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Wasted skills: The hospitality industry and itsyoung chefs

Richard McDermott, Ed.D student UTS

Abstract

Rapid changes in industry and the world of workuregjvocational education training
(VET) providers to consider their role in industskills shortages and how they
respond to pressure from government and indusioypy to address the need for
effective training. This research seeks to throghtlion how large training
organisations, such as TAFE and industry have refgmbto government reports on
critical skills shortages within the industry(ACT2004, July; McKenzie 2004, July).
It will seek to probe commercial cookery trainingfMER 2001, June) and the
hospitality industry, to ask the question as to wmten be done to stem the high
turnover of young chefs.

The research will also explore the composition affdctiveness of both formal and
informal learning of the trainee combined with thedustry and training
organisation’s capacity to produce long term emiplegt prospects for the trainee to
meet the industry’s need to retain skilled, protkgcemployees.

What is emerging, from the initial research findirege concerns such as the changing
profile of the students now enrolling in apprergitps and traineeships (they are of
all ages) (Karmel 2006 ) with formal vocational edtion and workplace training’'s
ability to meet the needs of these new studentqatifcular interest, to my research,
are the Generation Y (Coupland 1991) trainees vipear to have divergent aims of
their learning and employment expectations to teenployers and teachers. It has
also been reported (Toner 2003, July) that a gapdbaeloped, over the past decade,
between the formal training delivered by VET orgations and the training
requested by employers, although vocational edutcatroviders have endeavored to
reduce that gap with a raft of tailored, flexibleucses (DEST 2004 December) to
meet the needs of employers but not necessariliydimees.

In conclusion, the research is revealing an ingudiiat, on first view, seems
unwilling or unable to fulfill the tripartite traing agreement, as employer, with the
trainee and their vocational education needs.alngvidential data shows financial
pressure as a common response, in that they h#leetiine or resources to provide
adequate workplace training coupled with an histdriculture of poor employee
dealings and working conditions.

Introduction

This paper will briefly consider three related areadconcern that have so far
surfaced from the qualitative research data cabtkaind coded from my research
study. They are, firstly, the quality and effectiess of the situated workplace
learning for trainees and its connection to theliregl knowledge and skills to deliver
contextual learning. Secondly, | will sum up thereat liberal practices in vocational
education that have led the charge of competeaayirig and how it has impacted on
the participants of this research. Thirdly | wdbk at the problematic of changing
socio-cultural requirements of trainees and appresiand possible implications with
their learning and impact on motivation to retamptoyment within the industry.
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To begin with | will establish a brief outline ofynresearch, so far, in which | have

attempted to discover how practitioners understhedlearning needs of trainees in
this current climate of skills shortages and tHeuence of concerned stakeholders. |
will place this within a pedagogical context of ational education and the metaphors
of workplace learning which appear to light the viayetter understanding but have
also revealed flaws in its practice. Linking théws® areas of investigation with the

coterminous facet of the identity of the apprentegner and how socio economic
factors have impacted to make them different learfi®m their predecessors and
how this difference affects their learning.

Theresearch

This research is investigating the question “Dbesdurrent training of chefs impact
their high turnover and if so, can training offetwions to this high turnover?”
Following this initial question | asked, “Can voicetal education offer more
relevance to the trainee and what part does thestnglplay in the attrition of young
chefs?”

Thirteen stakeholders from industry and trainingamisations, both here and in the
UK, including recently graduated trainees, weremviewed with thirty semi-
structured questions over the last year. The finalstionnaire was developed in two
stages with the second stage validating and bgildmthe first stage. The
participants’ responses were grounded in pracBdbdey used their own experiences
as the basis of their responses.

| purposefully chose the interviewees for maximuamation sampling to select a
broad range of stakeholders to achieve a distinetsion of interest within their
particular facet of the industry. The questionswa#d for ‘in depth’ probing while
keeping the interviewees within the parameterdred| by the aims of the research.
They were developed from documented reports (NCZB®L, June) on the skills
shortages and subsequent government recommendatidastry papers responding
to current vocational training and conversationhWwey stakeholders of industry and
training. This created an opportunity to take psgdal samples across industry,
education and trainees to develop a holistic, mdron rich and illuminative data to
capture complex, interdependencies between patitspand the possibly, conflicting
needs of the dynamics of industry and pedagogy.

The taped and transcribed interviewing was aimezjpturing participants’
understanding of the hospitality industry in thatext of their training experiences
linked to the current training needs of commerca@ikery apprentices. | believe that
this information cannot be described through adireause and effect but more
importantly needed to be placed within the sodiggtorical and political context of
workplace relations in Australia. The interviewaand documentary evidence is
now being analysed to develop a holistic and cdrdersitive research.

| positioned the interview responses contextudifynad with the grounded method of
analysis to arrive at an understanding based oressns generated directly from
the data. | reasoned that the inductive, bottonapgroach would communicate a
more compelling conclusion when revealing answeSrounded Theory's
assessment of the value of analysis (Strauss 1990)



| have completed the open and axial coding of #ta tb compare and contrast
responses, within the context of the initial quastsked in the research, with
selective analysis. This is to form an understagdiinthe evaluation and ground
cross-case analysis in the individual studies ¢ntifly cross-case patterns and themes
in an endeavour to distinguish convergence andgivee in the coding and
classifying. Consequently | will need to ask whegponses fit together by looking for
recurring regularities in the data for these regtiés to reveal patterns that can be
sorted into categories of internal homogeneity extérnal heterogeneity.

This paper will report on the initial findings frothat empirical, qualitative data
which will, eventually, be triangulated with qudative statistical data and related
research literature.

Resear ch Findings

On the first question as to the quality and effestess of the trainees’ workplace
learning the responses differed with the age asttipo of the interviewee or their
role as either employee or employer but all seetoedjree that it was extremely
important. Not only for the transfer of skills also the contextual nature of the
learning that it takes place within a group of &slwith all the complex interactivities
and social dynamics of the workplace (Boud 2001eL 8991).

Number one, you are picking up skills, the cursills, the current
techniques what is in the industry today. Youase learning how to be in a
team environment, how to deal with the team, hodetal with other people's
egos in the kitchen environment.

(Pi3, Pi3a, Pi4, Pida)

As a young chef learning those things and copirtg thiose things and seeing
it (the industry from different perspectives. We've got twentgfshn our
kitchens so that could be twenty different wayg Smmething could be done
to achieve the same result. So having that broagvledge of people around
you helps a trainee to grow as a chef.

(Pi6, Pi7, Pi7a)

But rapid changes in technology means training iplerg must work harder to
maintain relevance and currency of knowledge ailts giCornford 1998) that today’s
workplace requires workers who are now more thanhighly skilled in the
traditional, technical sense. It seeks workers hdne an array of aptitudes,
capabilities and dispositions that move far beythedvocational knowledge and
attitudes as traditionally understood, where tlageriers become participants,
contributors and elaborators of their own knowledgd skills (Chappell 2003a). This
changing workplace makes huge demands for new letlgel and adaptability skills
from the trainees but the research appears tolrewgaloyers often reflect and lock
on their past training experience as the measurehlish they evaluate the skills and
attitudes of the trainees.

Older style, some of the traditions about cookamga chef, it's something you
put passion in and you want to learn as much asifjes These days we get
lost a little bit and try to get the chefs to cooug with some skills that are
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probably not necessary. I find that with some ef¢hefs heretliey) really get
a buzz out of learning some of the older skillsyenwaditional type of
cooking, so that's what Id like to see focused dittla bit.

(Pal, Pala, Paz2, Pa3, Pa4)

Organisations also need to be responsive to thegalhgneeds of workers through
flatter more flexible structures (ILO 2002) as wal allowing the workers
opportunity to be able to respond in flexible wagsnew techniques are introduced,
new collaborations formed and new competitive @mges faced thata‘workforce
that is flexible and adaptable, resilient, innovati with the capacity to learn to learn
and work with others are commonly described asrtasome of the core attributes
critical to effectiveness’

(Chappell 2003a)

Learning in the workplace

The research showed that the workplace environmertt always conducive to
effective learning as critical staffing levels iodied that time taken to train young
employees is minimal and cursory. So it raisegjtiestion concerning the
exploration of other models of training to provaenore'meaningful and contextual’
learning linked to the employer’s expectatightcintyre 1993) (Brookfield 1986)

Saying that, one employer voiced little supporttfar effectiveness of formal
workplace competency evaluations as ineffectualpared to an apprentice attending
a VET institution. He believed that he and othenagers and supervisors don’t have
the time to train an apprentice with all the skafsd knowledge necessary and that
some of his colleagues didn’t have the skills alitgbOverall the responses from the
research from all participants as to the qualitguwient workplace training, was
negative.

The apprentices need to work in an environment gtteey can actually,
physically learn and not be the one doing the teach

That’'s where the problem is that a lot of appre#ithese days are in an
environment where they are expected to teach avelthe knowledge to run a
kitchen instead of being an apprentice

(Pillb, Pillc, Pilld)

Some employers preferred to take on experiencadydtensibly untrained employees
and then orientate them to their, particular, cistioneeds as a cheaper alternative to
long term training which is a common experiencénwither industries and trades
where there is a shortage of skilled staff. Indastsuch as electrical trades (Worland
2003) and the printing industry (Callan 2007) hattempted different solutions to
their shortage such as an increase in the reliaht@zhnology but this still doesn’t
address the long term concerns with vocationatitngiand employment prospects for
Australian workers.

You get to the point that no one is actually tnagnihe trainers. So you are
losing that side of it. (Pj11) | could go on allyd@ow bad, there was no
training it was almost self-training, you had tare things yourself, go away
and do that, come up with a menu (Pjlla, Pjlliopnitchave a high opinion
of a lot of them émployer}, | don’t know them personally, and | don’t thiak
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lot of them spend enough time with these appresi{Pgl7, Pj3a) | also think
we still have a culture of aggression in the induahd not such a strong
culture of supporting and training apprenticestill think it's a bit of a slave
labour culture. (Pj23)

It is clear that there are limitations in prepariegrners for a changing workplace,
where there is a fundamental need to adapt to amgupgocesses, new materials,
work structures and environments, therefore limgitime vocational education to
specific procedures are ineffective in understagdie tasks at hand. Moreover
epistemological literature declares that an indigits characteristics, their
disposition, motivation and interest (Billett 19%Gawat 1989, Spring; Tobias 1994,
Spring) is clearly integral to the ways in whicleyHearn to perform tasks and is
therefore also integral to understanding how kndggeand skills is constructed in
the workplace.

Neo-liberal changesto vocational education

The changes in current Vocational Education andhimg (VET) students, which

can, in part, be traced to the delivery of the dlai Training Reform Agenda and the
1992 ‘New Apprenticeship and Training Schemes iohhécal and Further
Education’ (TAFE) has had an important impact @ming. TAFE once had a
monopoly over the supply of training to young sdHeavers but the freeing up of
vocational training brought about by the Nationedifiing Agenda with more avenues
for VET has meant that TAFE now competes in thalland global vocational
education market place. (NCVER 2000c) Furthermloegformal requirements for
off-the-job training in apprenticeships have beawarelaxed since 1994 which has
augmented more flexible ways in which training édivkred through training
packages (Misko 2001; Smith 2002). There has beeéncaeasing recognition of the
role of experience and prior learning which hasaated a large percentage of adults
to return to training, to either upgrade or impreiveir skills, or to gain formal
qualifications (Karmel 2006 )

This more open and equitable intake has dramatichtinged the profile of the
student body in VET apprenticeships and traineasiniphat they are now accessible
to people of all ages and are no longer restrigtethe main, to school leavers.
Almost one third of ‘new’ apprentices are 25 yeafrage or over (NCVER 2000a)
which means students, in the main, now have a@reapectation of their teachers
than in previous times due to an awareness of tighits as learners (Pithers 2002)

Also the quality of training plays a significaniean an apprentice’s decision to
continue or withdraw from training (Snell 2007) whiwould lead us to assume that
individual teachers must also take responsibibitytheir continual learning by
remaining current, not only with industry changes &lso new epistemologies in
adult learning. A general criticism leveled at sSOWteT teachers, by educational
writers, is a perceived dependence on undergradket@ng to carry them through
their teaching career and their limited exposuneew developments in educational
paradigms.

Furthermore industry groups are now requestingdtiadr ‘soft’ skills are to be taught
(DEST 2004) to enhance and maintain the trainesjd@yability such as
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communication, team work, problem solving, self-age&ment, planning and
organising, technology, learning, and initiativel @mterpriseThey are seen, by
employers, to be as important as practical skillhat they provide the necessary
knowledge for the trainee to operate successfolthé workplace.

A significant change in the TAFE environment istthias now teaching experienced
adults who are keen to obtain maximum benefit franchosen course, and who
request more relevant and accessible informati@am ttmeir younger counterparts.
Flexibility, teamwork, continuous learning and ebyde participation and
development may be descriptors applicable to the teacher/student relationship as
both benefit from these changes(Garavan 1997)

| think TAFE has a lot to offer in the sense ofuyget more of the reasons
why you use certain things but | don’t think TAF&shthe opportunity to use
the products that restaurants have

(Pd6, Pd7)

They can learn them in a TAFE environment, on tie jn actual fact, when
you look at an apprenticeship most of the trairongurs in the work place
because they come to TAFE one day a week. | tiete is probably a need
for TAFE to go out into industry to do workplacaitring on the job.

(Pd1a, Pd9, Pd7a)

However not all responses were positive as recgndgiuated student interviewee
had a strongly negative opinion of her VET trainargl its ability to replicate her
experience of the workplace.

Definitely not, I’'m sorry but with cutting cornersr only having the time to
learn certain cuisines in a (limited) time periodhvthe teacher to student ratio
(16-1) 1 don’t believe that option is always avhl&a

(Pd10, Pd7b)

Competency based training

Research evidence suggests that competency basadgrCBT modular courses
implemented in VET, as result of federal governnpmessures, are not resulting in
students with superior knowledge and skills (Cortfb997) In fact there has been
criticism of current VET policies and CBT to meatdiralia’s skills needs (DEST
2005, February) (Cornford 2004; Hawke 2002 Juna) ttere has been a decline in
standards in some trade areas subsequent tordaduction. (Mills 2002)

Most CBT training packages do not encourage dewedop of critical thinking skills

so needed to cope with the changing nature of thaenm workplace and effective
problem solving asserted by employers as desiréibtenot achievable unless there is
a sound theoretical underpinning of knowledge &ad ¢competency standards only
represent desired outcomes and they do not offegasat guidance to teachers.
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The socio-cultural dynamics of training

The changing nature of the new trainee is evenlilesly to accept many of the
working conditions employers see as part of thditicmal culture of the workplace.
An increase in women to the trade, older, more wade trainees (Karmel 2006 ;
NCVER 2000a) and the new generation of school isaaredgeneration Yhave
different expectations of their work life than tinaditional male school leaver a
decade ago.

I look at my group of friends growing up and a fefathem started off as
chefs. Once they saw other friends getting intceirning loads of money
and getting regular hours | know a lot of my friendst dropped out and went
into computing and IT. You can't really glamoriséoo much. They'll come
in and see the reality and then drop out.

(Pz1, Pz2)

Moreover being a trainee in, what is essentialgiry tough environment can create
doubts as to the value of the pain and sacrificeadwled by the workplace. This new
knowledge learning involves altering existing ideaschemas an individual has
constructed in his or her mind (Festinger 1957;dS1@i76) that when learning
involves the changing of values and attitudespémgod of dissonance can be even
more stressful. This additional stress occurs @sieg affects and challenges the
identity of the individual and they question theare understanding of their world to
become new workers and take on the attributeseoivibrkplace.

I guess | now only understand what | learn front th@erience because | was
a lot younger and a bit rebellious, forced intbyitmy parents. | guess | was a
little but negative about the whole deal the howarking from midnight to
midday, watching my friends go partying and hawmgo to work (also)
relationship troubles because of the hours. |Iglessented a lot of it but
now, nearly ten years later, I'm really grateful fehat | learnt there but I'm
only starting to understand that now.

(Ph12, Ph3b, Ph3c, Ph3d)

Generation Y

Generation Y (Coupland 1991) or the Millennials éaéived through the age of the
internet and there is an old adage that Sageple resemble their times more than
they resemble their parent8orn between 1982-2000 and make up 28% of the
population.(ABS 2001) this generation has obsethiet parents get the rewards of
hard work: houses, cars and material wealth andhbee benefited by being the
most materially endowed, and entertained generatio@enagers ever, yet they have
seen the costs of their parents’ success in tefingoken marriages, absentee
parenting, and an epidemic of stress related slegs

For their part Gen Y have been left disillusionathwhe materialism they have
enjoyed and boredom remains a big problem for tf&f#o) state that “never being
bored” is of highest importance to them. (McCrind@6) When deciding to accept a
job, salary ranks sixth in order of importance raftaining, management style, work
flexibility, staff activities, and non-financialwerds. (McCrindle 2001) The young
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people of this generation do not live to work kather work to live and a job merely
provides the income to do what they want to do Wwiscsearch for fun, for quality
friendships, for a fulfilling purpose (McCrindle @D)

Past training has mainly focused on VET and ingugiquirements and trainees were
expected to accept that as a normal process bist sortages and attracting young
people back to trades has meant that new thinkimge@ded. Mentorship programs
have recently been implemented (TAFE NSW) for fentedinee chefs to support
their workplace training is a hugely positive lea@mn industry renowned for sexism
and bullying. A similar program is also being pddtat Westminster College in
London to support trainees and employers in thadess transition into the
workplace.

We are also involved, and at this stage it's fondée apprentice chefs in their
2" and ¥ years, a mentoring program. So the aim of tht &ay in training
within the industry and also to aspire to somehefliigher level positions in
the industry, that you don’t see too many chefs in.

(Pn19, Pn19a)

There are questions, in the research, concernengitinking conditions of hospitality
employees that have impacted overtly on the trainaality or willingness to
continue their apprenticeship and consequentlyist#ye industry. These responses
related to low wages and working hours and thetfadtthis is, in part, a late night
entertainment industry with all the temptationsitgoung trainee in his or her first
job.

But it’s no different to when | was an apprentiez#use there are more

options now because that's what we did, we wenafbet work, like at 11

o'clock at night after a really, really busy nigydu are on a high, you don’t

know how to come down, so you have a few drinks.

(Pz8, Pz9)

Where | think it has changed more then when | waeapgprentice is drugs are
more available. You can get all different typesren@asily to get, It is sold in
kitchens nowadays because they sell it for a lidagvell.

(Pz6)

Moreover the question has been raised as to whittbes really is a skills shortage as
reported or that sufficient numbers of trained wdlials are being trained but are
eventually choosing to opt out of physically demagdndustries such as hospitality
or nursing (Richardson 2007). Another factor ccagdhe increase in demand for
workers as businesses increase and their inatmlgynploy sufficient staff impacting
current statistics on skills shortages. Theseaislb form points of consideration in
the analysis for the final thesis.

Conclusion

The effectiveness of formal vocational learnindisgtin the classroom/educational
process may be viewed as a means to impart meah&gieriences to both teachers
and students alike. But although it is able tovdla breadth of knowledge it cannot
respond to the specific depth needed by indiviteeners for their workplace, this
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can only be accomplished in the dynamic environmétie trainee and their
workplace learning. Several studies of workers Withe informal learning of the
workplace concluded that effective learning resbftem learners’ engagement in
authentic activities, guided by experts and intingowith other learners (Billett
1993, 1994b). However although understanding waguerto each individual, it was
shaped by his or her workplace culture and thagttadity of information was
important but nonetheless it needed to be delivateleir level (Billett 1994b)

This research has shown that, although industrgrtemave leveled doubts as to the
effectiveness of the formal VET setting, it hasrbaaable or unwilling to fulfill its
part of the trainees’ agreement to provide effectiorkplace training. It is also
asking for flexible, creative employees who camkior themselves with a range of
employability skills but they seem to lack the flakty and creativity expected of
their employees. They want more holistic, socsbft’ skills in their trainees but are
demanding shorter, more practice based cost eféectiurses.

Classroom settings can support authentic knowladgeisition for learners but they
cannot replicate every specific workplace scenasithis can only be achieved on
site. VET can offer a broad range of industry chsifor a trainee but can really only
skim the tree tops of knowledge and hope the deiptine trainees experience is
achieved in their workplace. It appears that mooai§ needs to be on the individual
and their ability to cope in demanding work envirants, tdfacilitate construction of
knowledge through experiential, contextual and aatiethods in real world
environmentgLynch 1997) and support them in the new workplaita their active
construction of knowledge (Stevenson 1994)
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