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Abstract—. The primary reason for the popularity of internships is that they offer win-win-win opportunities for main stakeholders; students, academic institutions, and employing entity both during and following the internship. This article presents the results of a research study that took place during the 2018–2019 academic year at the Palestine Polytechnic University. The research’s goal was to investigate the internship main factors associated with the main stakeholders, and their impact on internship Outcomes. Two hundred and forty-four individuals responded to a questionnaire designed for the purpose of the study, cross-sectional data were analyzed  by using SPSS, Multiple linear regression analysis  was estimated to study the effect of each factor on  internship outcomes. The regression analysis showed that training planning, Training implementation, and student’s Commitment  has a significant correlation coefficient with training outcomes. in addition, one way analysis of variance was used to indicate  that there was a statistically significant difference at p-value < 0.05 level in the internship factors according to the three main stakeholders.
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I.  Introduction (Heading 1)
Palestine Polytechnic University (PPU) was established as a technical institute in 1978 and has grown to be an accredited university by the Palestinian university presidents’ council in 1999, a member in the Association of the Arab Universities and a member of the International Universities Association of UNESCO since 2006. 

PPU is considered a medium sized university located in the southern part of Palestine with almost 7,000 students hosted in two main campuses. In addition to higher education services, PPU provides technical consultation and training services to the local community. 

A participants in six different workshops (about 30 experts and representatives from the labor market in each workshop) held by PPU (January-April 2018) emphasized the existence of a gap between the University and the labor market in carrying out internship.
II. what is an internship
An internet search of "internship definition" yields more that fourteen million responses, with many from campus websites. Definitions found on campus sites have some commonalities but also some interesting differences. One large university's arts and sciences career services webpage describes an internship as something that "integrates career related experience into an undergraduate education through participation in planned, supervised work". "A smaller university's center for experiential experiential learning strategy, an emphasis on professional development, performance assessment, and reflection acknowledgment." [8]
Internships, or opportunities for students to receive course credit for applied education in the working world, are often valuable experiences for students how hope to test the application of theoretical material learned in the classroom to specific field experiences. Internships give students a chance to see what realities await them before they find themselves competing for jobs in areas in which they have little or no practical understanding or experience. Employers too, benefit from a close involvement with a young person who is often eager to please, and willing to do almost anything for a line of "experience" on his or her resume.[5]
Internship carries many meanings. Fox (2001) considered internship as an opportunity to close the gap between college-learned theory and practical reality. It is an opportunity to test skills, interests, and career choices in real working situations while obtaining an edge on “inexperienced” job market competitors (Davies, 1990; Neuman,1999). Through internships students have more chances to explore future careers, to gain deeper knowledge of details, and to start thinking about their future careers based on their internship experiences (Nelson,1994). [6]
III. Internship factors
The internship factors  are: Training Planning, Training Implementation, The contact between the academic supervisor and the students, The contact between the academic supervisor and training facility, and student’s Commitment.

IV. the importance of Internship

the literature reveals a lack of formal research on practical evaluation training, faculty and students consistently speak to the benefits of these training experiences. [13]

The argument for this recommendation is that practical experiences should be part of the training for any practice-oriented ﬁeld (Altschuld, 1995; Fitzpatrick, 1994). These practical experiences provide students with exposure to the intricacies of conducting evaluation in real-world settings. Issues that can be experienced in practical training include: (a) negotiating an evaluation within an organization, (b) handling incomplete data, (c) dealing with clients who don’t communicate well, and (d) thinking creatively and ﬂexibly about an evaluation design because of resource, organizational, or political constraints (e.g., Chelimsky, 1997; Cronbach et al., 1980). [13]
One way to market a university and its "products" to the community and business environment in which operates is to maintain a strong internship/cooperative education program.[11].

Internship programs are a way for the university to forge links with the local business environment. They are a way for solidifying the ties between the community and the university. And, since grants, funding, and community support are very important to most universities (and most of these come from business), the university concerns and expectations are valid [11]. 
Academic researchers also point out that there is indeed a relationship between students’ participation in internships and early-career success. Specifically, what students gain in internship experiences tends to lead to quicker employment upon graduation, higher initial salaries, greater overall job satisfaction (Bosley, 1988; Gault, 2000), and greater ease in the process of “moving toward the [professional] community” (Allen et al., 2006, p. 46).  [10]

  In addition, students become more engaged in their classroom work and become better students when they are better able to understand the relevance of the theoretical models.  Some studies have noted improved student classroom performance upon their return from internship experiences. [12]  
V. Assessment of internship experiences

Academic and practitioner members of the accounting profession have recognized the contribution which internship experiences can make to the student, the institution, and the employing entity both during and following the internship. Well-organized and carefully supervised programs enhance the student’s ability to integrate academic knowledge with practical applications, improve job/career opportunities after graduation, create relevance for past and future classroom learning, develop work place social and human relations skills, and provide the opportunity for students to apply communication and problem-solving skills. Employers have reported lower turnover rates for college hires who have participated in an internship or cooperative education assignment in contrast to college hires who have not completed these experiential learning activities. [1]
Three types of evaluations of the internship experience are possible: (1) an evaluation of the intern's performance completed by the host institution supervisors; (2) an evaluation of the intern's experience completed by the faculty supervisors; and  (3) an evaluation of the internship experience completed by the student.
The most important requirement for any of these types of evaluations is that the criteria for performance be clearly specified at the outset of the internship. Clear communication about expectations and evaluations can contribute to a successful experience and help avoid misunderstandings (Rogers, 1993). It is helpful for stakeholders completing evaluations to suggest ways in which the stakeholders could have been better prepared for the internship experience and ways in which the internship could be made more useful for future participants. 
Evaluation of training outcomes has long been regarded as a prerequisite for effective delivery of training programs (Goldstein, 1991; Latham & Wexley, 1981). Without concrete information about program strengths, weaknesses, and impacts, it is impossible to systematically improve program content and delivery. Furthermore, lack of evaluation signals low responsiveness to attendees, and low commitment to follow up or improve on program outcomes.[9]

     As institutions of higher education struggle to keep pace with employer demands, they are constantly altering curriculum in order to improve educational value.  In the continuous effort to enhance the value of student education and to generate effective decisions, universities must be informed of employers’ attitudes towards current programs and curriculums if they intend for their students to exceed employer expectations.  The most common method used to gauge employer satisfaction regarding institutional programs is surveying the employer concerning the quality of the interns produced by the institution.  The employer evaluation of the intern can then be used as an overall assessment of an institution’s program.  If employers are satisfied with their intern(s), it is generally assumed the institution’s curriculum meets or even surpasses employers’ needs.    Since internships have long been regarded as an important supplement to undergraduate education and this type of education plays a vital role in enhancing the preparation of undergraduates in the entry-level job market, it is beneficial for institutions to be concerned with the type of intern they are producing.  Administrators and faculty should systematically assess their learning outcomes to ensure that the program develops students who will meet employer expectations.  The goal of the institution should be to repeatedly surpass the criterion set by employers.  The purpose of this study is to examine the value of intern evaluations in the assessment of both management and marketing programs. [14]
Evaluation can be directed at determining the effects of training relative to: (a) the degree of in-class learning, and/or(b) the degree to which this learning results in on-the-job behavior change. These can be viewed as issues of “internal” and “external” validity, respectively (cf. Martin, 1957; Campbell and Stanley, 1966; Campbell et al., 1970). Since internal validity is a necessary (though not sufficient) prerequisite to the establishment of external validity, the critical initial evaluation question concerns the extent to which immediate learning or behavior change can be attributed directly to participation in the training program. [2]

VI.   the use of ict in internship
In research titled towards an efficient training of universities faculty on ICTS, This article presents the results of a research study that took place during the 2007–2008 academic year at the University of the Basque Country . (UPV/EHU in its Spanish and Basque acronyms). The research’s goal was to establish the guidelines for training opportunities in information and communication technologies (ICTs) that could better address the needs of the faculty at the aforementioned university. The conclusive results provide a picture of the necessary training in ICTs that the faculty requires for their teaching as well as for conducting research. This led us to develop some suggestions that are related to the modular organization of past and present training courses as well as improved guidelines that would help us to restructure the design of the training currently being offered. This restructuring is fundamental in order to include ICTs in the new European space of higher education (ESHE) [7]
VII.   Data Analysis

Statistical Package for Social Science (SPSS) was used to answer the objective of this study.  Factor analysis was used  to determine the main variable in this study,  Cronbach's Alpha was used to determine the questioner reliability. One Way Analysis of Variance was employed to determine the significant difference of the study factor due to department once and stockholders on other hand.  Finally multiple linear regression was applied to determine  the effect of study factor on training outcomes. 
VIII. Results

1. Descriptive Statistic

The response of this study divided into three parts: employing entity, academic  institution (supervisor),  and students. 13.8% of response in employing entity part are working in government company, 81.0%  of them are working in private company, and only  5.2% are working in nongovernment. While 69.0% of them have a Bachelor's degree,  and 15.5% have postgraduate, also 15.5% have a diploma. However, 43.1% have 5-10 years' experience, and 25.9%, 31.0% have less than 5 years and more than 10 years respectively.  In our sample also, 69.0% of the academic supervisor have a postgraduate,  26.7% Bachelor's, and 13.3% have  a diploma. Furthermore, 6.7% of them have an experience less than 5 years, 33.3% 5-10 years, and 60.0% more than 10 years. See table 2.

2. Main Variable 
Principle components factor analysis with Varimax rotation was applied first step to  determine the  main variable used in this study, to determine the stability of data sample for factor analysis two test used Kaiser-Meyer-Olkin and Bartlett tests, the Kaiser-Meyer-Olkin= .877 and Bartlett tests=.000. Which indicated that there is a high correlation between factors, six factors with eigenvalue greater than one are generated, as show in table (2), these six factor explain 65.752 % of the total variance. The first factor refers to training implementation, the second factor refers to The contact between the academic supervisor and the students, the third factors refers to student’s Commitment, The contact between the academic supervisor and training facility is the  four factor, and  training planning  and training outcomes refers to the fifth and six factor respectively. To examine the questioner reliability  Cronbach's Alpha was applied for each factor in order to identify the internal consistency, all factors are reliable with Cronbach's Alpha ranging  0.736 to 0.882  which indicate a good internal consistency among items Cortina et al.( 1993) [3].  In Table (3 ), all factor loadings are more than 50% Hair et al.(2016) [4], which shows each construct satisfies the convergent validity.

3. Differences of study factors due to main stockholders and department

To study the difference of study factor due to main stockholders  (employing entity, academic supervisor,  and students), One Way Analysis of Variance was used to indicate  that there was a statistically significant difference in study factor for three different stockholders. 

Training implementation, The contact between the academic supervisor and the students, Training Outcomes, and student’s Commitment  all these factor  have a statistical difference due to main stockholders. On the other hand, there was no statistically difference of main stockholders respondent in  Training Planning, and the contact between the academic supervisor and training facility, see table (4) .
Post hoc comparison using the Tukey HDS reveal that the mean respondent of training implementation  for   student ( Mean= 3.6992, SD= 0.76869) was significantly  difference from training facility ( Mean= 3.9680, SD= 0.66687). while the mean respondent of The contact between the academic supervisor and the students for academic supervisor ( Mean= 4.3333, SD= 0.60422) was significantly difference from students ( Mean= 3.7047, SD= 0.77545), which was also  significantly difference from training facility ( Mean= 3.4626, SD= 0.88084), there are significantly difference in mean respondent of  training outcomes for   students  ( Mean=4.3041, SD= 0.67042) from training facility ( Mean= 3.9253, SD= 0.49576). However,  there are significantly difference in mean respondent of  student’s Commitment  for   students  ( Mean=4.2135, SD= 0.61278) from training facility ( Mean= 3.9957, SD= 0.60425). Despite reaching significant difference of study factor  due to main stockholders, there was significant difference of only training planning due department see table (5).
IX. Conclosion and Recommendation

Depending on the research study, the main problems that the internship faces can be summarized as:

1. Lack of  comprehensive and up-to-date database of potential training venues.

2. Lack of coordination and the great gap between educational institutions and public and private labor market institutions.

3. Students inability to find adequate training places due to the large number of students and the shortage of training opportunities.

4. The trainee students are not prepared to start their first steps in the training appropriately (guidance and support).

5. Lack of self-confidence for some students and lack of trust toward the trainer which blocks the application of the skills. 

6. Incompatibility between the nature of the training (its components) and the specialization of the trainee student.

7. The trainee's lack of commitment to training times and carrying out the tasks as required.

The best solution for the pre mentioned problems is to set up a specialized internship center in the college that will provide the students with the necessary information, guidance, support,  and a training place at the university. This forms as a maximum 30-40% of the required field training hours within a virtual work environment, which enhances the student's scientific and practical efficiency before going to the labor market. 

The internship center outcomes should be:

1. A comprehensive database specialized in internship  (field training) that serves all disciplines of the College of Applied Professions.

2. Twenty-five memorandums of understanding with various institutions serving all specialties of the College.

3. Comprehensive field training system (training procedures, models, ...).

4. Qualified staff to supervise the field training (at least 40 people, including the director of the center).

5. A field training center in the university consisting of 4 training modules representing a virtual work environment for the disciplines of the departments (Administrative Sciences, Finance & Banking, Computer and Information Technology, Civil and Architectural Engineering) , in addition to a general guidance and support unit for all disciplines.
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Appendix 

TABLE I: Socio-demographic characteristics of the sample, stratified by department, and stockholders 
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TABLE II: Sample of respondent
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Table III: ): Factor structure and reliability result
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Table IV: One Way Analysis of Variance,  Mean and standard deviation for study factor due to main stockholders
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TABLE V: One Way Analysis of Variance,  Mean and standard deviation for study factor due to department
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