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Abstract 

Organizational effectiveness rests on the efficient and 

effective performance of workforce that makes up the 

organization. The efficient and effective performance of the 

workforce, in turn, rest on richness of the knowledge, skills 

and abilities possessed by the workforce. Thus, the main 

objective of capacity building is to increase efficiency of 

employees with the resulting increase in corporate 

productivity. There have been deliberate efforts by the 

government to encourage capacity building. One of these 

efforts was the establishment of Industrial Training Fund 

(ITF) with a view to ensuring that there is adequate 

manpower with the requisite skills in the country. However, 

the major problems facing capacity building and 

development have been that of low morale, insufficient 

information difficulty in the application of the concepts, and 

principles in real-life situations and non-evaluation of the 

outcome of capacity building. To enable effective capacity, 

Government should ensure effective enforcement of 

manpower policies as well as enhancing the confidence of 

its workers through capacity building. This, therefore, calls 

for continue increase in budgetary allocation to education, 

training civil servant so as to march skills and abilities to 
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enhance effective performance and ensuring that 

performance is in line international standard. 

 

 

Introduction 

Capacity building and development must be based on a need analysis derived from a 

comparison of “actual performance‟‟ and behavior with “required performance‟‟ and 

behavior. Capacity building and development is one of the major ways organization 

invests in the workforce for greater return today and even in the foreseeable future 

(Williams, 2007). Organizational effectiveness rests on the efficient and effective 

performance of workforce that makeup the organization. The efficient and effective 

performance of the workforce in turn, rest on the richness of the knowledge, skills and 

abilities possessed by the workforce. Capacity building and development in most 

organizations is a continuous act/exercise. The inexorable march of time and the 

ceaseless glamour for social change combine to make adaptability and continuing 

preparation of the workforce as inevitable as the initial acquisition of knowledge and 

skills. This cannot happen if employees‟ capacity building and development do not 

occur in an enterprise. In other to maximize the productivity and efficiency of the 

organization, every executive, manager or supervisor in a public or private 

organization has the responsibility and indeed the bounding 

duty to ensure the development of their employees who have requisite knowledge and 

expertise (Dada, 2004). 

Capacity building is like sharpening an existing skill in order to reflect the trends in 

technology and other social –cultural environmental changes of an organization. 

Productivity is the goal of today`s competitive business world and capacity building 

can be a spring board to enhance productivity. The aim is to enable them contribute 

their full measure to the welfare, health and 

development of the organization (Onah, 2007). The main objective of capacity 

building and development is to increase efficiency of employees with the resulting 

increase in corporate productivity. This accounts for why a large number of fund and 

time is expected by organization at one period or the order in the improvement of the 

skills of their employees at various levels. The principal intention of capacity building 

according to (Akinola, 2007) is to 

equip people with the knowledge required to qualify them for a particular position of 

employment, or to improve their skills and efficiency in the position they already hold. 
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The development of indigenous manpower to serve as the propelling force for national 

growth and development is no doubt a key to Nigeria’s socio-economic and political 

development (Ake, 2009). This is quite indispensable considering the argument of the 

concept of transfer of technology as a propelling force for the development of the 

developing countries of which Nigeria is one (Ake, 2009). 

However, it is important to state that the lack of adequate emphasis on manpower 

development as a tool for development in Nigeria on the part of government as well 

as the organized private sector could not be far-fetched from the lack of understanding 

of both the concept and methods for manpower development in a post-colonial 

Nigerian State in which the process of human resource development for national 

growth was distorted by colonialism with the attendant negative orientation that was 

injected into political leadership (Ekpo, 2009). Thus, manpower development became 

an elitist design that was geared to favour capitalist mode of production in which 

labour was relegated to the background among the factors of production. 

 

Conceptual Framework 

The conceptual framework of this research is geared towards having a proper 

understanding of the concept capacity building and also relates it to the concept 

development of manpower. Although both concepts could be used interchangeably, it 

is important to accentuate that the concept capacity building could be defined as “the 

existence of unskilled and/or skilled humans that need capacity building or re-capacity 

building to perform specific task in society” (Ekpo 2009). 

Thus, capacity building could be seen as organizational specific. This is because it is 

largely a function of organizational manpower need or job specification. That is, it 

could be viewed as the adaptation of the human resources available in the country to 

the needs, objectives and orientation of a given organization. Conversely, the concept 

development of manpower could be viewed as a concept which is generic because of 

its focus on turning out human resource that is needed for the development of the State 

(Drucker, 2009). As a result, development of manpower views man as the most 

important asset in the society (Chalofsky and Reinhart 2008; Ekpo 2009; Drucker 

2009; Muchinsky 2004). 

 

Tools for Capacity building in Organizations 

The tools and methods for capacity building in organizations differs, and it is largely 

determined by the objectives of organizations, the idiosyncrasy of management staff 

or the chief executive, the organizational policy, as well as the organizational 

environment to mention a few. Thus, it is a common feature to see methods for 

capacity building varying from one organization to the other, just as a given 
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organization can be tailored at adopting different methods at different times or a 

combination of techniques at the same time. Capacity building and development 

improves employee abilities to perform the tasks required by an organization. It, 

according to (Graham, 2005), has the important dual function of utilization and 

motivation. Organization, have a stake in developing the careers of their employees so 

that the employees can be retained while their performance becomes more effective 

and efficient. (Walker, 2006) opined that “in the 2004s and beyond, organization will 

invest more, not less in efforts to retain, train and develop talent.” Capacity building 

and develop is a tool employed by organization to equip their workforce to the 

accomplishment of set goals and objectives. The internal structure of an organization 

is made up of socio-technical arrangements which are deliberately designed to achieve 

the objectives of that organization by doing the right thing at the right time and in the 

right measure. 

Capacity building and development is essential to the existence and survival of 

organization. (Olowu, 2005) supports this school of thought as he points that human 

resources capacity building and development enables civil servants (employees) to 

acquire the relevant professional skills and knowledge for effective performance. It 

was (Drucker, 2006), who said that a good organizational structure itself does not 

guarantee good performance. It is human resource capacity building and development 

that equips civil servants with the relevant professional skills and knowledge that 

brings about effective and efficient performance. This position is further supported by 

(Pye, 2008) when she opined that “when steps are to be taken to improve the quality 

of employees and overall organizational performance, attention naturally turns to the 

process of capacity building, education and development of employees”. 

According to (Foot & Hook, 2009), human capacity building and development is a 

planned process to modify attitudes, knowledge and skills or behavior through learning 

experience to achieve effective performance in an activity or range of activities. Its 

purpose in a work situation is to develop the activities of the individual and to satisfy 

the current and future needs of the organization. 

Human resource, capacity building and development according to (Walker, 2006) is 

specifically about providing a range of learning experience in a work situation. 

Critically speaking, human resource capacity building and development seem to have 

never been the priority of the civil service in Nigeria. (Omale, 2006) observed that in 

almost all senior positions, if one is recruited with required educational qualification, 

no capacity building and development was carried out on him. Experience on the job 

now becomes the only criteria for the worker to reach the top of his career ladder. Yet, 

the jobs an officer does from one grade level to the other according to (Omale, 

2006):are sufficiently different to warrant not only vocational knowledge whish he 



Page 231 of 422                                                             JMSE Vol. 19 (7) 2019 ISSN – 2370-9878 

 
 
 

gets via experience, but also theoretical knowledge and attitudinal re-orientation in 

order to successfully cope with the demands of such higher jobs. Such theoretical 

knowledge and attitudinal reorientation can only best be acquired through formal 

capacity building off-the- job in appropriate capacity building institutions. 

(Mekinde, 2006) in his own view, is of the opinion that human resource capacity 

building is a “short term process of learning specific skills by both junior and 

immediate staff”, while development entails a “long term learning process designed to 

develop senior officers in order to acquaint them with changes in technology and 

management method. Capacity building and development helps to ensure that 

organization members possess the knowledge and skills they need to perform their 

jobs effectively, take on new responsibilities and adapt to changing conditions despite 

the recognition of the importance of capacity building by management experts and 

government as expressed in white papers on various reforms in Nigeria. The 

experience of capacity building and development in the Nigeria public sector has been 

more of ruse and waste. This paper examines the experience of Nigeria public service 

on capacity building and development with a view of understanding the problems 

being faced. It makes appropriate recommendations on how to ameliorate the situation. 

Management experts also argue that a major function of a manager is to develop people 

and to direct, encourage and train subordinates for optimum utilization.  

 

Current Challenges in Capacity building and Development 

It has been found from recent studies that before the recession really set in (pye  2007) 

not much of capacity building was witnessed. The recession of 2007 and the structural 

adjustment program of 2006 were accompanied by a continuous and critical 

modification in the frequency, method and focus of capacity building courses. The 

main reason for these changes is the substantial decline in the resources of older 

generation firms, which seriously reduced the financial allocation of capacity building. 

In a few other cases, the cut on overseas capacity building was informed by caution 

on the part of older firms who felt that the boom in new firms (e.g, banks) is at best 

artificial and not enduring. In fact, casual observation reveals that overseas capacity 

building have practically ceased while the grants of study leave (capacity building 

leave with pay) have substantially reduced. A number of other reasons explained the 

refocused interest of employers in capacity building courses for their staff. These may 

be; 

➢  rapid changes in technology(computerization); 

➢  rapid changes in public policy(branches, interest rates, inter-bank and other 

prudential guideline) suggesting that managers and workers need to respond 

appropriately with new skills, attitude and knowledge; 
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➢ increase in the incidence of fraud and the role of employers to prevent and 

control malpractice from all possible sources; 

➢  policy intervention strategies such as re-engineering and adoption of total 

quality management, team working and other specialized and specific goal- 

directed human resource utilization approaches; and 

➢  Reduced demand for goods and services, high rates of interest bringing about 

high incidence of bad debts, and requiring new and modern marketing 

approaches to attract deposits and minimize bad debt expected to persist in the 

millennium and beyond. 

 

Employers will continue to pay serious attention to capacity building and development 

since new corporate cultures are necessary in order to imbibe new attitudes that are 

required for success in a new operating environment. 

Current capacity building and development programmes are however constrained by 

the following incidences or practices; 

i. The failure to determine capacity building needs reliably and relevantly; 

ii. Inadequate funding of capacity building; 

iii. Burying or sacrificing the capacity building function in organizational policies; 

iv. Failure to systematically evaluate the effects of capacity building; 

v. Unwarranted dumping or muddling of the steps in the standard capacity building 

process (viz., design, implementation and evaluation); 

vi. The unwillingness of supervisors to train the subordinates on the job or reveal the 

secrets of the job; 

vii. Failure to engage credible professional trainers and adequately brief trainers on the 

specific trends in an organization; and so on. 

 

Role of Government in Capacity building and Development 

In pursuance of the importance the federal government placed on capacity building, 

the industrial capacity building fund (ITF) was established to ensure that there is 

adequate manpower and commerce in the country. 

Under the industrial capacity building fund (ITF) degree No 47 of 1971 was amended 

by decree No 37of 1975 sum of money were providing from time to time by the federal 

government and contribution was made by every employers, a minimize of 25 person 

in his employment at the rate of one percent(1%) of the annual pay roll are to be paid 

into the fund. 

The fund is to be utilized to promote and encourage an acquisition of skills industry or 

commerce with a view to generate a part of indigenous trained manpower sufficient in 

order to meet the need of the national economy. 
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The government council of the fund consist of the representatives of Nigeria employer 

consultative association (NECA). Representatives of various chambers of commerce 

and industry, central trade union and other person who have extensive knowledge of 

the industrial capacity building. 

The main function of the council set out in section 4 of the degree of the federal 

government No. 47 and they include: 

i. To provide and secure the provision of such courses and other facilities 

which may include residential accommodation for the capacity building of 

person employed. 

ii. To provide such course and facilities proved by other person. 

iii. From time to time, to consider the employment in industry or commerce as 

appear to require a special consideration and public recommendation. 

iv. To apply or make arrangement methods of ascertaining the attainment of 

any standard recommendation by the council. 

v. To assist person in finding facilities for employee being trained for 

employment in organization. 

vi. To carry on or assist other person in carrying on research into any matter 

relating to capacity building for employment in the industry. 

 

 Problems of Capacity building and Development Programme 

Some of the problems facing capacity building and development include: 

➢ Low morale: When an employee undergo capacity building programme, 

his/her experiences, skills, attitude will be increased but if they are not 

adequately compensated this might result in low morale there by reducing their 

performance. 

➢ Insufficient information: If the wrong person who is almost due for 

retirement was sent on a capacity building course or does not need capacity 

building was sent on capacity building, the organization will gain little or 

nothing from such employee. 

➢ Transfer of learning: Some of the concept and principle taught are too 

academic and very difficult to apply in real life situation. 

➢ Non evaluation of the outcome of capacity building: The company does not 

evaluate the outcome of the programme, there are in many instance, no 

examinations either written or oral or feedback from the employee. 

 

Problem of Capacity building in Nigeria 

1.  Colonial Experience: There have been several arguments regarding the 

distortions in capacity building of national growth in Nigeria as a result of 
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colonialism which was fashioned towards economic exploitation (Ekpo 2009; 

Ake 2005; Dauda 2007). It could be recalled that the advent of colonialism 

led to the integration of the Nigerian economy into the World Capitalist 

System thereby placing minimum premium on labour when compared to other 

factors of production. This poor performance of indigenous labour by the 

colonial government no doubt has persisted in the post-colonial Nigerian 

State. As a result, this problem account for the lack of adequate attention given 

to labour as a critical part of the production process in Nigeria. 

2.  Poor Political Leadership: Closely related to the problem of colonial 

experience as a problem of capacity building in Nigeria is poor political 

leadership which is further deepening the problem of capacity building in 

Nigeria. 

This factor has manifested itself in poor funding of education over the years 

(Baikie 2006), disparity or class in capacity building between children of the 

rich and the poor (Omodia 2006). 

3.  Poor Manpower Planning: This problem is associated with the poor data base 

that is needed for manpower planning in Nigeria both in the rural and urban 

centres. This problem no doubt constitute a major hindrance on effective 

capacity building in Nigeria (Baikie 2006; Oku 2007). 

Options for Effective Capacity building in Nigeria 

The options for effective capacity building in Nigeria could be viewed from two basic 

perspectives: 

i. The option of an enhanced regulatory capability on the part of government 

for effective enforcement of manpower policies. This is quite indispensable 

based on the need to ensure quality capacity building irrespective of sex, 

class, ethnic affiliation to mention a few. This point could best be 

appreciated considering the liberal nature of most government policies 

which tend to snowball into elitist benefit in terms of policy outcome. 

ii. The need for government to be persuasive in making organizations 

embraces well designed policies at improving the development of 

manpower in Nigeria. This could be done both internally and externally. 

Internally, organizations should be made to see reasons why a careful 

capacity building plan should form part of their plans and objectives for the 

financial year. 

iii. As a matter of fact, the success of organizations should not only be 

measured in terms of the magnitude of profit through the adoption of 

outdated personnel administration technique, but, basically on the 
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contribution of the organization in enlarging the confidence of its workers 

through capacity building. 

 

Theoretical Issues on Capacity Building 

Until recently there has been a general resistance to investment of capacity building in 

the public service because of the believe that “Employees hired under a system must 

be presumed to be qualified, that they were already trained for their jobs and that if 

this was not so it was evidence that initial selection of personnal was at fault.”(stahl, 

1976). This assumption has been jettisoned as the need for capacity building became 

obvious both in the private and the public sectors. Capacity building has become more 

obvious given the growing complexity of the work environment, the rapid change in 

organization and technological advancement which further necessitates the need of 

capacity building and development of personnel to meet the challenges. Many 

organizations have come to recognize that capacity building offers a way of 

“developing skills, enhancing productivity and quality of work and building workers 

loyalty to the firm”. Capacity building and development is essential to the existence 

and survival of organization. It is common for people to see capacity building and 

development as the same thing. However, though they are similar, they are not the 

same thing. 

Capacity building is any learning activity which is directed toward the acquisition of 

specific knowledge and skills for the purpose of an occupation or task (cole 2007). 

Ivancevich et al (2004) see capacity building as the systematic process altering 

employee’s behavior to further organization goals. 

According to Hellriegel and Slocum (2006), capacity building is improving an 

employee’s skill to the point where he or she can do the current job. Capacity building 

is the process by which members of organizations are thought to acquire knowledge, 

skills and abilities they need to perform effectively the job at hand. Capacity building 

is directed at the present job. 

In a more comprehensive manner, capacity building can be defined as a short term 

process that utilizes a systematic and organized activities by which non- managerial 

staff acquires the technical knowledge, skills and abilities for specific purposes in 

function. Capacity building is “an organized procedure by which people learn 

knowledge and or skills for a definite purpose. It is a process for equipping the 

employees particularly the non-managerial employees with specific skills for example 

technical skills like plumbing, electrical wiring, repairing, artistic skills, clerical and 

typing skills that would enable them to improve on their performance and overall 

efficiency. The objective of job capacity building is to enable an employee to perform 
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his job in such a way as to meet the standards of output, quality, waste control, safety 

and other operational requirement (Gardner, 1973). 

Thomas (2008) defines capacity building as ‘a process through which experiences are 

deliberately offered to trainees to enable them to absorb some new perspective, 

understanding, value, attitude, techniques or skills’. It involves planned activities on 

the part of an organization to increase job knowledge and skills or modify the attitudes 

and social behavior of its members in the ways that are consistent with the goals of the 

organization and the requirements of the job. The overall aim is to increase or improve 

a person’s contribution to the achievement of the organizational goals. 

Jones, George and Hill, (2004) believe that capacity building primarily focuses on 

teaching organizational members how to perform their current jobs and helping them 

acquire the knowledge and skills they need to be effective performers. 

According to carrel and kuzmits (2006) capacity building is the systematic process by 

which employees learn skills, information or attitudes to further organizational and 

personal goal. They also stated that “every capacity building system operates with a 

philosophy set of beliefs concerning people, productivity and profit”. 

In view of chruden and Sherman Jnr (2004), capacity building is any organizationally 

oriented procedure, which is intended to foster learning among organizational 

members. 

Capacity building according to Davar (1950), states that its main goal is “To induce a 

suitable change in the individual concerned”. It is “to bridge the gap between existing 

performance ability and desired performance”. 

Development on the other hand focuses on building the knowledge and skills of 

organizational members so that they will be prepared to take on new responsibilities 

and challenges. Development is used in relation to the process of helping managerial 

employees who perform non-routine jobs to improve their managerial, administrative 

and decision-making abilities and competence. 

In the view of adamolekun (2007), staff development involves the capacity building, 

education and career development has been identified to include: 

• Creating a pool of readily available and adequate replacements for personnel who 

may leave or move up in the organization; 

•  Enhancing the company’s ability to adopt and use advances in technology 

because of a sufficiently knowledgeable staff; 

•  Building a more efficient, effective and highly motivated team which enhance 

the company’s (AJ pam vol xvi; No.l.Jan 2005) competitive position and 

improves employee morale; and 

•  Ensuring adequate human resources for expansion into new programs. 
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Drucker (1977) in highlighting the work of managers submits that one contribution a 

manager is uniquely expected to make is to develop people. if any organization must 

continue to survive, it must provide opportunity for career development into specialist 

and managerial positions. 

Development is the process of building the knowledge and skills of organizational 

members so that they will be prepared to take a new responsibility and challenges. 

Jones, George and hill(2004). 

Wertherland and Davis (2006) define development to mean helping individual worker 

to handle future responsibilities with little concern for current duties. 

Development can also be defined as a deliberate program of an organization to mould 

into the desirable shape its future leaders who are expected to perpetuate the business 

of the organization most efficient and effectively, (fagbohungbe 2009). Development 

can be referred to as any learning activity which is directed towards future needs rather 

than present needs and which is concerned more with career growth than immediate 

performance (cole 2007). The intent of development program is to improve an 

employee’s conceptual and human skills in preparation for future jobs. 

From the above, it is now clear that there is a major difference between them. Though 

both of them are geared towards increasing or improving the skills of workers. 

Capacity building is concerned with teaching the workers specific skills that will assist 

them in their immediate task while development on the other hand is concerned with 

teaching the workers more general skills that will assist them in career growth thereby 

equipping them for the future. (mullins,2009). 

Capacity building and development as stokes (1966) puts it rest on the fact that “a 

person learns through experience which may be actual, hearing or reading about the 

experiences of others”. 

Capacity building and development can also be viewed as formal and informal 

activities which bring about change in the skills, knowledge and attitude of employees 

for the fulfillment of their individual career and organizational goals. 

 

Method of Capacity building and Development  

Capacity building and development methods are means through which ideas, skills or 

knowledge are impacted to learners in an organized manner. There are different types 

of capacity building and development methods that are in use today. The methods of 

capacity building and development are the same. These methods are usually grouped 

into two broad categories namely; 

i)  On - the -job capacity building and 

ii)  Off - the -job capacity building 
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The method of capacity building and development will be treated separately because 

aside from the above methods mentioned there are other methods of development. 

A. Capacity building Methods 

i) On - the -Job Capacity building: this is a capacity building programme that 

is organized on the workers job location. On - the -job capacity building 

methods are the most widely used and the simplest method of capacity 

building. It refers to instructions given to employees on the job by the 

supervisor or any other experienced employee. Using these methods, 

employees are placed on a regular job and taught the skills necessary to get the 

job done properly. This method requires no special school. While learning, the 

trainee is also contributing to the total output of the department. The greatest 

problem with this method is that errors or mistakes committed while learning 

can be very costly. The various types of on -the -job capacity building methods 

may include; 

1)  Job Rotation: this is a situation in which employees are made to move 

from one job to another within the work setting over a defined period of 

time. As they move from one task activity to another, they gain 

considerable knowledge, experience and skill. The duration of the 

rotation is shorter at lower levels (clerical), than at management levels 

where trainees are taught complex functions and responsibilities 

(fansworth, 1975). 

2)  Coaching: Here, employees are placed under the direct guidance of a 

supervisor. This technique use observational learning known as pure 

imitation. It has the advantage of allowing the coach to give on the spot 

feedback to the learners on whether they do it well or not. 

3)  Apprenticeship: Apprenticeship capacity building is usually required 

for job that requires complex and diverse range of skill and knowledge. 

It runs with the cooperation between the employees, the government and 

educational institutions (technical or vocational school) and labour 

unions. 

4)  Enlarge Responsibility: Here, the manager or supervisor assigns 

additional duties and responsibilities to his subordinate employee. He 

allows him the opportunity for decision making by deliberately exposing 

him to challenging jobs and problem solving situation. 

5)  Internship: It offers an excellent opportunity for the learner or trainee 

to help gain insights into the relationship between theory and practice i.e. 

the trainee attends classroom session to acquire the theoretical aspect of 
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the job and later, proceed to the work settings to practicalize what he has 

been taught in the classroom. 

6)  Understudy Assignment: The trainee or even an experienced manager 

who is being groomed for higher responsibilities is often made to assume 

part of his master’s job thus enabling him to learn or perform as much as 

possible, some of his supervisor’s job. The efficacy of this method 

however depends on how much responsibility he is willing to allow the 

subordinate to assume. 

7)  Instructional Guidance: This is a capacity building situation in which 

the trainees are given step by step instruction after which they are left to 

perform the task activities of the job. The trainer appraises the learning 

ability of the trainees by measuring their ability to follow instruction. 

ii) Off - the -Job Capacity building: This capacity building method is organized 

outside the workers job location. It is usually organized in a capacity building 

centre or an educational institution. The objective of this method is to broaden 

the trainee’s job knowledge and experiences beyond what can be learnt within 

the job environment. It provides the trainees the opportunity of interacting with 

trainers who are different in outlook, experience and knowledge from those 

they are used to back at work. Off -the -job capacity building has its own 

disadvantages which may include: 

i)  It is usually more expensive than on the job capacity building and 

ii)  It does not allow on-the-spot assessment of capacity building 

effectiveness which is possible with “on-the-job” capacity building. 

The various types of off-the-job capacity building method include: 

1)  Seminars: Brings together group of people who pool and discuss 

ideas. A seminar is meant to stimulate intellectual input. Papers 

presented are criticized and corrections are suggested. 

2)  Workshop: Is a setting where a group of people meet and work 

together in order to share and develop ideas about a particular subject 

or activity. 

3)  Lecture or classroom method: Involves the transmission of 

knowledge, ideas and factual information from the instructor to a larger 

group of trainees at one time thereby having the advantage of being a 

relatively low-cost capacity building method. The major drawback of 

this method is that individual differences in the abilities of a trainee to 

assimilate fast or get lost in the classroom. Discussions are not taken 

into consideration/account. 
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4)  Vestibule capacity building: Involves trainees learning in a non work 

environment in which conditions and equipment are virtually identical 

to what will be encountered on the job. The only major problem with 

this method is that its relatively costly than other method since this 

method requires that trainees be trained on the same identical machines 

and equipment used in the actual job environment. 

5)  Briefing groups: The trainer presents a short paper and asks for the 

reactions of the trainees. It is assumed that the trainees are not 

completely ignorant of the issues in the paper. The objective is to teach 

knowledge, facts and assess the opinions of the trainees. 

B) Development Method 

Executive development is a systematic process of growth and development 

through which executive develop and enhance their capabilities to manage 

successfully particularly in today’s increasingly complex business environment 

and in the future. 

The methods of capacity building are also the methods of development as 

mentioned earlier. However, apart from the above, development has additional 

activities, which are rarely used in employees capacity building. 

This includes what Jones, George and Hills (2004) referred to as; 

i)  Varied work experience 

ii)  Formal education 

i) Varied work experience: For an organizational executive to be effective, he 

must have knowledge and understanding of all activities of his organization. 

He must be an “all in one”. He is a personnel manager, production manager, 

marketing manager, accounting manager, all in one. Techniques for varied 

work experience include; 

a)  Workers rotation (job rotation): Employees who are discovered to 

have potential are moved from job to job to acquire varied work 

experience that will broaden their horizon. 

b)  Job enrichment or vertical loading: New sources of satisfaction to jobs 

are added through increased responsibility, autonomy and control. 

c)  Job enlargement or horizontal loading: Simply widens the job of the 

employees. The aim is to sharpen employee’s skills, make them large to face 

challenges and finally increase their ability to take additional 

responsibilities. 

d)  Promotion and transfer: In anticipation of promotion, particularly in 

the management centre, staff members may be trained to enable them to 

acquire the skills required to function in the new position(s). 
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e)  Appointment as “assistant to”: Some employee’s function in the 

position as assistant to senior officers like the managing director. 

f)  Membership of committees: Serving as committees provides a very 

good capacity building ground for the employee. He listens to the views, 

presentations, criticisms, e.t.c. of others. 

ii)  Formal education: Many reputable organizations do realize the benefits to 

accrue to their organization when their employees receive formal education 

from higher institution. Organizations have ways of identifying talented and 

promising employees, employees with high prospect and potential whose 

sponsorship in higher institution will payback. To such organization, it is 

investment of some sort that will bring forth dividends. It is believed that such 

employees when they complete their courses will be able to take up new 

responsibilities and occupy more demanding positions in the organization that 

trained them. 

 

Another method of developing executive is: 

Simulated development method: The use of simulated techniques for developing 

executive talent has become more popular in recent time. This is so because, it has 

been realized that neither the conventional on-the-job nor off- the-job methods are 

sufficient in developing the much needed capabilities in managers. This is because 

most managers do not necessarily perform programmed or routine jobs like the lower 

level employees, managers need more than specific skills. They need to acquire 

specialized and broad-based skills like conceptual, analytical, diagnostic, problem-

solving skills, human behavioural skills, interpersonal skills as well as sound decision 

making skills. 

 

Theoretical Framework 

Wright and McMahan (2006), drawing on Barney’s (2005) resource base theory of the 

firm, contended that human resources can provide a source of sustained competitive 

advantage when four basic requirements are met. First, they must add value to the 

firm’s production process: level of individual performance must matter. 

Secondly, the skills the fir seeks must be rare. Since human performance is normally 

distributed, Wright and McMahan noted that all human resources meet both of these 

criteria. The third criterion is that the combined human capital investments a firm’s 

employees represent cannot be easily imitated. Although human resource are not 

subject to the same degree of immutability as equipment or facilities, investments in 

firm-specific human capital can further decrease the profitability of its competitors. 

Finally, a firm’s human resource must not be subject to replacement by technological 
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advances or other substitutes if they are to provide a source of sustainable competitive 

advantage. Although labour saving technologies may limit the returns for some forms 

of investment inhuman capital, the continuing shift toward a service economy and the 

already high level of automation in many industries make such forms of substitution 

increasingly less probable. Oloyede (2004) 

Wright and McMahan’s work points to the importance of human resources in the 

creation of firm-specific competitive advantage. At issue, then, is whether or how, 

firms can capitalize on this potential source of profitability. Bailey (2007) contended 

that human resource are frequently underutilized because employees often perform 

below their maximum potential and that organizational efforts to excess of any 

relevant costs. Bailey argued that Capacity building practices can affect such 

discretionary effort through their influence over employee skills and motivation and 

through organizational structures that provide employee with the ability to control how 

their roles are performed. 

Capacity building influence employee skills through the acquisition and development 

of a firm’s human capital. Recruiting procedures that provide a large pool of qualified 

applicants, paired with a reliable and valid selection regiment, will have a substantial 

influence over the quality and type of skills new employee possess. Providing formal 

and informal training experiences such as basic skill training, on the job experience, 

coaching, monitoring and management development, can further influence 

employees’ development. Oloyede (2004) 

The effectiveness of capacity building will be limited if they are not motivated to 

perform, however, Capacity building practice can affect employee motivation be 

encouraging them to work both harder and smarter. Example of firm’s efforts to direct 

and motivate employee behavior include the use of internal promotion systems that 

focus on employee merit and other forms of incentives intended to align the interests 

of the employees with those of shareholders. 

Finally, Bailey (2007) noted that the contribution of even a highly skilled and 

motivated workforce will be limited if jobs are structured or programmed, in such a 

way that employees, who presumably know their work better than anyone else do not 

have the opportunity to use their roles. Thus, Capacity building practice can also 

influence the firm’s performance through the provision of organizational structures 

that encourage participation among employees and allow them to improve how their 

jobs are all examples of such structures. 

Thus, this theoretical literature clearly suggest that the behavior of employees within 

firms has important implications for organizational performance and that capacity 

building practice can affect individual employee performance through their influence 

over employees’ skills and motivation and through organizational 
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structures that allow employees to improve how their jobs are performed. If this is so, 

a firm’s Capacity building practices should be related to at least two dimensions of its 

performance. 

 

Recommendations 

The study raised pertinent policy issues, which should be accorded priority attention 

for development. However, in drawing up these policy issues, we will be guided by 

the following critical success factors of Capacity building training in Nigeria in 

particular: 

(1)  Government policies and strategies that support the Capacity building training 

sector growth and competitiveness. The sum allocated to the education sector 

has always fallen short of the UNESCO recommendation of 26%. If 

government has any interest in developing manpower and capacity building, 

government must make deliberate effort to continually increase budgetary 

allocation to education to meet this recommendation. Head of civil service 

should formulate policy programmes where government Agencies and 

Parastatals forward their annual reports on training programmes undertaken, 

as well as proposals for the in-coming year(s) 

 Education and training programmes to build up the base for human capital 

development and resources for long term investments. Government agencies 

and private sectors through their Human Resource department should map-out 

long term education and training programmes that are in line with the 

objectives of the organization and those 

(2) That match employee’s abilities and skills that will enhance effective 

performance. Also, government should make it compulsory for civil servants 

to undergo relevant training programmes especially in the senior cadre before 

being promoted to the next level 

(3)  Fiscal policies, performance level and quality of products to meet international 

standard. 

(4)  Government policies: have been found to act as catalysts in the adoption of 

information and communication technology in Nigeria. 
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