confident in their professional fields, could deliver teaching more effectively, and were confident about futhering their studies to a higher level. They also took advantage of establishing a relationship with industry. Trainees gain confidence in communicating with industry and become aware of the opportunities for collaboration between industry and polytechnic, become more able in identifying industrial needs (for example short courses for industry workers) and can develop and expand networking with the professionals in their respective fields. However, to date, none of the trainees has been given professional qualifications through this programme.
Findings from the survey indicate that, in general, the trainees only moderately agree on the aspects of the application of the knowledge and skills gained back in the polytechnic. Even though some complained that they were not given the opportunity to teach the relevant subjects, or to do the jobs relevant to the training, they basically agreed that industrial experience can be used to boost their delivery in teaching, which is also shared by other lecturers. This sharing is, however, not done formally as survey findings show that formal channels, such as unit meetings, in-house training and seminars, were not fully utilised for this purpose. Findings from interviews also showed that this type of information sharing depended on the work culture of a department or polytechnic. It was also found that the department head’s commitment and vision played an important role in ensuring that output of training is shared. 
Besides, information sharing also depends on the trainee’s attitude, i.e. their commitment in transferring the knowledge, formally or informally, or with different audiences. For example, there are some trainees who hesitate to share the knowledge gained with their colleagues, while others wait for instructions to do so. From the interviews with the Staff Development and Training Division, it can be concluded that the aspect of extending and sharing of information may not have been stressed from the beginning, which made its implementation seem lukewarm and not emphasised. Therefore, this aspect of sharing the training output should be given due attention so as to ensure the effectiveness of the programme.
To date, it has been found that 90.8 per cent of the trainees continue to implement the knowledge and skills gained from the industrial training. For those who have not done so, this is because, among other things, they are fully involved with administrative jobs and are not teaching the subject or topic relevant to the training. As a result, the knowledge and skills gained are only implemented while teaching the subject. For those who continue to practise the output of the training, there are several factors that influence them to do so: first, their own desire and interest to use, share and reinforce the knowledge gained; second, the joy, satisfaction and conscientiousness in carrying out their responsibilities; and third, the opportunity to teach the relevant subject. For the trainees, the recognition of being the point of reference among their peers is not the main driver in implementing the training output. As a result, knowledge sharing is not well practised in polytechnics. 
Both polytechnics and employers agree that there are benefits to be gained by both parties, particularly in strengthening their relationship. Employers also agree that the programme will enable them to influence the polytechnic curriculum to meet the needs of industry. However, they only moderately agree that the programme can improve the worker’s proficiency or assist in their business. This finding is parallel to another finding on the reasons for their participation in this programme, whereby they moderately agree that it is for the benefit of business or industry. 
However, Wan Zalia (2005) found that lecturers who had undergone training in small-scale industries contributed significantly to the industry in terms of knowledge and ideas on technology. Thus, it is necessary and important to emphasise this to employers, so that they will not perceive this programme as a burden, as they too can benefit from the programme. Some of the benefits are in terms of its contribution to the employers’ productivity, as the trainees are qualified lecturers in their respective fields. 
In terms of the benefits to polytechnics, findings from the surveys and interviews showed that not many trainees had received extra tasks related to the training. Even though there were directors who admitted that they had utilised the trainees’ skills in certain areas, such as designing the curriculum, identifying the needs for courses offered in polytechnics, and specifying the need for equipment and space for learning. However, there were some who thought otherwise. Some were of the opinion that industrial training for lecturers provides a good platform for securing placement for student industrial training, or to get an adviser candidate from the industry to become a member of the Polytechnic Advisory Committee. In fact, many of the directors agreed that this programme is able to produce other forms of partnership with industry. There are already some polytechnics that have established co-operation with industry as a result of this programme. However, most of the directors admitted that such partnerships or co-operation have not taken place. In short, the number of partnerships created from this programme is too small to boast about.
Therefore, the researchers concluded that a clear direction on how the skills of the trainees can be utilised, individually or collectively, for the benefit of the polytechnics has yet to be found. This argument is supported by the absence of effective programme monitoring and the lack of sound support from the administrators in ensuring the effectiveness of the training. To increase the effectiveness of the training, interviews with the Staff Development and Training Division found that there are requests for the trainees to produce a PowerPoint presentation on their trainees to be distributed to all polytechnics. This indicates that prior to this, the training output has not been utilised for the benefit of the whole polytechnic system. If this is successfully implemented, it is a first step towards the use of, or the widespread sharing of, the training output for the benefit of the polytechnics in general. 
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Conclusion

It can be concluded that the Industrial Attachment Training Programme has benefited the trainees, who are also polytechnic lecturers. This is based on the feedback from the trainees regarding the benefits they gained. Besides, information from directors, Staff Development and Training Division officers and document analysis was used to obtain further information to confirm this finding. However, quite a number of the directors interviewed admitted that there is an absence of planned and systematic monitoring to assess the effectiveness of the training once they are back at work. None of the trainees attained professional qualifications through this programme, even though they admitted that the training actually helped them towards that goal.
Interviewed directors admitted that the students and lecturers of the polytechnics benefited through the teaching and information sharing from those who attended the programme. The polytechnics also benefited by establishing partnerships with industry. However, it was found that the aspect of training output application was not given due attention by the polytechnic administrators. Even the trainees agreed that the application of the knowledge and skills gained by the polytechnics was only moderate. The administrators were found not to be committed to utilising the knowledge and skills gained from the training. They did not use them in their teaching, extra tasks in sharing and expanding their knowledge, or in establishing continuous partnership with industry. 

Even though there a few polytechnics that have established partnerships with industry, the number is too small. Polytechnics can take advantage of such programmes or other similar ones to develop a continuous partnership with industry in order to create other forms of partnership. Penang Skills Development Centre is one of the advanced centres for skills training in Malaysia that responds quickly to the industrial training needs due to its close relationship with industry (Wong 1997). However, polytechnics need to pay attention to the communication aspects so as to increase the effectiveness of the learning partnership and networking, without which it would be difficult for the polytechnics to develop and establish a successful partnership and networking (Bateman and Clayton 2002; Johnston and Hawke 2002).

Findings indicate that there are some polytechnics that practise serious information sharing. This, however, depends on the culture of the polytechnics and the amount of support given by the administrators. Therefore, the administrators need to play a bigger role in enhancing the learning culture and to seriously think of ways to utilise the knowledge and skills gained by the trainees. A systematic planning of the various ways and methods to apply and spread the training output needs to be done. Polytechnic lecturers need to be exposed to effective sharing techniques such as writing so that they can use this channel to share their knowledge.
In terms of relationships with industry, it can be concluded that trainees and polytechnics are not aware of the importance of establishing good networking. The relationship that is built out of the industrial training should be utilised fully for its advantages. To ensure greater success for this programme, it is suggested that polytechnics establish a closer relationship with industry. This relationship is important so that trainees can be suitably trained as well as to establish a serious collaboration in terms of structure and consultation that is beneficial to both parties. 
The establishment of the Industrial Relation Unit in June 2005 by the Polytechnic Administrative Division to establish more dynamic co-operation and relationship with the private sector and industry (Kementerian Pengajian Tinggi Malaysia 2005) is a positive and right move. The initiative taken by the Polytechnic and Community College Department to have dialogues with industry is a proactive and positive move (Career and Training Division 2006). This initiative has to be continuously maintained for lasting co-operation and partnership for both parties and for lifelong learning for the staff.
Employers admitted that this programme is able to strengthen the relationship with polytechnics. However, they believe that this programme has more advantages for the polytechnics. Therefore, polytechnics and the Staff Development and Training Division need to promote this programme and give incentives to employers to encourage better participation. The incentive is parallel to the employers’ suggestion for overcoming hurdles in the partnership. In addition, according to Wong (1997), the absence of incentives and publicity for the scheme is the reason for the cold response from the private sector. 

In conclusion, the added value of this study can be seen from its contributions to the information on workplace learning methods, particularly in Malaysia. The implementation model for the industrial training programme produced can assist the roles of the parties involved in the training. Another implication of the study is the development of an industrial training curriculum for students of institutes for technical and vocational education. There are not many Malaysian studies on workplace training and learning. Therefore, this study is significant and can contribute to the information and knowledge on workplace training, particularly for Malaysia.
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The Role of Co-ordinator





Decide on the suitability of  the training venue


Attain agreement with supervisors regarding training


Monitor training


Assess the effectiveness of training


Foster continuous relationship with employers








Figure.1 The roles of supervisor, co-ordinator and trainee in the Attachment Programme





The Role of Supervisor





Discuss with trainee to fufil his training needs


Plan training activities


Develop important workplace skills


Monitor training


Assess the effectiveness of training 





The Role of Lecturer/Trainee





Prepare for training


Important attitude: motivated, confident, and independent


Make use of reflective journal 


Foster good relationship with supervisor


Manage own budget


Know the role and responsibilities before, while and after training
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