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Abstract - Work-based learning through internship and company placements is becoming popular in higher education to 
provide functional integration between academic studies and work. This study analysed 50 undergraduate student internship 
portfolios to understandthe current set up of internship in business studies and the induction programme given during the 
early phase of theinternship.Ten interns and three company mentors were informally interviewed during the IP supervision 
period of 3 years (2014-2017) to understand the depth of induction programme and common areas of knowledge transfer 
during the orientation,induction andpost-inductionphase of the internship. The paper suggests improvement in the 
inductionprogrammeto reduce the likelihood oftheory-practice gap in student work based learning. 
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I. INTRODUCTION 
 
Business schools place their students for workplace 
learning in their final year of undergraduate or 
postgraduate study. The usual period of internship is 
from 10 weeks to 1 year and in the last year of the 
undergraduate study, with all the due credits of 
progression, a student is eligible to start the 
internship. The internshipis considered as the 
effective working period in a business environment, 
under the supervision of a company mentor and 
competencies achieved evaluated by a university 
faculty(Etheridge & Plata, 1987).The prime objective 
of the internship is to givehands-on experience in 
business management relevant to business 
studies(Rothman, 2007). It will introduce the student 
to future work setting and allow them to test their 
interest in a career before making long run 
commitments. Competencies of internshipare tested 
to ensure that Higher Professional level is assured in 
the case of every undergraduate student apart from 
internship being tightly linked with the usiness world 
programs (Hergert, November 2009). Nevertheless, at 
internships, how much the students are given 
induction during their early work phase to transform 
them to be an effective intern and later into 
productive worker needs examination.  How 
effectively the company’s internal statusis transferred 
to the new worker is a question. However, the 
effective transmission of company strategies, vision, 
mission, goals, the role of the department, link of the 
learners work in terms of thedepartment,and the 
company are inevitable to align the newly available 
human capital to the business strategy and processes. 
The following questions are analysed in detail in the 
paper. 
 
1. How effectively is knowledge transferred during 

the induction phase of the internship? 

2. Which are the main areas defined to the learner 
and what knowledge areas are missed during the 
induction? 

3. What are the constraints faced by the learner due 
to lack of proper induction? 

 
II. EARLY PHASES OF INTERNSHIP 
 
Based on the common practice existing at Business 
Schools, three basic phases of internship induction 
process in knowledge management are identified: 

 Orientation Phase: This occurs before the 
start of the internship, where the student 
collects ideas for internship and prepares 
themselves. 

 Induction Phase: This is the real changeover 
for the students to the workplace where they 
start with training and hands-on experience 

 Post Induction Phase: This is when the 
student works on their own and easily 
identify themselves as part of the working 
community. 

Orientation Phase Starting informed and productive is 
the first key to a successful career. Pre-induction or 
the orientation phase is of great importance as 
preparing the intern with all information required to 
kick off their role in the company. Before starting the 
phase two, the student will form an idea of what kind 
of placement they want which is mainly based on the 
specialisation they had undertaken during the 
previous semesters and orientation meeting at the 
University.  
 
During their specialisations, the student is informed 
of the internship period through preparatory lessons 
or meetings on how to look for an internship 
company, how to do research, how to write a 
project/research plan and the process of the 
internship. At the start of internship semester, as part 
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of the induction phase, the university IP coordinator 
gives an overview on internship. The student then 
explains the ideas regarding placement and puts this 
in writing. Once the company is found for an 
internship, the student signs up the internship contract 
with the company and university. The student then 
frames the learning goals and discuss it with their 
university supervisor.  
 
At the company side, after the interview and 
selection, the student enrols as an intern, but not has 
started working. Therefore, contract signing, 
employee information to functional units like IT, 
admin HR and security departments are processed. 
The student should also agree on the start date and 
arrangements there in during this phase. 
 
III. INDUCTION PHASE 
 
Induction Phase starts when the student starts 
working at the company, and there is no set period for 
this phase. It varies per the role and the company, and 
it could last few hours, a day or two or even a 
week.Workplace induction is vital for familiarising 
new personnel to an organisation.  However, many 
companies undervalue the relevance of internship 
induction. They simply depend on the intern to "learn 
as they go" or give them a swift tour and anticipate 
induction as complete, but workplace inductions are 
about so much more. Induction phase can be 
considered as part of an organisation’s knowledge 
management process planned to equip the new starter, 
to transform them into a valuable and integrated 
member of the organisation, rather than being left 
without any understanding of the process and how 
they contribute to the company(Lebitso, 2014).  
Activities involved in the transition process of student 
turned worker During this period the student is 
provided with a tour of the physical premises, given 
access to communication and computer system. 
Above all, it is at this phase the student gets to know 
about the business and operational processes with all 
appropriate training activities required to perform the 
job. The student will be assigned a “mentor” who is 
also the line manager to whom he reports. The 
student agrees with the mentor, based on the contract 
signed and the learning goals set, what his tasks will 
be during the internship and what will be the content 
of his internship project. The student starts with his 
internship proposal during this phase, specifying 
company profile, personal learning goals about 
knowledge, internship project, behaviour, skills and 
attitude. Under thesupervision of the tutor, the student 
will develop the preliminary internship proposal into 
a more developed internship plan. The procedure to 
monitor progress and provide feedback for both 
mentor and the university supervisor is discussed 
during this phase. Areas defined and missed in 
knowledge management The intern may not be 
competent to work completely unsupervised or 

without proper knowledge sharing at the start of the 
internship. The contribution of starters to the 
organisation practices can be substantial in terms of 
new insights and collaborative ways of 
working(Wenger, 1998).This emphasis how 
efficiently the learner should be educated during his 
induction days to perform better and contribute. The 
employers inform the intern about HR policies, safety 
standards and procedures,etc. However, the general 
knowledge about the corporate level, business level 
and operational level strategies, processes,etc. are 
missed.  
 
Based on the discussion with the students and the 
mentors, a checklist defining the areas of knowledge 
management during induction of interns should be as 
follows  
 Facilities 
 Organisation 
 Role of the Intern and his department 
 Policies  
 Systems and procedures 
 Personal development  
 
The success of induction phase of work was it when 
the student turned worker has the advantage of 
learning about the work in depth and turns well 
informed. It is imperative to set up the context in all 
dimensions properly during this early period for the 
benefit of the learner and for the company for whom 
they are working for as anintern. Right information 
on the right processes must be provided in advance as 
apreventive measure to avoid timewasters during this 
phase. 
Effectiveness of knowledge transferred during the 
induction phase 
For abusiness internship, induction should happen at 
the beginning of their work period, to learn how their 
organisation work regarding operations and 
companies, the roles and responsibilities of the staff 
and specifically about the department they work for. 
While the applied information concerning the process 
and business operation of the organisation is essential 
to confirm efficiency at work, a macro and micro 
picture of how a company operates in the business 
environment regarding its corporate level, business 
level and operational strategies is inevitable.The 
internship plan and company profile submitted by the 
student during this phase will give an overview of the 
knowledge standards of the student during this phase. 
However, it can be better assessed by the university 
tutor in the first meeting, post induction, by asking 
student about the following areas Briefly, explain the 
company profile Role of the department he works 
regarding organisational, business structureThe 
operational activities in his department. His role and 
responsibilities in the department.The routine works 
and projects he is involved in Challenges faced in 
understanding the work. 
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By doing so, the tutor understands the effectiveness 
of knowledge transferred during the induction. 
(Velzen, Klink, Swennen, & Yaffe, 2010)refers to 
organisational induction for intern teacher education 
institute and how fast integration to the teaching 
profession take place, which is easily applicable to 
business students also.   
 
Factors that affect the level and direction of learning 
efforts during induction 
Induction is an important process but can be easily 
disregarded by a busy organisation. There is nothing 
more disappointing and demotivating for an intern 
than sitting hours or days for someone to come and 
show the intern what he must do or give the 
information they need. Out of the ten students 
interviewed, six told they faced difficulties as in the 
above due to staff being busy with their work and the 
intern being considered as aliens. (Velzen, Klink, 
Swennen, & Yaffe, 2010)point out that there is alack 
of shared language in communicating professional 
issues and the need for further development of the 
international communities. It is common especially 
during the induction period if familiarisation of staff 
and process during induction is ineffective or absent. 
Insufficient training compromises employment and 
interns will be ignored to assist in work participation  
(Billett, 2004). Individual pre-notions clashing with 
the informal set up of work environment can harness 
student learning during the initial phase, and these 
biases of the students should be tackled at the 
University end during the orientation. A structured 
induction programme focusing all learning directions 
mentioned in section 3 should be focused to avoid 
lack of participation, biases and work inefficiency. 
The difference here is the planned induction 
programme, which the university does not insist with 
the companies. A voluntary written agreement on the 
induction programme by the company can ensure a 
formal commitment to the knowledge management.  
Relation of induction programme to practice gap 
A properly designed induction programme can make 
a student changeover to the work world as an 
efficient experience for the student and the company. 
(Gherardi, 1998)in the context of construction 
workers, emphasised that proper knowledge transfer 
during the early phase of inductionimpact early 
professional skills building for efficient delivery of 
work. Induction fills in the theory-practice gap as 
there is a wide disparity between what the student 
learned from the books and what is practised. During 
the theoretical discussion of theinduction period, 
thestudent can step to work environment by 
refreshing their prior learning and unlearn to relearn 
what is being practised at the workplace. This process 
gives the student clearer picture of what they need to 
do at work and to remove prejudice based on what 
they know. An excellent induction programme plays 
a crucial role not only for socialisation to the 
organisation regarding performance, attitude and 

organisational commitment but also can increase 
productivity and reduce short-term turnover of 
staff(Jegetheeswari, 2013). 
Post-induction phase: 
 
During post induction phase of theinternship, the 
students work mainly in departments like – human 
resource, logistics, sales, communication, marketing, 
and finance, without much of handholding and 
training. (Choudhari, Rawekar, Bhagat, & Mudey, 
2015)refer that during theinternship, the interns 
interchange through various departments and collect 
hands-on training. The set learning goals and 
objectivesare continuously evaluated against their 
work by their mentor and university tutor. The 
entrusted work of the intern will have real value to 
the business regarding efforts and results. The effort 
the student put in during their internship is assessed 
through a ‘professional portfolio’ which include a 
detailed file of their written reflections, assignments, 
emails, proof of competencies, reports) or other 
materials that give insight into the functioning of the 
student as a professional in specific areas during the 
internship period.  
 
While the students do their work at the company, they 
are also assigned to do a related project for the 
enterprise, and at the end of the internship, the 
student presents the results and recommendation in 
the form of an Internship Project to the university 
supervisor and the company. Students who are 
placedare constantly monitored on their progress by 
the firm and the university. The constant monitoring 
of the students learning goals is done by the “mentor” 
at the company and “supervisor” at the University. 
There are site visits done by the university supervisor 
to assess the performance of the students with their 
work mentors mostly during half way through their 
work at the organisation. 
 
CONCLUSION 
 
The study shows that there is astrong relationship 
between an effective induction programme and filling 
up of practice gap. For a company, an intern can be a 
cheap labour who can be effectively used with less 
risk. Hence the amount of work given during the 
internship can be usually high and varied, which 
leaves the learner to learn his desk work, with less 
room for understanding on the business and process 
side of it, if no proper induction is given.Although the 
intern will be more capable by the end of their 
internship, the struggle to learn work and adapt to the 
work process is very high during the early phases of 
theinternship. Practice gap widens as the knowledge 
sharing is not purposefully done and is left 
unattended during the first phase of work. As 
internships, can be comparatively short related to full-
time employment, it is essential that intern settle 
down as swiftly as possible. Proper knowledge 
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sharing during the induction phase is of priority for 
the trainees, who never had been in the context of 
working, to ensure that they settle faster and are well 
informedof a productive work from day one. 
Induction Programme should be an initiative properly 
managed and controlled at both the ends of the 
company and the university. It should cover the micro 
and macro aspects of the company and the work, 
which can mold the student worker to effectively 
adapt to work environment.Induction 
programmeenables the company to build a supportive 
working environment for the student by making him 
aware of what he is into from the beginning onwards. 
It is, in fact, a guided effort from the university, 
company, and student to make the best out of 
theinternship, reduce intern turnover and contribute to 
their future career. There should be efficient and 
deliberate formal and informal learning practices 
during the induction phase to make the learners more 
confident and efficient. 
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