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ABSTRACT

In the changing phase of the market, all organizations have a number of opportun

fties to grab and number of challenges to meet. Due to such environment, the dyn
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amic organizations are smoothly surviving in the present competition. While faci
ng these challenges, there is a great pressure of work on the shoulders of manag
ement. It is a responsibility of the management to make necessary changes at th
e workplace as per the requirement of the job. To survive in the competition and t
o meet the requirements, the management needs to change their policies, rules a
nd regulations. However, this study aims at investigating the impact of training an
d development on performance of tax collection agencies. The research question
s provide answer to how training and development affects the performance of ta
x collection agencies in llorin. The populations of the study are the staff of the ta
x collection agencies in llorin. (i.e.700) in which the whole population was distrib
uted were 250 copies of the questionnaire was returned. Multiple Regression was
employed in analyzing data collected with the aid of Statistical Package for Socia
! Science (SPSS) version 20. The findings revealed that the independents variabl
es which are,On the job training and Off the job training are significant with Depe
ndent variables which are effectiveness and efficiency. Also, the study recomme
nds 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 collecti

on agencies in llorin.

Key terms: On the job training, Off the job training, Effectiveness, Efficiency
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study

In the changing phase of the market, all organizations have a number of opportun
ities to grab and number of challenges to meet. Due to such environment, the dyn
amic organizations are smoothly surviving in the present competition. While facin
g these challenges, there is a great pressure of work on the shoulders of manage
ment. ltis 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 tale
nted work force, for constantly improving the production methods, entrants of adv
anced technology and forthe employees who are inclined to achieve work life bal
ance. The success of any organization depends upon the quality of the work forc
e, 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 qualitativ
e workforce towards the organization, recruitment of intelligent, dynamic as well a
s enthusiastic people in the organization, motivation of current employees with di
fferent techniques and retention of the cumrent workforce for maintaining the orga
nizational status in the competitive market. For surviving the business and becom
ing a successful pillarin the market; training and developmentis a tool thatcan h

elp in gaining competitive advantages.

Training is one of the efforts to increase human resource quality in job world. Em

ployees of organizations, either private or public organizations, new or old employ
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ees need to be trained routinely in order to align their vision and mission with the
organization's cbjectives. Training and development are vital elements to success
ful work and growth in any crganization. Human resource is the very importantan
d the backbone of every organization. Expansion of industral development in the
modern era has helped the emergence of organized employee in the crganization
s. Therefore, organizations need to invest huge funds on the human resource capi
tal because the performance of employees will ultimately increase the performan
ce of the organization. Employees of a firm can be identified as a source of succe
ss. Therefore, fora firm to be a success it should provide training for their employ
ees. Right employee training at the correct time provides better advantage to the fi
rm in increased knowledge, productivity, loyalty and contribution. (Healthfield, 201
2). According to (Mulins, 2007), training is most essential to ensure adequate sup
ply of employees that are technically and socially competent for both department
al and management positions. (Armstrong, 2001), defines training as a formal an
d systematic modification of behavior through learning. That leaming obtained is
a result of advises, job expenence, education and development experience. Trainin
gis a planned process to modify employee's knowledge, skills and attitudes throu

gh learning to do activities. (Beardwell & Holden, 1997).

In other to survive and succeed in this fastchanging 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 employee
s, as the political, economic and social development of any country depends on th
e amount of revenue generated for the provision of infrastructure in that given cou

ntry. However, one means of generating the amount of revenue for providing the n
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eeded infrastructure is through a well structure tax system. Azubike (2009) is of th
e view that tax is a major player in every society of the world. The tax system is a
n opportunity for govemment to collect additional revenue needed in discharging i
ts pressing obligations. A tax system offers itself as one of the most effective me
ans of mobilizing a nation’s internal resources and if lends itself to creating an en

vironment 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 S
pender (2016), employees must gain varied skills and broad knowledge in terms o
f various perscnal as well as professional attibutes. It is performance that is the
ultimate goal of any business'’s efforts that leads towards the achievement of ma
rket leadership and capturing of unbeatable talent. These two are crucial for the o
rganizations and are part of the organizational strategic mission Mwita (2015). Tr
aining was once thought of as an extra effort to excel personally and perform up t
o the mark in one's job but now it has become a matter of basic need to be trained
to leam the change and adapt to the advancements in work practices (Gamer, 201
2). Alsoitis an undeniable fact that in response to the changing work practices if
employees are not provided with chances to enlarge their professional experience
s then this may lead them to skill obsolescence. Skill obsolescence has been defi
ned by Greenhaus, Callanan, &Godshalk (2000) to be the absence of sophisticate
d know-how and advanced expertise required to accomplish organizational tasks.
Such a situation has led organizations, regardless of their size and scope of oper
ations, to focus on competency based hiring and set challenging job tasks. Comp
etency based hiring is not all that is done but also employees are trained and deve

loped to be proactive and leaders through precisely designed training and develop
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ment (T & D) programs. These T & D programs together with offering basic skill e
nhancement also help in gaining advanced job related knowledge to avoid skill ob
solescence. Frederick & Stephen (2010) suggest thatit is an organization's manag
ement responsibility to facilitate the workforce through training & development to
remain competent in their profession.

Forachieving this, a continuous process of training interventions in tax agencies i
s a must. Training is always a vital and necessary part in promoting many kinds o
f learning and development of employees. Training plays a key role in the develop
ment of employee's performance. The scope of training is firstly to overpass the g
ap between requirements of the job and cument qualification of an employee. Tod
ay, 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 empl
oyee retention tool. it is assumed that aftertraining these employees, they should
be promoted so that they advance their careers. They give best performance so th
at organizations provide rewards to the personnel in order to motivate their perfor
mance. As training programs have a basic role in every organization, this paper ha
s been done with an interest to find the link between training and their job perform
ance. 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 ¢
an be used effectively by government in economic development of a country whic

hinclude: resources mobilization, reduction in inequalities of income, improveme
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nt in social welfare, foreign exchange, regional development, control inflation etc,,
It's important to optimize the contribution of employees to the aims and geoals of
an organization Armstrong (1999). Despite the increasing effects on training and
developmentin an organization, there is still limited literature on tax collectors in
developing countries (Debrah&0fori 2006) and an increasing concern from organi
zational 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 devel
opment 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 ba
sis to understanding of some aspects of training and development on tax collecti

ng agencies particularin llorin.

1.3 Research Questions
The following research questions guide the study and some of which are:
I. How has on-thejob training affected the effectiveness of tax collection ag
encies in llorin?
Ii. How can on-the-job training develop the efficiency of tax collection agencie
s in llorin?

lii. What impact has off-the-job training had on the effectiveness on tax collec

—
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tion agencies in llorin?
Iv. Towhat extent does off-thejob training affects the efficiency of tax collect

lon agencies in llorin?

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 re

venue service and Federal Inland Revenue Service), while other objectives are to;

I Explore the impact ofon-theqob training on the effectiveness of tax collecti
on agenciesin llonn.

li Determines the extent at which on-the-job training affect the efficiency of t
ax collection agencies in llorin.

liiExamine the extent at which off-the-job training affect the Effectiveness of tax

collection agencies in llorin.
ividentify how offthe-job training affects the efficiency of tax collection agencie

s in llorin.

1.5 Research Hypotheses
The following research hypothesis will be formulated for the study.

HO: On-the-job training does not affect the effectiveness of tax collection agenci

esin llonn.

HOz: Thereis no significant effect of on-thejob training on the efficiency tax colle

ction agencies in llorin.

HOz: Offthejob training does not affect the effectiveness of tax collection agenci

esin llonn.

HO, Offthe-job training does not affect the efficiency tax collection agencies in |l
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orin.

1.6 Significance of the Study

The study will be provides suitable suggestions to the impact of training and deve
lopment on performance of tax collection agencies. This research work is suitable
for tax collector agencies in llorin, 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 crganization, but little has been
written on tax collector agencies, this research work shall serve as a supplement t

0 existing literatures relating to this research topic.

1.7Scope of the Study

This research work will focus on selected tax agencies (Kwara State Internal Reve
nue Service and Federal Inland Revenue Service) which operate in llorin, Kwara St
ate. This research proposal decides to make them a case study because of the ea
sy 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 f
or proper planning.

1.8 Definition of Terms

There are different definitions depending on the perspective to which individual a
uthor views it, but for the purpose of this study, | 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 logi

cal and organized way of improving the skills, knowledge, and attributes needed b
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y 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, contr

ol 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 govemment.

Performance:The free online business dictionary defines this as the accomplish
ment of a given task measured against preset known standards of accuracy, com
pleteness, cost, and speed. In this study, performance is deemed to be the fulfillm
ent of an obligation, in a manner that releases the performer from all liabilities un

derthe contract.

l [



CHAPTER TWO

LITERATURE REVIEW
2.0 Introduction
This chapter examines previous literature related to the relationship between traini
ng and development, and performance of tax collecting agency in llonn. It reviews
the past studies that help the researcher to understand and identify the problem b
eing studied more appropriately. This chapter also explains empirical review i.e. p
astresearch 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. T
he main idea that each one of them highlighted in their studies is the workforce c
apability enhancement. Kumpikaite & Sakalas, (2011) identified Training and Dev
elopment as the components of the human resource development (HRD) model. T
he same authors have defined HRD to be a system or an assortment of such activ
ities that enable organizations to add to the worth of their workforce by bnnging b
ehavioral reforms through training, development, and education within a specified
time period. Thus, T & D help building and strengthening the work related attribut
es of the human resource (workers or employees) in any organization. Moreover, |
n 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,wemay saythat T&Dis a
more logical and organized way of improving the skills, knowledge, and attributes

needed by the workers to better fulfill their job tasks
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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 feature
5. These features, as given by Noe (2008), are: "focus, use of work experiences, go
al, and participation”. In training the focus is cumrent, use of work expernences is lo
w, goal is to gain skills for the present job, and participation is mandatory if initiat
ed while vice versa is applicable for development initiatives. Development is more
selfdirected and requires self-motivation to explore and find the ways for career a

nd personal advancement.

Similary, Armstrong (2009) has differentiated training from development by putti
ng his concept into words that development is meant to acquire new knowledge a
nd skills that help to progress into some future job requirements while training hel
ps in gaining those competencies that enable the employees to better perform in t
heir present jobs. In the same way, we find training to be confined only on enhanc
ement of skills pertaining to a particular job while development has its scope stret
ched across the growth and personal development of the employees by Obisi, (20
11). Moreover, Cambell (1971) has given his views as training improves the skill le
vel of technical staff during a short period of time for a specific ocbjective while de
velopment allows the managers to learn and grow during a long term learning pen
od having wide-ranging cbjective. Hence, the two T & D may be used as one butt
here is a distinction based on the basis of broadness of scope, focus of the effort

s, 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 emergen
ce of new technologies, organizations are striving to survive, grow and operate pro

fitably in a turbulent, even changing environment. They have to position themselv

l [
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es 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 ev
en when the external environment changes lead to obsolesce of the current techn
ology in place with the organization Nadler (1984). Training eliminates job discrep
ancies. To be successful, organizations have to be responsive and fast to changin
g envircnment. They have to respond fast to changing consumer requirements an
d needs for quality, variety, customization, convenience and timeliness. Thereis n
eed to ensure that there is synchronization and standardization in how things are
carried out in organizations. Beardwell and Holden (1997) human resource mana
gement has emerged as a set of prescriptions for managing people at work. The c
entral claimis that by matching the size, skills of the workforce to productive requ
Irements of the organization and by raising the quality of individual employee con
tribution to production, ocrganizations can make significant improvements on their
performance. The main purpose of training and development is to eliminate perfo

rmance discrepancies whether current or anticipated.

2.1.3 Employee Performance

Employees must know what they need to do to performn their job successfully. Sett
ingperformance expectations and goals forindividuals and groups to channel the
ir efforts towards achieving organizational objectives.Getting employees involved
In the planning process helps them understand the goals of the crganization, wha
t needs to be done, why it needs to be done and how well it should be done, Terrin
gton (2015). Performance expectations need to be understood and where possibl
g, to involve the contribution from the employees as Terrington (2015) puts it Willi
ams (2009), argues that as individuals cannot always control their results, it's imp

ortant to have behavioral targets as well as output targets. It is recommended that

l [
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there is a personal development plan which would again underpin the achieveme

nt of objectives.

2.1.4 Methods of Training and Development

MNadler (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 ne
w skills for new job or new position in the future and general growth for both indiv
iduals and organization so as to be able to meet organization's current and future
objectives. There are broadly two different methods that organizations may choos

e from for training and developing skills of its employees. These are

2.1.4.1 On-the Job Training

As the name goes, onthe-job training (0TJ) is a method of giving training to empl
oyees when they are at work at their working environment. The purpose of this trai
ning is to make the employees get familiar with the nomnal working circumstance,
I.e. during the training time frame, the workers will get the direct involvement of us
ing machinery, equipment, devices, materials, and so forth. Additionally, it helps th
e employees to figure out how to confront the difficulties that may cccur durnng th
e execution of the job. The main idea of this training is leaming by doing where th
e supervisor or the more expenenced employees show the training how to perform
out a specific task. The learners take after the directions of the supervisor and per
form out the task. This method is highly used by companies to train current and f
uture workers, due to its simplicity. Onthe-job training includes apprenticeship, co

uching, internship, job rotation, job instruction and few others.

l [
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2.1.4.1.1 Job rotation and transfers

Job rotation and transfers (McCourt & Eldridge 2003, 356) as a way of developing
employee skills within organization involves movements of employees fromone o
fficial responsibility to another for example taking on higher rank position within t
he organization, and one branch of the organization to another. For transfers fore
xample, it could involve movement of employees from one country to another. Th
ese rotations and transfers facilitate employees acquire knowledge of the differen
t operations within the organization together with the differences existing in differ
ent countries where the organization operates. The knowledge acquired by the sel
ected employees for this method is beneficial to the organization as it may increa

se the competitive advantage of the organization.

2.1.4.1.2 Coaching and/or mentoring

This involves having the more experienced employees coach the less experienced
employees (Devanna, Fombrun&Tichy 2011). It is argued that mentoring offers a
wide range of advantages for development of the responsibility and relationship b
uilding. The practice is often applied to newly recruited graduates in the organizati
on by being attached to mentor who might be their immediate managers or anoth
er senior manager. This however does not imply that clder employees are exclude
d from this training and development method but it is mainly emphasized for the

newly employed persons within the organization.
2.1.4.2 Off-The-Job Training

Off-thejob training is another method of training, which is organized at a site, far
from the original work environment for a specific period. The purpose of this meth
od of training at a place other than the job area is to give a peaceful domain to th

e employees where they can focus just on learning. Learning material is provided

l [



_J L

to the trainees, for a complete theoretical knowledge. The trainees can express the
Ir perspectives and opinions during these training sessions. Additionally, they can
iInvestigate new and innovative ideas. Case studies, conferences, audiovisuals, se
minars, simulations, role play and lectures are some basic systems that the emplo
yee needs to experience during, off-the-job training. This is one of the costly traini
ng methods. It includes choice of the place of training, arrangement of facilities f
or the employees, hiring experts to impart the training.
1.1.1.1.71 Orientation

This is yet another training and development method. This involves getting new e
mployees familianzed and trained on the new job within an organization. During t
his process, they are exposed to different undertakings for example the nature of t
heir new work, how to take on their identified tasks and responsibilities and what i
s generally expected of the employees by the organization. They are further given
a general overview of the organizational working environment including forexam
ple working systems, technology, and office layout, briefed about the existing org
anizational culture, health and safety issues, working conditions, processes and p

rocedures.

1.1.1.1.2 Conferences

As a training and development method involves presentations by more than one p
erson to a wide audience. It is more cost effective as a group of employees are tra
ined on a particular topic all at the same time in large audiences. This method is
however disadvantageous because itis not easy to ensure that all individual train
ees understand the topic at hand as a whole; not all trainees follow atthe same p
ace during the training sessions; focus may go to particular trainees who may see

m to understand faster than others and thus leading tot under training other indivi
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duals.

1.1.1.1.3 Role playing

Involves training and development techniques that attempt to capture and bring f
orth decision making situations to the employee being trained. In other words, the
method allows employees to act out work scenarios. It involves the presentation o
f problems and solutions for example in an organization setting for discussion. Tr
ainees are provided with some information related to the description of the roles, ¢
oncerns, objectives, responsibilities, emotions, and many more. Following is provi
sion of a general description of the situation and the problem they face. The train
ees are there after required to act out their roles. This method is more effective wh
en carried out under stressfree or altematively minimal-stress environments so as
to facilitate easier learning. it is a very effective training method fora wide range
of employees for example those in sales or customer service area, management a
nd support employees.

2.1.5 Training process

Training in an organization generally involves a systematic approach, followed by
a sequence of activities which to Infant, the process is based on four three to four

blocks;

2.1.5.1 ldentifying training needs

This analysis is necessary to determine the training needs of the employees ora s
pecific job. What are the practical needs? Why an employee needs training? Every
training begin with the need analysis, and establishing a need analysis is and sho
uld always be the first step in the training process. (Infande, 2015). There are four
procedures that managers can use to determine the training needs of employees |

n their organizations
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2.1.5.1.1Jobrequirements analysis.

The skills and knowledge specified in the appropriate job descnption are examine
d. The employees without the skills needed are candidates fortraining program.
1.1.1.1.2 Organizational analysis

The effectiveness and successes of an organization are analyzed to determine w
here differences exist. For instance, members of a department with a high tumove
rrate or a low performance record might require additional training.

1.1.1.1.3 Performance appraisals

Here, each employees work is measured against objectives established for his or
her job.

1.1.1.1.4 Human resource survey

Managers as well as non-managers are expected to describe what problems they
are expenencing at their workplaces and, what actions they believe can be taken t
o solve the problems. Immediately the training needs are identified, the human res
ource department must initiate the appropriate training effort, to close the gap bet
ween expected and actual results. This may also depend on circumstances like; d
eveloping a training plan, designing a training lesson, selecting trainer and preparn
ng the trainers.

2.1.6 Reasons for Carrying out Training and Development

Employers do not regulary consider the feelings of their employees regarding skill
s development. Accordingly, Frost, Vos and Dreyer (2003:147) claim that the tradit
ional business organization is closely modelled on the military style of managem
ent, probably because armies are the largest and almost certainly the oldest huma
n organizations. In response to this, Katcher and Snyder (2003:90) identify some

of the reasons why employers need their employees to continuously learn new ski

n ™
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lls:
2.1.6.1 Capital improvement:

Organizations tend to spend millions of ranks on upgrading their plants and equip
ment, yet little on upgrading their human capital. Employees are an asset to the or
ganization but employers are more concemed about reaching deadlines and profi
t maximization rather than employees skills development, without which employe
e performance could be hampered. Although the organization still achieves produ
ctivity, the focus should also be on the dedication, commitment and loyalty of em
ployees. If employees do not receive ongoing training, upto-date equipment will n

ot be used optimally.

2.1.6.2 Morale improvement:

Employees who continuously upgrade their job skills will also improve their produ
ctivity. Developing employee skills not only plays a role in the workplace, but in th
e external world as well. It contributes to the full personal development of each e
mployee and the sociceconomic development of the nation at large; therefore, ha
ppy employees may be productive, but more productive employees are happier.
2.1.6.3 Ability to adapt to change:

The more skilled the workforce is, the easier it will be for the entire organization to
adapt to changes that may arise in the domestic and global market place in the d
emand of its products and services. Sometimes employees are reluctant to adapt
to change because of the uncertainty involved, but one of the objectives of the Ski
lls Development Act 97 of 1998 is to develop the skills of the South African workf
orce as well as increasing levels of investment in education and training in the lab
or market.

2.1.7 Training Evaluation and feedback
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Often, this turns to be the most cntical part of the training process, focusing on th
e results achieved aftertraining. The main idea is to analyze the effects of trainin
g and determine whether the set goals have been achieved. Reactions such as the
participant's feedback, trainer's feedback, learning behavior and results of the trai
ning are being measured. To measure the impact of training, Kirkpatrick (1959) ou
tlined four levels of evaluation, and each of which is a prerequisite for the next lev

el:

2.1.7.1 Reaction and planned action.

These are measured reaction or evaluation of how the employees felt conceming t
he learning experience.

2.1.7.2 Learning and confidence evaluation.

Here is the measurement of the increase in knowledge -before and after training.
2.1.7.3 Behavioral impact.

This is the degree of applied learning back at work — are the members really doin
g anything diverse after the training program than before?

2.1.7.4 Results.

It's important to know what results were achieved, in relation to the previous traini
ng objectives that were being set. Forinstance, has there being any decline in the
number of costumer's complaints? Reactions, behavior and learning are of great |
mportance, but if the training program cannot produce measurable performance

- related results, then it has not achieved its goals accordingly.
2.1.8 Factors Influencing the Effectiveness of Training and Development

2.1.8.1 Management Support

One of the most important influential factors that affect job training is managem
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ent support of training initiatives. It is critical that managers foster a climate cond
ucive to learning, support the training initiatives, and encourage professional deve
lopment. Without management support, there wouldn't be designated funds for tr
aining programs, and workers wouldn't feel comfortable using new knowledge an
d skills.

2.1.8.2 Legitimate Training Needs

The next factor that affects whether or not training is well-received and effectively
transferred to the job depends on whether or not the training topic is a valid trainin
g need. The best way to validate a training need is to conduct a needs analysis. If
a training topic is truly a training need, learners will be actively engaged and willin
g to leam the new topic and can readily apply it to the workplace.

2.1.8.3 Effective and Experienced Trainer

Whether coming from in-house or a consulting firm, a trainer must be able to com
municate effectively, facilitate a conversation to ensure the needs and expectatio
ns of the learners are met, present material clearly and effectively, and make infor
mation interesting. An effective trainer also creates a safe and engaging learning
environment, actively keeps learners involved, and can adjust appropriately when
necessary.

2.1.8.4 Learning Objectives

Another factorthat is crtical to training success is a well-written learning objectiv
e. Learning objectives help the instructor guide discussions and help students und
erstand what is expected of them. Students who understand what is expected are
more involved and willing to invest energy in pursuit of a goal. To be effective, lea
rning objectives must specify a behavior or performance that a leamer should be
able to complete at the end of training, a measurable criterion, and any conditions

of performance.
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