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REPORT OVERVIEW
This report was compiled from the activities carried out and experience gained during my 16 weeks industrial training undertaken at THE OFFICE OF THE HEAD OF SERVICE IN KWARA STATE.
This report discusses the actual work done and practical skills gained during the training period and justifying the relevance of scheme in equipping students with needed practical and technical competence to thrive in the real world.
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CHAPTER ONE

1.0 INTRODUCTION
In October 1971, the federal government established the Industrial Training Fund (I.T.F). In its policy statement No 1 published in 1973, a clause was inserted dealing with the issue of practical skills among the locally trained professional in tertiary institutions especially the University of Technology, Monotechnic, Polytechnics, Colleges of Educations and Technical Colleges. Section 15 0f the policy statement states clearly that “Great emphasis will be placed on assisting certain products of the post-secondary school system to adapt or orientate easily to their possible post-graduation job environments”, subsequently leading to the launch of a scheme known as the Student’s Industrial Work Experience Scheme (SIWES). 

1.1 BACKGROUND
The Industrial Training fund established by decree 43 was introduced in 1971, vis-à-vis the birth of the Students Industrial Work Experience Scheme (SIWES) the same year by the Federal Government of Nigeria (FGN). It is against this background that the industrial training fund (ITF) initiated, designed and introduced SIWES Scheme in 1973 to acquaint students with the skills of handling employers’ equipment and machinery.
The Industrial Training Fund (ITF) solely funded the scheme during its formative years. However, due to financial constraints, the fund withdrew from the scheme in 1978. The Federal Government, noting the significance of the skills training, handed the management of the scheme to both the National Universities Commission (NUC), and the National Board for Technical Education (NBTE) in 1979. The management and implementation of the scheme was however, reverted to the ITF by the Federal Government in November, 1984 and the administration was effectively taken over by the industrial training fund in July 1985, with the funding solely boned by the Federal Government. It is an integral part of the requirements for the award of Certificates, Diplomas and Degrees in institutions of higher learning, e.g. Colleges of Education, Polytechnics, Universities, etc. 
Student Industrial Work Experience Scheme (SIWES) exposes students to industry based skills necessary for a smooth transition from the classroom to work environments. It accords students of tertiary institutions the opportunity of being familiarized, exposed, and prepare students of universities, polytechnics, college of technology, college of agricultures and college of education for the industrial work situation they are likely to meet after graduation and to the needed experience in handling machinery and equipment which are not found in such an educational institution.
1.2 	OBJECTIVES OF SIWES
The Industrial Training Funds Policy Document No. 1 of 1973 which established SIWES outlined the objectives of the scheme. The objectives are to:
· To provide students with relevant practical experience.
· To satisfy accreditation requirements set by the Nigerian Universities Commission (NUC).
· To familiarize students with typical environments in which they are likely to function professionally after graduation.
· To provide student an opportunity to see the real world of their discipline and consequently bridge the gap between the University work and actual practice.
· To change the orientation of students towards labour market when seeking for job.
· To help students access area of interest and suitability for their chosen profession.
· To enhance students, contact for future employment
· To provide access to equipment and other facilities that would not normally be available in the University workshop
· To enlist and enhance industry involvement in university education.
· Summarily the objective of the Student Industrial Work Experience Scheme.
· To solve, the problem of inadequate practical skills, preparatory for employment in industries by Nigerian graduates of tertiary institution. 
· To promote and encourage the acquisition of skills in industry and commerce, with a view of generating a pool of indigenous trained manpower sufficient to meet the needs of the economy.
· To provide an avenue for students in higher institutions of learning to acquire industrial skills and experiences during their course of study.
· To prepare students for industrial work situations that they are likely to meet after graduation.
· To expose students to work methods and techniques in handling equipment and machinery that may not be available in their institutions.
· To make the transition from school to the world of work easier and enhance students’ contacts for later job placements.
· To provide students with the opportunities to apply their educational knowledge in real work situations, thereby bridging the gap between theory and practice.
· To enlist and strengthen employers’ involvement in the entire educational process and prepare students for employment in Industry and Commerce (Information and Guideline for SIWES, 2002).

1.3 BODIES INVOLVED IN THE MANAGEMENT OF SIWES
The bodies involved are: The Federal Government, Industrial Training Fund (ITF). Other supervising agents are: National University Commission (NUC), National Board for Technical Education (NBTE) and National Council for Colleges of Education (NCE)
There are key bodies involved in the operations for effectiveness and relevance to the attainment of national goals in the management structure of the SIWES in Nigeria. How each one contributes is highlighted below.

1. FEDERAL GOVERNMENT
Policy and Funding Support: It institutes a general policy framework and provides funding to SIWES; hence, it promotes skills development through practical training that addresses the needs of the labor market in the country.
It lays down the legal and regulatory environment in which SIWES operates, ensuring that the same is focused on national development imperatives.
2. INDUSTRIAL TRAINING FUND ITF
Program Implementation: ITF is the main coordinator and manager of the SIWES program. It organizes, supervises, and sees to it that students are rightly placed in industry for their field of study.
Funding and Stipends: Allowance to students while on industrial training and stipends to cover some of the requirements that would aid in acquiring practical skills.
Quality Assurance: Assess students' performance and the quality of training for appropriateness to standards at the workplace.
3. NATIONAL UNIVERSITY COMMISSION (NUC)
Policy and Guidelines for Universities: Provide policies and guidelines to universities on how to integrate SIWES into the curriculum for science, engineering, and other technical programs.
Curriculum Co-ordination: Liaises with universities in the structuring of academic work to incorporate SIWES as an essential ingredient in the learning of students to give practical exposure in addition to classroom knowledge.
4. NATIONAL BOARD FOR TECHNICAL EDUCATION NBTE
Technical Institutions Management: Coordinates the implementation of SIWES in polytechnics and technical colleges with the view to exposing students pursuing technical courses to industry practice.
Accreditation and Compliance: Approves standards for SIWES in the technical institutions with a view to ensuring that the aims of the program are achieved to improve the quality.
5. NATIONAL COUNCIL FOR COLLEGES OF EDUCATION (NCE)
Institutionalization of SIWES into Teacher Training: Ensures that SIWES is integrated into the teacher education curriculum, especially in the area of technical and vocational education.
Policy and Coordination: Formulate policies which help SIWES at Colleges of Education to ensure that teachers-to-be have exposure to the real world for which they may translate such experience to the classroom.
Therefore, the success or otherwise of the SIWES depends on the efficiency of the Ministries, ITF, Institutions, Employers of labour and the general public involved in articulation and management of the program. Thus, the evaluation of SIWES in tertiary institutions in meeting up with the needs for the establishment of the program is necessary.


CHAPTER 2
ESTABLISHMENT OVERVIEW
THE OFFICE OF THE HEAD OF SERVICE IN KWARA STATE
2:1 BRIEF HISTORY OF THE OFFICE OF THE HEAD OF SERVICE IN KWARA STATE
The history of the Office of the Head of Service in Kwara State dates back to the creation of the state in 1967 following the restructuring of Nigeria’s administrative regions. Before the establishment of Kwara State, the region that now forms part of the state was under the Northern Region’s administrative structure, which was inherited from the British colonial government. With the creation of the state, there arose a need for a structured civil service that could effectively manage governmental affairs and provide the necessary bureaucratic support for governance. One of the key figures in the early administration of Kwara State was Yusuf Gobir, who had begun his career in the federal public service in 1950. His vast experience played a crucial role in setting up the administrative framework for the newly created state. Gobir was instrumental in the organization of the civil service in Kwara, serving as the Permanent Secretary in the Governor’s Office, where he contributed significantly to establishing a professional and structured bureaucratic system. His efforts laid the foundation for what later became the Office of the Head of Service.
The role of the Head of Service in Kwara State has evolved over the years, adapting to changing administrative and governance needs. The office is responsible for overseeing the entire civil service, ensuring the implementation of government policies, and maintaining efficiency within the system. It serves as a bridge between the civil servants and the executive arm of government, playing a vital role in ensuring that policies formulated by the government are effectively carried out by the civil service. Over the decades, several individuals have held the position of Head of Service, each leaving a unique imprint on the administrative structure of the state. The office has witnessed various reforms aimed at improving efficiency, transparency, and accountability in the civil service. These reforms have included the introduction of new policies, restructuring of departments, and the adoption of modern administrative practices to keep up with evolving governance challenges.
A significant milestone in the history of the Office of the Head of Service in Kwara State was recorded in 2015 when Hajia Zaratu Umar was appointed as the first female Head of Service. Her appointment was a landmark achievement in the history of the state, demonstrating a commitment to gender inclusivity in governance. During her tenure, she championed various reforms aimed at improving civil service efficiency, enhancing workers' welfare, and promoting discipline within the administrative system. Hajia Zaratu Umar’s tenure was succeeded in 2017 by Susan Modupe Oluwole, who continued the efforts to modernize the civil service and improve its effectiveness. Oluwole, known for her dedication and administrative acumen, implemented policies aimed at enhancing staff productivity, streamlining bureaucratic processes, and ensuring that government operations were carried out efficiently. Her tenure saw efforts to digitize certain aspects of the civil service, making processes more transparent and reducing bureaucratic bottlenecks.
Beyond the individual contributions of the various Heads of Service, the Office itself has undergone structural changes over time. The state government has introduced several reforms aimed at improving service delivery, professional development of civil servants, and ethical conduct within the public service. Training and retraining programs have been introduced to equip civil servants with modern administrative skills and enhance their capacity to meet contemporary governance demands. The challenges facing the Office of the Head of Service in Kwara State have evolved alongside these reforms. Issues such as bureaucratic inefficiencies, corruption, staff welfare concerns, and resistance to change have at times posed obstacles to effective service delivery. However, successive administrations have sought to address these challenges through various policy measures. The introduction of e-governance initiatives, performance appraisal systems, and stricter accountability measures are some of the strategies that have been employed to improve the civil service.
Another critical aspect of the evolution of the Office of the Head of Service is its role in mediating labor relations between the government and civil servants. The office plays a crucial role in negotiations concerning salary structures, benefits, and working conditions of public servants. It has been at the forefront of resolving industrial disputes and ensuring that government policies concerning workers' welfare are effectively implemented. In recent years, the role of the Head of Service has expanded to include collaborations with national and international organizations aimed at capacity-building and institutional strengthening. Partnerships with institutions such as the Federal Civil Service Commission, international donor agencies, and private sector organizations have contributed to knowledge exchange and the introduction of best practices within the Kwara State civil service. The Office of the Head of Service also plays a crucial role in succession planning within the civil service. Through a structured system of promotions and professional development programs, the office ensures that qualified and competent individuals are prepared to take up leadership positions within the state’s bureaucratic framework. This has helped in maintaining continuity in governance and ensuring that administrative functions are carried out seamlessly.
As Kwara State continues to grow and develop, the Office of the Head of Service remains a key pillar in the effective administration of the state. The office has had to adapt to technological advancements, changes in governance structures, and the increasing demands of a modern civil service. With ongoing reforms aimed at strengthening transparency, accountability, and efficiency, the Office of the Head of Service is expected to continue playing a pivotal role in shaping the future of public administration in the state. Looking ahead, the Office of the Head of Service in Kwara State will likely face new challenges and opportunities. The continued integration of technology into administrative processes will be essential in enhancing service delivery and reducing bureaucratic inefficiencies. Additionally, as governance becomes more participatory, the office will have to find innovative ways to engage with civil servants and the general public to ensure that government policies align with the needs and aspirations of the people.
The Office of the Head of Service has played a key role in developing a performance-based civil service culture, ensuring that government employees work effectively and efficiently. Over time, various Heads of Service have introduced staff evaluation systems that focus on performance improvement and the delivery of quality services to the public. These evaluation mechanisms have helped identify areas requiring intervention, providing valuable feedback for policy adjustments. Additionally, several administrations have initiated programs that focus on professional ethics, emphasizing discipline and integrity within the civil service. The state has implemented various measures to reduce corruption, including whistleblower policies and mechanisms to monitor public servants’ activities. Efforts to enhance discipline and transparency have been fundamental in ensuring that the civil service operates with professionalism and accountability.
To keep pace with the growing demands of governance, the Office of the Head of Service has also played a key role in workforce planning. By forecasting future needs and ensuring that the right personnel are in place, the office has contributed significantly to building a competent and efficient workforce. Recruitment and placement strategies have evolved to focus on meritocracy, reducing political influence in appointments and ensuring that the most qualified candidates are selected for public service roles. Civil servants have benefited from various welfare programs introduced by the Office of the Head of Service, including access to health care, pensions, and housing schemes. Over time, these benefits have been revised and improved to reflect economic realities and ensure that civil servants remain motivated and dedicated to their duties. The importance of civil servants in driving development cannot be overemphasized, as they remain the engine through which government policies are implemented.
In conclusion, the history of the Office of the Head of Service in Kwara State is one of evolution, adaptation, and resilience. From its early days in 1967 to its current role as a central coordinating body for the state’s civil service, the office has remained instrumental in ensuring the effective implementation of government policies and the efficient management of human resources within the public sector. With the dedication of past and present Heads of Service, along with continuous reforms, the office is poised to remain a key player in the development of Kwara State’s administrative structure for years to come. As governance dynamics continue to change, the ability of the Office of the Head of Service to embrace innovation and adapt to emerging challenges will determine its continued success in shaping a professional and efficient civil service in Kwara State.
MISSION:
The mission of the Office of the Head of Service in Kwara State is to ensure an efficient, transparent, and professional civil service that effectively implements government policies, enhances workers' welfare, and upholds integrity and innovation in public service delivery.
VISION:
The vision of the Office of the Head of Service in Kwara State is to build a world-class civil service that is efficient, accountable, innovative, and responsive to the developmental needs of the government and the people.
• LOCATION:
ILORIN, KWARA STATE, NIGERIA
2:2 OBJECTIVE OF ESTABLISHMENT
The objectives of the Office of the Head of Service in Kwara State include:
1. Ensuring an Efficient Civil Service – Strengthening the capacity and performance of civil servants for effective service delivery.
2. Promoting Transparency and Accountability – Upholding integrity, ethical conduct, and accountability in public service operations.
3. Enhancing Civil Servants’ Welfare – Implementing policies that improve the working conditions, remuneration, and career development of public servants.
4. Implementing Government Policies – Ensuring the smooth execution of government programs and policies across ministries, departments, and agencies.
5. Capacity Building and Training – Providing continuous training and professional development opportunities for civil servants to enhance their skills and productivity.
6. Workforce Planning and Management – Overseeing recruitment, placement, and succession planning to ensure a competent and motivated workforce.
7. Adopting Innovation and Technology – Integrating digital solutions and modern administrative practices to improve efficiency in governance.
8. Conflict Resolution and Industrial Harmony – Mediating labor relations between the government and civil servants to maintain a peaceful and productive work environment.
9. Promoting Public Sector Reforms – Driving reforms that enhance service delivery, reduce bureaucratic bottlenecks, and foster good governance.
10. Ensuring Policy Continuity and Institutional Stability – Preserving institutional knowledge and ensuring a seamless transition in administrative leadership.
2.3 VARIOUS UNITS IN THE ESTABLISHMENT AND FUNCTION
1. The Administration and Human Resources Department is responsible for managing the recruitment, postings, transfers, and promotions of civil servants to ensure an efficient and well-structured workforce. It also oversees employee records, performance evaluations, and workforce planning to ensure that government ministries, departments, and agencies are adequately staffed.
2. The Training and Capacity Development Department focuses on organizing training programs, workshops, and seminars to improve the skills and competencies of civil servants. It identifies training needs, partners with professional institutions, and implements continuous learning initiatives to enhance employee productivity.
3. The Pension and Welfare Department handles pension administration, gratuities, and retirement benefits for civil servants. It ensures timely pension payments and formulates welfare policies that support both active and retired workers, including healthcare and housing schemes.
4. The Public Service Reforms Department is responsible for designing and implementing policies that enhance efficiency, eliminate bureaucratic bottlenecks, and modernize administrative processes. It also introduces innovations such as e-governance and digital automation to improve service delivery.
5. The Finance and Accounts Department oversees budget preparation, salary processing, and overall financial management for the Office of the Head of Service. It ensures accountability in the use of public funds by handling financial reporting, expenditure control, and auditing.
6. The Discipline and Ethics Department enforces civil service rules and regulations, investigates cases of misconduct, and ensures compliance with the public service code of conduct. It recommends disciplinary actions where necessary and promotes integrity and professionalism within the workforce.
7. The Industrial Relations Department manages labor relations between the government and civil servants. It handles negotiations on salary structures, working conditions, and employment terms while mediating disputes to prevent strikes and maintain industrial harmony.
8. The Information and Public Relations Department is responsible for communicating government policies, reforms, and initiatives to civil servants and the public. It manages press releases, media relations, and public engagement while also handling inquiries and complaints from stakeholders.
9. The Legal and Policy Advisory Department provides legal guidance on civil service matters, interprets laws and policies, and ensures compliance with regulatory frameworks. It drafts legal documents, represents the office in legal matters, and advises on policy implementation.
10. The Monitoring and Evaluation Department tracks the performance of government programs, assesses service delivery, and ensures accountability in the civil service. It collects and analyzes data, provides performance reports, and offers recommendations for improving efficiency and productivity.



CHAPTER THREE
[bookmark: _Toc346657164]NATURE OF WORK, ACTIVITIES, SKILLS AND EXPERIENCE GAINED ON SIWES 
During my SIWES (Students Industrial Work Experience Scheme) training, I had the opportunity to gain practical experience in various aspects of administrative and record-keeping tasks. This period provided me with hands-on exposure to the workings of a professional office environment, particularly in the area of file recording, updating records of service, processing pension documents for retired officers, and updating and processing files. The experience not only helped me understand the theoretical knowledge I had acquired in school but also allowed me to develop essential workplace skills such as organization, accuracy, attention to detail, and efficiency in managing administrative tasks.
One of the first areas I was introduced to was recording of files. This process involves systematically documenting official records, ensuring they are accurately arranged, and making them easily accessible when needed. I learned that proper documentation is crucial in any office setting because it ensures smooth operations and prevents loss or misplacement of important information. My role in this task included receiving documents, classifying them based on their content and purpose, and storing them in designated files. I observed that organizations have a structured filing system, which may be manual (physical files stored in cabinets) or digital (computer-based storage). I also gained knowledge of file indexing, which helps in retrieving documents quickly without unnecessary delays.
One of the key lessons I learned while recording files was the importance of confidentiality. Many of the documents I handled contained sensitive information, such as personal data of employees, official memos, and pension records. I was taught that handling such documents required a high level of professionalism, as unauthorized access or disclosure of confidential information could lead to serious consequences. I also learned that a well-maintained filing system ensures efficiency, as employees can quickly retrieve the necessary information without wasting time searching for misplaced files.
Another important task I undertook was updating records of service. This process is essential in tracking the career progression of employees, as it contains details of their employment history, promotions, transfers, leave records, and other relevant information. During my training, I assisted in inputting new information into employee records, ensuring that each file reflected the latest updates. Accuracy was crucial in this task because incorrect data entry could cause discrepancies that might affect an employee’s entitlements, promotions, or retirement benefits.
One challenge I faced while updating records of service was dealing with incomplete or outdated information. In some cases, employees had not updated their records for a long time, making it difficult to retrieve accurate details. This experience taught me the importance of maintaining up-to-date records and ensuring that employees regularly update their files to avoid administrative delays in the future. Additionally, I learned how technology is playing a role in improving record management, as many organizations are transitioning from manual record-keeping to electronic databases. Digital records reduce paperwork, minimize errors, and make retrieval easier compared to traditional filing systems.
My involvement in processing pension documents for the payment of retired officers was one of the most enlightening aspects of my training. This task required a high level of precision, as pension processing directly affects the financial well-being of retired officers. I learned that before a retiree can receive pension benefits, several documents must be processed, including verification of service records, calculation of entitlements, and submission of necessary approvals. My role in this process involved organizing and cross-checking pension files to ensure that all required documents were in place.
Through this experience, I understood the significance of pension administration in the public sector. I saw firsthand how delays in processing pension payments could affect retired officers, many of whom rely on their pensions as their primary source of income. I also learned about the various pension schemes in place, such as the contributory pension scheme and the defined benefit scheme. Understanding the pension system gave me insight into how governments ensure that retired employees receive financial support after years of service. Additionally, I became aware of some of the challenges pension administrators face, including bureaucratic delays, discrepancies in records, and the need for thorough verification to prevent fraudulent claims.
One of the most practical aspects of my SIWES experience was updating and processing files. In a busy office environment, files must be regularly updated to reflect new information, approvals, and decisions. I was responsible for assisting in the updating of various documents, including staff records, correspondence files, and policy documents. This task required keen attention to detail, as even minor errors could lead to administrative setbacks. I developed skills in document sorting, data entry, and proper arrangement of files in their respective categories.
During this task, I encountered instances where old records needed to be merged with new ones. This required careful verification to ensure consistency and avoid duplication of information. I also learned about the importance of maintaining backup copies of important documents to prevent loss due to unforeseen circumstances such as fire, theft, or accidental misplacement.
As I progressed in my training, I became more familiar with the role of documentation in effective decision-making. I observed that accurate and well-organized records are essential for management when making policy decisions, processing promotions, or approving pension payments. Without proper documentation, decision-making can be delayed, leading to inefficiencies in the workplace. This realization made me appreciate the role of administrative officers in ensuring that all necessary documents are properly recorded and updated.
Another valuable lesson I gained during my SIWES experience was the importance of time management and efficiency. Given the large volume of files that needed to be recorded, updated, and processed, I had to learn how to manage my time effectively to meet deadlines. I was trained on how to prioritize tasks, avoid unnecessary delays, and work with minimal supervision. I also learned the importance of teamwork, as many administrative tasks require collaboration between different departments. Working closely with experienced staff members allowed me to gain deeper insights into office operations and develop practical skills that will be useful in my future career.
Furthermore, I was exposed to various office technologies that are used to enhance efficiency in record management. I learned how to use office software such as Microsoft Excel and database management systems to input and retrieve employee records. This exposure made me realize the growing role of technology in modern administration, as many organizations are adopting digital record-keeping to improve accuracy and accessibility.
One of the most rewarding aspects of my SIWES experience was the opportunity to apply my academic knowledge to real-world situations. While I had studied administrative processes theoretically, working in a practical setting helped me understand how these concepts are applied in a professional environment. For instance, I had learned about file management and record-keeping in school, but handling actual employee records and pension documents gave me a deeper understanding of their significance.
Additionally, I learned about the ethical aspects of administrative work, including confidentiality, integrity, and accountability. As I handled official documents, I was constantly reminded of the need to maintain confidentiality and ensure that sensitive information was not disclosed to unauthorized individuals. I also learned about accountability in document processing, as every administrative action must be recorded and justified. This experience helped me understand the importance of ethical standards in public service administration.
My SIWES experience provided me with invaluable knowledge and skills in office administration, particularly in the areas of file recording, updating records of service, processing pension documents, and updating and processing files. I gained a deeper appreciation for the importance of proper documentation, accuracy in data entry, and the role of record management in effective decision-making. I also learned about the challenges involved in pension processing and the need for efficiency in administrative tasks. Most importantly, the experience equipped me with practical workplace skills that will be beneficial in my future career, including organization, time management, teamwork, and the use of office technology. Overall, my SIWES training was a highly rewarding experience that provided me with a strong foundation for professional growth and development.



CHAPTER 4
EXECUTIVE SUMMARY
BENEFITS
· I become more enlightened by encountering and getting familiar with different equipment.
· I was able to relate most of my theoretical aspect taught in class to the physical aspect in the organisation.
· I experienced how to use some of the equipment being used in the organisation.
· I also improved in my understanding of some stages.

WORK CARRIED OUT WITH CLEAR STATEMENT
The entire staff of THE OFFICE OF THE HEAD OF SERVICE IN KWARA STATE, taught me on how to manage the company and how to work as a team in any organisation.


CHAPTER FIVE
PROBLEMS ENCOUNTERS, RECOMMENDATIONS AND CONCLUSIONS
5.1	Difficulties Encountered During the Programme
	Life they say is not a bed of roses and whatsoever that has advantages also have its disadvantages. In as much as the SIWES Programme is a wonderful programme which has been designed to help the students have a practical knowledge of their various courses of study, it is note-worthy to also mention some of the problems encountered during the programme.
1. Problems of Securing a Place of Attachment
Securing a place of attachment for industrial training programme was a very big challenge to me. This is due to the fact that there are very limited establishment that accepts students undergoing industrial training. While I was searching for a place of attachments, I got to find out most of the establishments that accepts students had already taken the maximum number of students needed, while others would just reject the request giving one reason or the other.
2. Working Time
	As an IT student, I was meant to work for twelve (12) hours in a day, five days in a week (i.e. Mondays to Friday). I barely had time to attend to my personal needs. Not just that IT students had to work all day, but also, the work load was quite much. Most times IT students would be asked to work overtime even without any incentive attached to it and students have no option but to comply every given instruction.
 3. Finance
	Stipends given to me during my industrial training programme is nothing to write home about. The stipend was so little that it could not even cover up for my daily transportation fair not to even mention my feeding fee; therefore, making me spent more from my personal savings. Despite the fact that the stipend was little, it was delayed. Most students ended their programme without receiving their complete stipend due to late payment from firm and we are also asked to pay for the practical we are going to conduct which makes student loose interest in participating.
4. Inaccessible Machines
Industrial training students were not opportune to access most of the automated analyzers because they are not available Instead, we were being told to make research of such machine which does not assist us in learning better going with the saying “practice makes perfect” and not “plain research makes one perfect”. One of the objectives of SIWES is to expose students to work methods and techniques in handling equipment’s and machineries that may not be available in their universities, thus, the above stated objective of SIWES is not been fulfilled completely.
The difficulties encountered during the programme among others include;
· Inadequate monitoring of students on industrial training;
· Lack of cooperation and support from organization;
· Delay in release of fund for supervision and student’s industrial training allowances;
· Student’s reports were not corrected.

5.2 RECOMMENDATIONS OF THE SCHEME WAYS OF IMPROVING THE PROGRAMME
	SIWES programme can be improved by the various actors in the programme which include the Federal Government of Nigeria (FGN), Industrial Training Fund (ITF), Supervisory Agencies (NUC, NCCE, and NBTE), the Institutions, and the Employers.
A. The Federal Government of Nigeria
· The Federal Government should make it mandatory to all ministries, companies, and other organization to offer placement and as well as accept students for industrial attachment.
· The Federal Government should increase the fund being provided for the SIWES programme and other educational programmes in general for effective and productive implementation of the scheme.
B. The Industrial Training Fund (ITF)
· The Industrial Training Fund should provide a strong insurance policy covered for students on SIWES programme.
· The ITF should provide logistic and material necessary for the effective administration of the scheme.
· The ITF should formulate policies and guidelines for SIWES programme for enhancement to all SIWES participating bodies, institutions and companies involved in the scheme.
· The ITF should provide information on companies for the attachment and help in the placement of students.
C. The Supervisory Agency
· The supervisory agency should liaise with the Industrial Training Fund to ensure the implementation of all federal government policies on the scheme.
· The supervisory agency should ensure adequate funding of the SIWES unit in all the institutions for effective administration of the scheme.
· The supervisory agency should research into the development of the scheme in line with advances in technological development.
· The supervisory agency should develop, monitor and review job specification in collaboration with the institution toward the maintenance of the National Minimum Academic Standard for the entire programme approved for SIWES.
D. The Institution
· The Institution should help identify placement opportunities for student attachment with employers.
· The Institution should ensure regular visitation of their students on industrial training to monitor their welfare and improvement status.
· The Institution should have adequate information on some of the challenges facing the firm and the student; it should be noted and treated immediately.
· The Institution should ensure payment of student’s allowances and other outstanding financial challenges.
E. The Employer
· The Employers should accept students for industrial training attachment.
· The Employer should allow the students to have access to some of their useful equipment and other useful facilities.
· The Employer should provide welfare services like drugs and other medication and show good hospitality to students.
5.2.1	Advice for Future Participants
I strongly recommend that future participants should bear the following in mind;
1. The student should be focused to avoid disputing the reputation of the institution in their place of industrial attachment and they should also bear in mind the objective of the scheme and show commitment, diligence and honesty.
1. The student should obey and adhere strictly to all rules and regulations of the company; they should respect the industrial based supervisors as well as other staffs of the company because the moral standard of the student is also evaluated.
1. The student should avoid change of placement without seeking permission from the institutional based supervisor, the employer and the industrial training fund.
1. The student should handle the equipment if the firm with great care and they should take pride in protecting the interest of the company throughout the period of industrial attachment.
5.2.2	Advice for the SIWES managers
1. The SIWES managers should give attention to student welfare on industrial training and the students allowance should be increased as a result as high cost of living in our society.
1. Technologists from various departments or program should be involved in the drafting of time table for students on IT to ensure that students are always sent into areas where activities that will result in learning experience are taking place.
5.3 CONCLUSION
The gains of this exercise are immense; that it was worth the while is grossly an understatement. Being accorded another opportunity in life to be exposed to the rudiments of work places outside the class room teaching is an experience of a life time.
Furthermore, the exposure to practical tools, and working features had engendered better understanding of lessons thought in the class room and charted a course for career development.
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