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ABSTRACT
In the changing phase of the market, all organizations have a number of opportunities to grab and number of challenges to meet. Due to such environment, the dynamic organizations are smoothly surviving in the present competition. While facing these challenges, there is a great pressure of work on the shoulders of management. It is a responsibility of the management to make necessary changes at the workplace as per the requirement of the job. To survive in the competition and to meet the requirements, the management needs to change their policies, rules and regulations. However, this study aims at investigating the impact of training and development on performance of tax collection agencies. The research questions provide answer to how training and development affects the performance of tax collection agencies in Ilorin. The populations of the study are the staff of the tax collection agencies in Ilorin. (i.e.700) in which the whole population was distributed were 250 copies of the questionnaire was returned. Multiple Regression was employed in analyzing data collected with the aid of Statistical Package for Social Science (SPSS) version 20.  The findings revealed that the independents variables which are;On the job training and Off the job training are significant with Dependent variables which are effectiveness and efficiency. Also, the study recommends that Tax collection agencies should implement on the job training and off the job training for an improvement in the effectiveness and efficiency of tax collection agencies in Ilorin.
Key terms: On the job training,Off the job training, Effectiveness, Efficiency
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CHAPTER ONE
INTRODUCTION
1.1  Background of the Study	
In the changing phase of the market, all organizations have a number of opportunities to grab and number of challenges to meet. Due to such environment, the dynamic organizations are smoothly surviving in the present competition. While facing these challenges, there is a great pressure of work on the shoulders of management. It is a responsibility of the management to make necessary changes at the workplace as per the requirement of the job. To survive in the competition and to meet the requirements, the management needs to change their policies, rules and regulations. The organizations face a lot of pressure in the competence for a talented work force, for constantly improving the production methods, entrants of advanced technology and for the employees who are inclined to achieve work life balance. The success of any organization depends upon the quality of the work force, but in order to maintain the quality of the work force, many organizations come across a number of obstacles. These obstacles include attraction of the qualitative workforce towards the organization, recruitment of intelligent, dynamic as well as enthusiastic people in the organization, motivation of current employees with different techniques and retention of the current workforce for maintaining the organizational status in the competitive market. For surviving the business and becoming a successful pillar in the market; training and development is a tool that can help in gaining competitive advantages. 
Training is one of the efforts to increase human resource quality in job world. Employees of organizations, either private or public organizations, new or old employees need to be trained routinely in order to align their vision and mission with the organization’s objectives. Training and development are vital elements to successful work and growth in any organization. Human resource is the very important and the backbone of every organization. Expansion of industrial development in the modern era has helped the emergence of organized employee in the organizations. Therefore, organizations need to invest huge funds on the human resource capital because the performance of employees will ultimately increase the performance of the organization.Employees of a firm can be identified as a source of success. Therefore, for a firm to be a success it should provide training for their employees. Right employee training at the correct time provides better advantage to the firm in increased knowledge, productivity, loyalty and contribution. (Healthfield, 2012). According to (Mulins, 2007), training is most essential to ensure adequate supply of employees that are technically and socially competent for both departmental and management positions. (Armstrong, 2001), defines training as a formal and systematic modification of behavior through learning. That learning obtained is a result of advises, job experience, education and development experience. Training is a planned process to modify employee’s knowledge, skills and attitudes through learning to do activities. (Beardwell& Holden, 1997).
In other to survive and succeed in this fast-changing competitive environment, tax collection agencies need to organize, develop and manage their human resources effectively. The major responsibility of tax collectors in this regard is to build up a right mix of skills, attitude and conceptual understanding amongst their employees, as the political, economic and social development of any country depends on the amount of revenue generated for the provision of infrastructure in that given country. However, one means of generating the amount of revenue for providing the needed infrastructure is through a well structure tax system. Azubike (2009) is of the view that tax is a major player in every society of the world. The tax system is an opportunity for government to collect additional revenue needed in discharging its pressing obligations. A tax system offers itself as one of the most effective means of mobilizing a nation’s internal resources and if lends itself to creating an environment conducive to the promotion of economic growth. 
Above all, employees need to be provided with a continuous learning atmosphere to keep themselves on track with the organizational mission & vision. In view of Spender (2016), employees must gain varied skills and broad knowledge in terms of various personal as well as professional attributes. It is performance that is the ultimate goal of any business’s efforts that leads towards the achievement of market leadership and capturing of unbeatable talent. These two are crucial for the organizations and are part of the organizational strategic mission Mwita (2015). Training was once thought of as an extra effort to excel personally and perform up to the mark in one’s job but now it has become a matter of basic need to be trained to learn the change and adapt to the advancements in work practices (Garner, 2012). Also it is an undeniable fact that in response to the changing work practices if employees are not provided with chances to enlarge their professional experiences then this may lead them to skill obsolescence. Skill obsolescence has been defined by Greenhaus, Callanan, &Godshalk (2000) to be the absence of sophisticated know-how and advanced expertise required to accomplish organizational tasks. Such a situation has led organizations, regardless of their size and scope of operations, to focus on competency based hiring and set challenging job tasks. Competency based hiring is not all that is done but also employees are trained and developed to be proactive and leaders through precisely designed training and development (T & D) programs. These T & D programs together with offering basic skill enhancement also help in gaining advanced job related knowledge to avoid skill obsolescence. Frederick & Stephen (2010) suggest that it is an organization’s management responsibility to facilitate the workforce through training & development to remain competent in their profession. 
For achieving this, a continuous process of training interventions in tax agencies is a must. Training is always a vital and necessary part in promoting many kinds of learning and development of employees. Training plays a key role in the development of employee’s performance. The scope of training is firstly to overpass the gap between requirements of the job and current qualification of an employee. Today, tax agencies have realized the importance of training as a tool to achieve their strategic goals; many tax collectors agencies consider training as a strategic employee retention tool. It is assumed that after training these employees, they should be promoted so that they advance their careers. They give best performance so that organizations provide rewards to the personnel in order to motivate their performance. As training programs have a basic role in every organization, this paper has been done with an interest to find the link between training and their job performance. The study has been taken with an interest to show the effects of training on tax collecting agencies in Kwara State.
1.2	Statement of the Problems
Staff training and development is recognized as crucial element in the attainment of organizational goals and objectives. In order to sustain economic and effective performance taxation has been seen as an important part of fiscal policy which can be used effectively by government in economic development of a country which include: resources mobilization, reduction in inequalities of income, improvement in social welfare, foreign exchange, regional development, control inflation etc., it’s important to optimize the contribution of employees to the aims and goals of an organization Armstrong (1999). Despite the increasing effects on training and development in an organization, there is still limited literature on tax collectors in developing countries (Debrah&Ofori 2006) and an increasing concern from organizational customers towards low quality services in the tax collection. It is further worth noting that while much is known about the economics of training and development in the developed world, studies of issues associated with training in less-developed countries are rarely found. The existing studies in this relation (Harvey 2002) have taken a general human resource management (HRM) focus creating a gap on issues such as the effect of training on employee performance. This study will contribute in minimizing this gap in the literature and thereby establish the basis to understanding of some aspects of training and development on tax collecting agencies particular in Ilorin.  
1.3		Research Questions
The following research questions guide the study and some of which are:
i. How has on-the-job training affected the effectiveness of tax collection agencies in Ilorin?
ii. How can on-the-job training develop the efficiency of tax collection agencies in Ilorin?
iii. What impact has off-the-job training had on the effectiveness on tax collection agencies in Ilorin?
iv. To what extent does off-the-job training affects the efficiency of tax collection agencies in Ilorin?
1.4	Objectives of the study
The aim of this research is to investigate the impact of training and development on performance of tax collection agencies (a case study of Kwara state internal revenue service and Federal Inland Revenue Service), while other objectives are to;
i 	Explore the impact ofon-the-job training on the effectiveness of tax collection 	agencies in Ilorin.
ii 	Determines the extent at which on-the-job training affect the efficiency of tax 	collection agencies in Ilorin.
iii Examine the extent at which off-the-job training affect the Effectiveness of tax 	collection agencies in Ilorin.
iv Identify how off-the-job training affects the efficiency of   tax collection agencies in 	Ilorin.
1.5    Research Hypotheses 
The following research hypothesis will be formulated for the study.
H01: On-the-job training does not affect the effectiveness of tax collection agencies in Ilorin.
H02: There is no significant effect of on-the-job training on the efficiency tax collection agencies in Ilorin.
H03: Off-the-job training does not affect the effectiveness of tax collection agencies in Ilorin.
H04: Off-the-job training does not affect the efficiency tax collection agencies in Ilorin.
1.6    Significance of the Study
The study will be provides suitable suggestions to the impact of training and development on performance of tax collection agencies. This research work is suitable for tax collector agencies in Ilorin, Kwara state to understand the effect of training and development on the performance of both staff and management towards the set goals of the organization. There have been various means and research work on how training and development has impacted organization, but little has been written on tax collector agencies, this research work shall serve as a supplement to existing literatures relating to this research topic. 
1.7Scope of the Study
This research work will focus on selected tax agencies (Kwara State Internal Revenue Service and Federal Inland Revenue Service) which operate in Ilorin, Kwara State. This research proposal decides to make them a case study because of the easy access of data and they are as well known to the general public, this research work will be covering from the last four years i.e. 2016-2018 of this organization for proper planning. 
1.8		Definition of Terms
There are different definitions depending on the perspective to which individual author views it, but for the purpose of this study, I would like to use interpretations that best fits into the subject matter.
Training and Development:Kumpikaite&Sakalas, (2011) these are components of the human resource development (HRD) model that can be seen as a more logical and organized way of improving the skills, knowledge, and attributes needed by the workers to better fulfill their job tasks 
Tax:Anyango (2009) and Anyanwu (2007) stated that tax are imposed to regulate the production of certain goods and services, protection of infant industries, control business and curb inflation, reduce income inequalities.
Tax Collectors Agencies:Set of regulatory bodies that are in charge of collection of tax from tax payers and also remit this payment to the government.
Performance:The free online business dictionary defines this as the accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In this study, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract.




















CHAPTER TWO
LITERATURE REVIEW
2.0	Introduction
This chapter examines previous literature related to the relationship between training and development, and performance of tax collecting agency in Ilorin. It reviews the past studies that help the researcher to understand and identify the problem being studied more appropriately. This chapter also explains empirical review i.e. past research on training and development, theories
2.1 Conceptual Clarification
2.1.1 Training and Development 
Training & Development have been defined in several ways by different authors. The main idea that each one of them highlighted in their studies is the workforce capability enhancement. Kumpikaite&Sakalas, (2011) identified Training and Development as the components of the human resource development (HRD) model. The same authors have defined HRD to be a system or an assortment of such activities that enable organizations to add to the worth of their workforce by bringing behavioral reforms through training, development, and education within a specified time period.  Thus, T & D help building and strengthening the work related attributes of the human resource (workers or employees) in any organization. Moreover, in training there is a specialist who delivers the understanding about the expertise required for enhancing the job proficiency keeping in view both present and future job related skill requirements Saleem (2011).   Hence, we may say that T & D is a more logical and organized way of improving the skills, knowledge, and attributes needed by the workers to better fulfill their job tasks 
Although Training & Development have been taken as one for sake of simplicity in this study yet going into the depth there are present certain distinguishing features. These features, as given by Noe (2008), are: “focus, use of work experiences, goal, and participation”. In training the focus is current, use of work experiences is low, goal is to gain skills for the present job, and participation is mandatory if initiated while vice versa is applicable for development initiatives. Development is more self-directed and requires self-motivation to explore and find the ways for career and personal advancement. 
Similarly, Armstrong (2009) has differentiated training from development by putting his concept into words that development is meant to acquire new knowledge and skills that help to progress into some future job requirements while training helps in gaining those competencies that enable the employees to better perform in their present jobs. In the same way, we find training to be confined only on enhancement of skills pertaining to a particular job while development has its scope stretched across the growth and personal development of the employees by Obisi, (2011). Moreover, Cambell (1971) has given his views as training improves the skill level of technical staff during a short period of time for a specific objective while development allows the managers to learn and grow during a long term learning period having wide-ranging objective.  Hence, the two T & D may be used as one but there is a distinction based on the basis of broadness of scope, focus of the efforts, and time span as mentioned above.  
2.1.2 Benefits of Training and Development 
The adoption of changing technology in this era of globalization and the emergence of new technologies, organizations are striving to survive, grow and operate profitably in a turbulent, even changing environment. They have to position themselves in order to keep abreast with the new technologies and business development globally. Employees need to be trained and developed regularly so as to deliver even when the external environment changes lead to obsolesce of the current technology in place with the organization Nadler (1984). Training eliminates job discrepancies. To be successful, organizations have to be responsive and fast to changing environment. They have to respond fast to changing consumer requirements and needs for quality, variety, customization, convenience and timeliness. There is need to ensure that there is synchronization and standardization in how things are carried out in organizations. Beardwell and Holden (1997) human resource management has emerged as a set of prescriptions for managing people at work. The central claim is that by matching the size, skills of the workforce to productive requirements of the organization and by raising the quality of individual employee contribution to production, organizations can make significant improvements on their performance. The main purpose of training and development is to eliminate performance discrepancies whether current or anticipated. 
Training and development leads to increased employee motivation Seligman (1978). The management can motivate people through such methods as pay, promotion, praise and training. Gale (1994), states that motivating other people is about getting them to move in the direction you want them to go in order to achieve a result. Motivated people are those with clearly defined goals who take action that they expect will achieve those goals. Training and development also enhances competitive advantage of an organization. This is the essence of competitive strategy. It encompasses those capabilities, resources, relationships and decisions which permit an organization to capitalize on opportunities in the market place and avoid threats to its desired position: Gellatily (1996). Armstrong (2005), many organizations have got to the point of recognizing that training and development is a strategic priority rather than a tactical response. A reason for training and development is to give the organization a competitive edge. 
Training and development ensures increased productivity. Armstrong (2003) all organizations are concerned with what should be done to achieve sustainable high level of performance through people. The aim is to develop motivation processes and a work environment that will help to ensure that individuals deliver results in accordance with the expectation of management. It also enhances customer relations. Muchel‘le (2007) suggests the following aspects that enhance customer relations with the clients like being good listeners to the customers and communicating well with them, being sensitive and tactful, employees being sincere with the information they provide, making promises they can keep, loyal to customers, associates and the company.
2.1.3 Employee Performance 
Employees must know what they need to do to perform their job successfully. Settingperformance expectations and goals for individuals and groups to channel their efforts towards achieving organizational objectives.Getting employees involved in the planning process helps them understand the goals of the organization, what needs to be done, why it needs to be done and how well it should be done, Terrington (2015). Performance expectations need to be understood and where possible, to involve the contribution from the employees as Terrington (2015) puts it. Williams (2009), argues that as individuals cannot always control their results, it‘s important to have behavioral targets as well as output targets. It is recommended that there is a personal development plan which would again underpin the achievement of objectives.  
2.1.4 Methods of Training and Development 
Nadler (1984:1.16) noted that all the human resource development activities are meant to either improve performance on the present job of the individual, train new skills for new job or new position in the future and general growth for both individuals and organization so as to be able to meet organization’s current and future objectives. There are broadly two different methods that organizations may choose from for training and developing skills of its employees. These are 
2.2.1 Vroom’s Expectancy Theory
There are many theories expressed in the literature over the years that approach through different perspectives. Nonetheless, most theories would agree that training and development requires a desire to act, an ability to act, and having an objective (Ramlall, 2004). Motivational theories have been grouped in three main categories by taking into consideration different approaches as it follows: content theories, process theories and consolidation theories. Content theories argue that people act in certain ways based on their needs (such as the ones of Maslow and McGregor). Consolidation theories emphasize the connection between individual’s behavior and certain specific results (such as the ones of Thorndike and Skinner). Process theories try to explain how training and development occurs, what factors influence it and what the relations between these factors are (such as the ones of Vroom and Locke). The expectancy theory of Victor Vroom belongs to the category of process theories since, as Klitzner and Anderson (1977) state, training and development is seen as a multiplication of three factors.  
2.2.2 Reinforcement Theory:  
Reinforcement theory describes specifically how people learn behavior and learn how to act. Also different instructors who attempt to bring motivation for the students should make sure that these teachers will not give reward to all students at the same time. They should say to the students who are not acting well in the course of learning and they are not leading a correct way in this process. Teachers basically should bring awareness to the students and teach them in what they are able to gain positive reinforcement.  Reinforcement “is a term in operant conditioning and Behavior analysis for process of increasing the rate or probability of a behavior in the form of response by delivery either immediately or shortly after performing the behavior”.  
2.2.3 Social Learning Theory
In 1947, some concepts such as observational learning were taken one step ahead with the name of “Social Learning Theory” by Julian Rotter. Rotter objected to the strict rules of behaviorism and stated that experiences of an individual might be influential on the behaviors of another individual; however, Rotter also added that external stimuli and reinforces might also affect behaviors. Besides, Rotter stated that the direction and level of this influence could be determined just by cognitive factors. Rotter, who was interested in the reinforcement and its influence as well as its source, put emphasis on the term of focus of control and divided it into two: Internal Focus of Control and External Focus of Control. Rotter explained Internal Focus of Control with the idea that an individual would see himself/herself as the source of reinforcement and External Focus of Control with the idea that an individual would see some powers other than himself/herself as the source of reinforcement. Bandura and Walters, who resumed on the studies of Miller and Dollard besides Rotter’s studies, also dealt with the subject of learning through observation and imitation. 
2.2.4 Human Relations Theory
Human relation theory was established in 1920’s in United State of America to solve social issues and provide policies in labour issues. Human Relations theory developed was to counter the issues of Taylorism that was more scientific management system by introducing socio-psychological technic of solving issues within human resource. As the basis of its new methods of intensifying and increasing labour productivity, theory proposed that human psychological and ethical characteristic like motivation, goals and values were taken into account. According to Human Relations and management theory, it found that there is positive management actions used in improving performance through motivation. These are widely stated in motivation theory that provide employee to play or rest, share vision and mission of the organization and empowerment of the employees through innovation and independency of decision making. It advocates for the training and developing of workforce provides inner synergy of capabilities and high performance. Lastly it advocates for the provision of suitable acknowledgement and incentive when they achieve company objective. The above theory is relevant as it supports almost all the independent variables and some of the dependent variables of the study. The theory advocates for training and development of employees. Empowerment, innovation and making independent decisions which require participatory approach as indicated in the conceptual framework. Giving freedom and responsibility is associated with delegation.
2.3 Empirical study
Fernando, 2018 carried out a researech study where he observed that organizations tend to be more concern on innovations and establish an innovative culture to be unique and gain competitive advantage. In this process, Training and Development acts a critical role that accelerates employees thinking ability and their behavior. This study investigated the impact of training and development on innovation capability of employees. The study context was an Apparel organization in Sri Lanka. The primary purpose of this study is to fill the literature gap while giving stimuli to Sri Lankan organizations towards to be innovative. To measure effectiveness of training and development, researcher used the model developed by Wise and Ezell (2003) and innovation capability was measured by the model developed by Dadfar et al. (2013). Findings of the study reveals that organizational effective training and development positively affects to boost innovation capability of organization. In addition, the study proposed how organizations inculcate an innovative culture within by improving learning, productive behavior and personal/group achievements.
In view of Darshani, (2018), through his reseaarch work, which main purpose of identifying the significant impact of training and development on employee job performance. Further, the research examines the significant impact of training need identify on employee job performance, the significant impact of training applicability of the job on employee job performance, the significant impact of training design improve skill on employee job performance, the significant impact of development opportunities on employee job performance, the significant impact of Perception of the organization long term on employee job performance and the significant impact of Continuous commitment to investment in employee development on employee job performance in the study area. The research was conducted among the sample of 100 employees in Regional Development Bank Head office. Stratified random sample techniques was used to choice the research sample. The response rate was 100%. Data was gathered from a standard questionnaire. Data analysis was through using the Statistical Package for Social Sciences (SPSS) with the support of descriptive statistics, correlation analysis, and regression analysis. Findings shown that there is a significant impact of training and development on employee job performance. Moreover, it was found that the most impact dimension (r2 = 0.091) of employee training need identify and the lowest was training applicability on job (r2 = 0.016) in the Regional Development bank Head Office. Hence, it is recommended to study about training and development on employee job performance extremely.
Base on the view of Mohammed (2016), through his research work where he finds out that  the Success or failure of modern business organizations depends on the quality of their human resources. Well trained and highly developed employees are considered as corner stone for such success. Hence the purpose of the study was to investigate the relationship between training , development, training and development and employees performance and productivity in selected Jordanian Private Sector transportation companies located in the Southern region of Jordan. The study was based on set of hypotheses that HOs: hypothesized no relationships between variables, while H1-H6 hypothesized the existence of relationships between stated variables. A quantitative approach is used Relevant data was collected through structured questionnaire. Subjects for the study consisted of 254 employees whichconstituted 60% of the total target population of 420 people. 254 structured questionnaire were distributed to employees on job location, 212 questionnaires were returned and only 188 were suitable for statistical analysis. SPSS version 16 has been used to for data analysis. Both descriptive and inferential statistics were used for data analysis. The statistical tools were aligned with the objective of the research. For this purpose, frequency tables, percentages, means and standard deviations were computed and substantively interpreted. Inferential statistics like Pearson product moment correlation coefficient (r) and linear regression were used to determine if there is a significant positive relationship existed between the independent variables (training and development) and dependent variables (performance and productivity). The findings indicated that training and development were positively correlated and claimed statistically significant relationship with employee performance and productivity. Analysis and interpretations were made at 0.05 level of significance. The study concluded that training and development have important impact on employee performance and productivity.
Waqar, Muhammad , Faisal, & Aneeqa, 2018 conducted a research which aims to explore the impact of training and development on employee performance. This study conducted under the framework of banking sector of Pakistan. Study finding reveal development leads to better employee performance, training and development both increase the employee performance. Organizations need to spend on training and development of its employees for sustainable long term competitive edge.










CHAPTER THREE
METHODOLOGY
3.1	Introduction
As it is indicated in the title, this chapter includes the methodology of this research proposal. In more details, in this part the researcher outlines the research strategy, the research method, the researchapproach; the methods of data collection, the selection of the sample, the research process, and the type of data analysis as well as the ethical consideration are all covered in this chapter.
3.2	Research Design
The research design employed for this study is descriptive and explanatory. These designs is appropriate for this study because the study aims at collecting information from respondents on their attitudes and opinions in relation to the impact of training and development on tax collection agencies in Ilorin. This is the arrangement of conditions for collection and analysis of data in a way that combines their relationship with the purpose of research, it’s the overall plan of conducting the study, it will help to answer the research questions and achieve the objective of the study.
However, primary and secondary sources of data collection will be employed during the course of this project.
3.3	Population of the Study
The population of the study consists of management and staff of Kwara State Internal Revenue Service and Federal Inland Revenue Service, Ilorin, which are (700). The management and staff were all considered necessary for the study in order to have adequate and relevant information on the training and development of tax collectors agencies.
3.4	Sample Size and sampling techniques
Since the population is a finite one, application of statistical formula becomes imperative in determining the sample size. To study the entire population is not usually feasible due to some hindering factors such as limited time frame, financial limitation, scarce resources and other holding back factors.
Using scientific measure in arriving at the sample size. The researcher adopts Taro Yamane Formula:- Hence the formula  entails a 95% confidence level at a  point of 5% assumption 
              n   =           N      
                           1 + N (e) ²
Where    n = Sample size
              N = Population of the study  
e  = Level of precision or Sampling Error or Tolerable error (5%) is 
assumed

For example    n  =         700
	 1 + 700 (0.05)²

n  =         700
                      1 + 700 (0.0025)
n  =	    700
                        1 + 1.75

   n =  	     700	         =    254	   n = 250
     2.75
A survey instrument in the form of close-ended questionnaire was developed for the purpose of collecting the main data for the study. This study will be conducted in both Kwara State Internal Revenue Service and Federal Inland Revenue Service, Ilorin, and factors such as precision, population, size, time and cost constraints will be taken into consideration in selecting sample size.A sample size determination is the act of choosing the number of observations or replicates to include in a statistical sample.
3.5	Methods of Data Collection and Instrument
The study will source for secondary and primary data. Secondary data will be obtained from libraries, internet, organizational reports, government publications, speeches, workshop proceedings as well as grey information and journals. 
The questionnaire is suitable as it enables a bigger population in shorter time, cheaper and faster as well as that it provides a greater anonymity. This primary data were collected through the use of questionnaire. 
3.6	Research instruments
During the course of this research work, a combination of tools will be used to gather the required data. This consists of list of questions specially prepared to seek information from the respondent.
3.7	 Methods of Data Analysis
Data will be analyzed using Statistical Package for Social Sciences (SPSS) version 20.0 through a combination of both descriptive and inferential statistics. The data preparation will involve data coding and presentation. Descriptive statistics will be used to analyze data on scope of operations, number of employees and turnover and the statistics used will be percentages. Multiple standard regressions will provide the proportion of variance in the dependent variable (performance of tax collection agencies) accounted for by the combination of independent variables (Training and development) and for contribution of each independent variable. This will enable the coefficients to explain the extent to which an independent variable influenced the dependent variable.
3.8 Historical background is the case study .   


















CHAPTER FOUR
[bookmark: _Toc372031408]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc372031409]4.1 Introduction
This chapter presents the data analysis techniques and interpretation of the findings of “Impact of Training and Development on Performance of Tax Collection Agencies ” The finding was intended on answering the study’s research objectives. Data composed was collated and reports were produced in form of tables and figures and qualitative analysis done in prose.
4.2 Presentation of Data
200 questionnaires were distributed to know the “Impact of Training and Development on Performance of Ta243x Collection Agencies ” 250 questionnaires were distributed and 243(97%) collected and 7(3%) were not returned. The questions have been grouped in order to give the overall true intention of the interviewees. 
	Returned
	282
	 (97%)

	Non Returned
	7
	 (3%)

	Total
	250
	100%



4.3Respondents’ personal information 
	4.3.1    Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	135
	55.6
	55.6
	44.4

	
	Female
	108
	44.4
	44.4
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The gender distribution table illustrates that the Male respondents comprises of 135 (55.6%) and female respondents are 108 (44.4%)	


	4.3.2 Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	20 and below
	23
	9.5
	9.5
	9.5

	
	21-30
	104
	42.8
	42.8
	52.3

	
	41-50
	111
	45.7
	45.7
	97.9

	
	51-60
	5
	2.1
	2.1
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The Age distribution indicates that there are more numbers of respondents from the age range of 41-50years with 111 respondents (45.7%) and the age range of 51-60years with 5 respondents (2.1%) has the lowest respondents.
	4.3.3 Educational background

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE
	13
	5.3
	5.3
	5.3

	
	OND/NCE
	22
	9.1
	9.1
	14.4

	
	HND/B.Sc.
	142
	58.4
	58.4
	72.8

	
	Postgraduate
	66
	27.2
	27.2
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The educational table indicates that there are more staffs with HND?B.Sc. with a reasonable number of 142 (58.4%) and  the lowest respondents has SSCE holder  13(5.3%).
	4.3.4 Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	97
	39.9
	39.9
	39.9

	
	Married
	142
	58.4
	58.4
	98.4

	
	Separated
	4
	1.6
	1.6
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The Marital status indicates that there are more married with a frequency of 142 (58.4%) and separated have the lowest respondents of 4 (1.6%).
	4.3.5 Working Experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1-5years
	175
	72.0
	72.0
	72.0

	
	6-10years
	102
	28.0
	28.0
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified that the respondents from the range of 1-5years has the highest respondents of 175 (72.0%) and the range of 6-10years has the lowest respondents of 102 (28.0%).

	4.3.6 Since trainees are involved in the actual work process, quick learning and immediate productivity will be obtained from the work performed by the trainees.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	89
	36.6
	36.6
	36.6

	
	Agreed
	81
	33.3
	33.3
	70.0

	
	Undecided
	37
	15.2
	15.2
	85.2

	
	Disagreed
	29
	11.9
	11.9
	97.1

	
	Strongly Disagreed
	7
	2.9
	2.9
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified from the question “Since trainees are involved in the actual work process, quick learning and immediate productivity will be obtained from the work performed by the trainees.’’ that strongly agreed has the highest respondents of 89(36.6%) and Strongly Disagreed has the lowest respondents of 7 (2.9%).
	






4.3.7     On the job training allows for the immediate productivity of employee in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	110
	45.3
	45.3
	45.3

	
	Agreed
	62
	25.5
	25.5
	70.8

	
	Undecided
	39
	16.0
	16.0
	86.8

	
	Disagreed
	25
	10.3
	10.3
	97.1

	
	Strongly Disagreed
	7
	2.9
	2.9
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above depicts that there are more respondents with the option strongly agreed amounting to 110(45.3) that “On the job training allows for the immediate productivity of employee in my organization” while strongly disagreed has the lowest respondents of 7(2.9%)
	4.3.8 On the job training allows the company to be economically viable in the long run.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	98
	40.3
	40.3
	40.3

	
	Agreed
	102
	42.0
	42.0
	82.3

	
	Undecided
	24
	9.9
	9.9
	92.2

	
	Disagreed
	10
	4.1
	4.1
	96.3

	
	Strongly Disagreed
	9
	3.7
	3.7
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above which states that “On the job training allows the company to be economically viable in the long run” depicts that the option Agreed has the highest respondents of 102(42.0%) and Strongly disagreed has the lowest respondents of 9(3.7%). 
	4.3.9 The employee gets familiar with their actual work station during the training process.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	50
	20.6
	20.6
	20.6

	
	Agreed
	88
	36.2
	36.2
	56.8

	
	Undecided
	92
	37.9
	37.9
	94.7

	
	Disagreed
	4
	1.6
	1.6
	96.3

	
	Strongly Disagreed
	9
	3.7
	3.7
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It can be seen from the table above which state that “The employee gets familiar with their actual work station during the training process” that Undecided has the highest respondents of 92(37.9) and Disagreed has the lowest respondents of 9 (3.7%). 
	4.3.10    Off the job training allows employee under this method to be able to lower the production errors in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	49
	20.2
	20.2
	20.2

	
	Agreed
	62
	25.5
	25.5
	45.7

	
	Undecided
	53
	21.8
	21.8
	67.5

	
	Disagreed
	73
	30.0
	30.0
	97.5

	
	Strongly Disagreed
	6
	2.5
	2.5
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified from the question “Off the job training allows employee under this method to be able to lower the production errors in my organization.’’ that strongly Disagreed has the highest respondents of 73 (30.0%) and Strongly Disagreed has the lowest respondents of 6 (2.5%).
		4.3.11    This training method is best applied because it is mostly confined to teaching the tactics followed by the higher echelons of the management




	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	210
	86.6
	86.6
	86.6

	
	Agreed
	15
	6.1
	6.1
	92.7

	
	Undecided
	18
	7.3
	7.3
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified from the question “This training method is best applied because it is mostly confined to teaching the tactics followed by the higher echelons of the management.’’ that strongly agreed has the highest respondents of 210 (86.6%) and Agreed has the lowest respondents of 15 (6.1%).
	4.3.12   Employees meet people from other organisations and they can exchange ideas.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	124
	51.2
	51.2
	51.2

	
	Agreed
	109
	45.1
	45.1
	96.3

	
	Undecided
	10
	3.7
	3.7
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified from the question “Employees meet people from other organisations and they can exchange ideas.’’ indicates that Strongly Agreed has the highest respondents of 124 (51.2%) and Undecided has the lowest respondents of 10 (3.7%).
	4.3.13 There is a presence of additional value as employees are best introduced to new equipment than the ones in the organisation.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	63
	25.9
	25.9
	25.9

	
	Agreed
	138
	56.8
	56.8
	40.7

	
	Undecided
	36
	14.8
	14.8
	97.5

	
	Disagreed
	6
	2.5
	2.5
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above illustrates that the question “There is a presence of additional value as employees are best introduced to new equipment than the ones in the organisation.” Shows that Agreed has the highest respondents 138 (56.8) and the option Disagreed has the lowest respondents of 6 (2.5%). 
	4.3.14 On the job training allows the company to be economically viable in the long run.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	98
	40.3
	40.3
	40.3

	
	Agreed
	102
	42.0
	42.0
	82.3

	
	Undecided
	24
	9.9
	9.9
	92.2

	
	Disagreed
	10
	4.1
	4.1
	96.3

	
	Strongly Disagreed
	9
	3.7
	3.7
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above illustrates that the question “On the job training allows the company to be economically viable in the long run.” Shows that Agreed has the highest respondents 102 (42.0) and the option Strongly Disagreed has the lowest respondents of 9 (3.7%). 
	4.3.15        Re-occurrence of weak effectiveness is due to poor training practices

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	29
	11.9
	11.9
	11.9

	
	Agreed
	205
	84.4
	84.4
	96.3

	
	Undecided
	4
	1.6
	1.6
	97.9

	
	Disagreed
	2
	.8
	.8
	98.8

	
	Strongly Disagreed
	3
	1.2
	1.2
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified from the above question “Re-occurrence of weak effectiveness is due to poor training practices.’’ that Agreed  has the highest respondents of 205 (84.4%) and Strongly Disagreed has the lowest respondents of 3 (1.2%).
	

4.3.16 Proper training is the best strategy to resolve lack of organizational effectiveness.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	63
	25.9
	25.9
	25.9

	
	Agreed
	138
	56.8
	56.8
	40.7

	
	Undecided
	36
	14.8
	14.8
	97.5

	
	Disagreed
	6
	2.5
	2.5
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above illustrates that the question “Proper training is the best strategy to resolve lack of organizational effectiveness.” Shows that Agreed has the highest respondents 138 (56.8) and the option Disagreed has the lowest respondents of 6 (2.5%).
	4.3.17   Excellent and adequate training programmes is the best tools to be given to staff in order to give their customer best service quality.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	86
	35.4
	35.4
	35.4

	
	Agreed
	81
	33.3
	33.3
	68.7

	
	Undecided
	34
	14.0
	14.0
	82.7

	
	Disagreed
	27
	11.1
	11.1
	93.8

	
	Strongly Disagreed
	15
	6.2
	6.2
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It has been identified from the question “Excellent and adequate training programmes is the best tools to be given to staff in order to give their customer best service quality’’ indicates that Strongly Agreed has the highest respondents of 86 (35.4%) and Strongly Disagreed has the lowest respondents of 15(6.2%).
	



4.3.18 Training has a positive effect on the Efficiency of the organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	62
	25.5
	25.5
	44.4

	
	Agreed
	108
	44.4
	44.4
	70.0

	
	Undecided
	39
	16.0
	16.0
	86.0

	
	Disagreed
	26
	10.7
	10.7
	96.7

	
	Strongly Disagreed
	8
	3.3
	3.3
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
It can be seen from the table above which state that “Training has a positive effect on the Efficiency of the organization” that Strongly Disagreed has the highest respondents of 108(44.4) and Disagreed has the lowest respondents of 8 (3.3%). 
	4.3.19The training programme has been considered as the major tool that affects employee’s efficiency.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	63
	25.9
	25.9
	25.9

	
	Agreed
	138
	56.8
	56.8
	40.7

	
	Undecided
	36
	14.8
	14.8
	97.5

	
	Disagreed
	6
	2.5
	2.5
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above illustrates that the question “The training programme has been considered as the major tool that affects employee’s efficiency.” Shows that Agreed has the highest respondents 138 (56.8) and the option Disagreed has the lowest respondents of 6 (2.5%). 



	4.3.20 Training has been considered as the best strategy used to give resolution to efficiency to meet the set organization target and service quality.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	111
	45.7
	45.7
	45.7

	
	Agreed
	62
	25.5
	25.5
	71.2

	
	Undecided
	39
	16.0
	16.0
	87.2

	
	Disagreed
	25
	10.3
	10.3
	97.5

	
	Strongly Disagreed
	6
	2.5
	2.5
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above illustrates that the question “Training has been considered as the best strategy used to give resolution to efficiency to meet the set organization target and service quality” Shows that Strongly Agreed has the highest respondents 111 (45.7) and the option Strongly Disagreed has the lowest respondents of 6 (2.5%). 
	2.2.21  The training programmes a significance impact on achieving the organization performance.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agreed
	48
	19.8
	19.8
	19.8

	
	Agreed
	110
	45.3
	45.3
	36.6

	
	Undecided
	44
	18.1
	18.1
	54.7

	
	Strongly Disagreed
	41
	16.9
	16.9
	100.0

	
	Total
	243
	100.0
	100.0
	


Source: Field Survey, 2025
The table above illustrates that the question “The training programmes a significance impact on achieving the organization performance.” Shows that Agreed has the highest respondents 110 (45.3) and the option Strongly Disagreed has the lowest respondents of 41 (16.9%). 


4.4	HYPOTHESIS TESTING
4.4.1 Test for Hypothesis 1
H0 On the Job Training does not affect the Effectiveness of tax collection agencies in Ilorin.
H1 On the Job Training does affect the Effectiveness of tax collection agencies in Ilorin.

Hypotheses
Table 4.4.1.1
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.761a
	.579
	.576
	1.06033


a. Predictors: (Constant), On the Job Training 
The model summary as indicated in table 4.4.1.1 above shows that R Square is 0.579; this implies that 57% of variation in the dependent variable (Effectiveness) was explained by the Independent variable (On the Job Training) while the remaining 43% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
4.4.1.2 
	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	217.837
	1
	217.837
	193.752
	.000b

	
	Residual
	158.527
	241
	1.124
	
	

	
	Total
	376.364
	242
	
	
	

	a. Dependent Variable: Effectiveness

	b. Predictors: (Constant), On the Job Training 


The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (217.837) in comparison to the residual sum of squares with value of 158.527 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (193.752) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the Independent variable as a whole can jointly influence the increment in the dependent variable (Effectiveness).
Table 4.4.1.3
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.684
	.273
	
	9.846
	.000

	
	On the Job Training
	.567
	.041
	.761
	13.919
	.000



Interpretation 
The dependent variable as shown in the table 4.3.1.3 was Effectiveness. This was used as a yardstick to examine the impact between the two variables (i.e. On the Job Training and Effectiveness). The predictors is On the Job training, as depicted in table 4.4.1.3, it is obvious that there is a direct relationship between On the Job Training and Effectiveness. 
According to the result in the table above On the Job Training t-test coefficient is 13.919 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
Decision Rule
As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that On the Job Training has a significant effect on effectiveness of the Employee at Kwara State Internal Revenue Service and Federal Inland Revenue. Hence, it explains how significant hypothesis one is to be recommended to Effectiveness.
4.4.2 Test for Hypothesis 2
H01:  There is no significant effect of On the Job Training on the Efficiency tax collection agencies in Ilorin.
H02:  There is a significant effect of On the Job Training on the Efficiency tax collection agencies in Ilorin.
Hypotheses 2
4.4.2.1
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.517a
	.667
	.662
	1.63511

	a. Predictors: (Constant), On the Job Training


The model summary as indicated in table 4.4.2.1 above shows that R Square is 0.667; this implies that 66% of variation in the dependent variable (Efficiency) were explained by the Independent variable (On the Job Training) while the remaining 34% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	4.4.2.2
ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	137.655
	1
	137.655
	51.487
	.000b

	
	Residual
	376.975
	241
	2.674
	
	

	
	Total
	514.629
	242
	
	
	

	
a. Dependent Variable: Efficiency

	b. Predictors: (Constant), On the Job Training


The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (137.655) in comparison to the residual sum of squares with value of 376.975 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (51.487) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (Efficiency).
4.4.2.3
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.245
	.420
	
	10.098
	.000

	
	On the Job Training
	.451
	.063
	.517
	7.175
	.000


1. Dependent Variable: Efficiency
Interpretation 
The dependent variable On the Job Training is used as a yardstick to examine the impact between the two variables (i.e. On the Job Training and Efficiency). The predictors is On the Job Training, as depicted in table 4.4.4, it is obvious that there is a direct relationship between On the Job Training and Efficiency. 
According to the result in the table above Job satisfaction t-test coefficient is 7.175 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
Decision Rule
As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that On the Job Training has significant effect on Efficiency of the Employee. Hence, it explains how significant hypothesis one is to be recommended to Employee Performance.
4.4.3 Test for Hypothesis 3
H0Off the Job Training does not affect the Effectiveness of tax collection agencies in Ilorin.
H1Off the Job Training does affect the Effectiveness of tax collection agencies in Ilorin.
	4.4.3.1        Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.588a
	.922
	.342
	1.04629

	1. Predictors: (Constant), Off the Job Training 


The model summary as indicated in table 4.4.3.1 above shows that R Square is 0.92; this implies that 92% of variation in the dependent variable (Efficiency) was explained by the Independent variable (Off the Job Training) while the remaining 8% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	4.4.3.2        
ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	99.667
	1
	99.667
	91.043
	.000b

	
	Residual
	188.293
	241
	1.095
	
	

	
	Total
	287.960
	242
	
	
	

	
a. Dependent Variable: Efficiency


b. Predictors: (Constant), Off the Job Training 
The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (99.667) in comparison to the residual sum of squares with value of 188.293 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (91.043) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (Efficiency).

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.618
	.282
	
	2.192
	.030

	
	Off the Job Training 
	.613
	.064
	.588
	9.542
	.000


4.4.3.3 Coefficientsa

1. Dependent Variable Efficiency 
Interpretation 
The dependent variable Efficiency was used as a yardstick to examine the impact between the two variables (i.e. Off the Job Training and Efficiency). The predictors is Off the Job Training this has a direct relationship between Off the Job Training and Efficiency. 
According to the result in the table above Job satisfaction t-test coefficient is 9.542 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
4.4.4 Test for Hypothesis 4
H0 Off the Job Training does not affect the Efficiency tax collection agencies in Ilorin.
H1 Off the Job Training does affects the Efficiency tax collection agencies in Ilorin.
Hypotheses 4	
	4.4.4.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.788a
	.620
	.618
	1.04369

	a. Predictors: (Constant), On the Job Training


The model summary as indicated in table 4.4.4.1 above shows that R Square is 0.62; this implies that 62% of variation in the dependent variable  (Efficiency) were explained by the Independent variable (Off the Job Training) while the remaining 8% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1
	4.4.4.2
ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	305.953
	1
	305.953
	280.875
	.000b

	
	Residual
	187.357
	241
	1.089
	
	

	
	Total
	493.310
	242
	
	
	

	a. Dependent Variable: Efficiency  

	b. Predictors: (Constant), Off the Job Training


The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (305.953) in comparison to the residual sum of squares with value of 187.357 this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (280.875) as given in the table above with significance value of 0.000, which is less than p-value of 0.05 (p<0.05) which means that the independent variable as a whole can jointly influence the increment in the dependent variable (Efficiency).
4.4.4.3
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.737
	.256
	
	-2.877
	.005

	
	Off the Job Training
	1.138
	.068
	.788
	16.759
	.000

	a. Dependent Variable: Efficiency


Interpretation 
Accreditation of Courses was used as a yardstick to examine the impact between the two variables (i.e. Off the Job Training and Efficiency). The predictors is Off the Job Training, it is obvious that there is a direct relationship between Off the Job Training and Efficiency. 
According to the result in the table above Off the Job Training t-test coefficient is 16.75 and the P-value is 0.000 which is less than 0.05 (i.e. P<0.05). This means that these variables are statistically significant at 5% significant level. 
Decision Rule
As a result of the outcome, the Null Hypothesis (HO1) is rejected on the basis that the p-value is less 0.05. Hence the alternative hypothesis is accepted, that Off the Job Training has significant effect on efficiency of Tax Collection Agencies in Kwara State. Hence, it explains how significant hypothesis two is to be recommended to Efficiency
4.5 Discussion of Results
This study examines ‘“Impact of Training and Development on Performance of Tax Collection Agencies in kwara State’’. The X construct is Training and Development in which two variables were to demystify the concept of Training and Development which includes two variables which are On the Job Training and Off the Job training while Y construct also consists of two variables which include Efficiency and Effectiveness. The study tries to examine whether training and development affects the staff of Tax Collection Agencies in Kwara State. The findings however  shows a linear relationship between  variables used to measure the two constructs after the postulation of four hypotheses which invariably declares that Training and Development  plays an important role in contributing to performance of staff  in Tax Collection Agencies in Kwara State also from information gathered  through questionnaires distributed within the staffs of  this organization. It was detected that Training and Development plays a pivotal role in the performance of Tax Collection Agencies in Kwara State. 





CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
5.1	Introduction
This chapter is the final part of this study and it is divided into summary of findings, conclusions made in the course of this study, recommendations made to the case study, sector, regulating body and other interested bodies. In addition, this chapter addresses the areas in which further studies can be conducted.
5.2	Summary of findings
This section presents the summary of the study as related to the set hypotheses; hence, the following are the summary of the findings.
Hypothesis one states that t On the Job Training does not affect the Effectiveness of tax collection agencies in Kwara State. However, the null hypothesis was rejected and alternate accepted which states that On the Job Training does affect the Effectiveness of tax collection agencies in Ilorin.. Also, the study revealed that on job training has affected the effectiveness of tax collection agencies in Kwara State significantly in the past years and this has brought continuous improvement in the performance of employee in the organization as a result of the adoption. Hence, it can be stated that On the Job training does affect the employee performance. This aligns with the study of Divya (2016) where it was revealed that On the Job training has a significant impact on the Effectiveness of tax collection agencies in Kwara State towards the improvement of organizational goals.
Hypothesis two states that there is no significant effect of On the Job Training on the Efficiency tax collection agencies in Ilorin.. Hence, the null hypothesis was rejected and alternate accepted. The study also revealed that serious attention to On the job training is crucial as its helps in building Efficiency of tax collection agencies in Kwara State towards the improvement of the organisation. 
Hypothesis three states that Off the Job Training does not affect the Effectiveness of tax collection agencies in Kwara State. Conversely, the null hypothesis was rejected and alternate accepted. The result then revealed that Off the Job training adopted by tax collection agencies in Kwara State assists in improving the effectiveness of it service and also, the output of an organization is often influenced by the performance of Employee. In addition, the study revealed that increase in effectiveness is as a result of employees Off the Job training. This study also aligns with the study of Nushrat, (2018) where it was revealed that one of the most effective tools used in enhancing organisational effectiveness is On the Job training.
Hypothesis four states that Off the Job Training does not affect the Efficiency tax collection agencies in Kwara state. However, the study rejected the null and accepts the alternate hypothesis which states that Off the job training has an effect on the Efficiency of tax collection agencies in Kwara State. The study also revealed that Efficiency of tax collection agencies improvement depends on Off the Job training in an organization. This supports the findings of Gandi&Lanko, (2018).
5.3	Conclusions
For the purpose of this research, the study concludes that;
On the Job training does affect the Effectiveness of Tax collection agencies in Kwara State. Also, the study concludes that continuous improvement in employee On the Job training leads to an improve in the Effectiveness of Tax collection agencies in Kwara State.Efficiency of Tax collection agencies in Kwara State may be affected by On the Job training. Furthermore, it was concluded that strategies use in enhancing training and development often assist in improving efficiency Tax collection agencies in Kwara State. Off the Job training significantly affects the Effectiveness of Tax collection agencies in Kwara State. Also that the output of an organization is often influenced by Off the Job training. Off the Job training   may significantly affect the Efficiency of Tax collection agencies in Kwara State. 
5.4	Recommendations
In relations to the above findings and conclusion, the study recommends that;
On the Job training should be further intensified as finding has shown how significant it is to Tax collection agencies in Kwara State. This will eventually tell on its effectiveness.Tax collection agencies in Kwara State and other organizations should also align Onn the Job training with its efficiency in order to assist the performance generally. Tax collection agencies in Kwara State and other organization should step up the level of Off the Job training as this enhance and also makes  its Effectiveness easy in making employees work more and  in return, this will help increase the output of the organization. Tax collection agencies in Kwara State should increase the mode of the training and development as this affects its efficiency.  
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