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Abstract

Capacity building embraces manpower developmenn fthe individual through the national level
arrangement. Experts refer to it as “communityacity building” or “capacity development”. Two
broad activities are involved: human resources ldpwment and institutional building. In a world
characterized by limited physical resources andegming competition for investable funds, enhanced
human capital is critical and will define the lisibf development that nations can attain. The ratpe

to achieve enhanced human capital in an increaskmpwledge based world economy, is the singular
most important factor magnifying the need for céyabuilding as a veritable vehicle for sustainable
national development in any country today. The &amesources are necessary to put the institutions
place, but the institutions on the other hand awessary facilitative factors that will ensure amthance
greater and better productivity of the humans. hBoe therefore complimentary. Even after prodyicin
the required number and type of human capital itical areas, transfer of learning and brain dzdse
serious obstacles to the achievement of the desagdnal goal.

Key Words: Individual, Organisation, Capacity Building

Introduction

The term “capacity building” has assumed a dimankoger than would ordinarily be ascribed
to a concept so simple in outlook. At a first glanit suggests “training” of work-force by
institutions, but experts regard “capacity buildiag embracing much more than is done at the
institutional or organisational level. The concepseen as far — reaching, all-embracing, and
applicable up to the national level. Hence, itofeen referred to as “community capacity
building”. It is also referred to as “capacity égypment”, giving it a conceptual approach to
development that focuses on understanding the abstahat inhibit people, governments,
international organisations and non-governmentabamisations from realizing their
developmental goals; while enhancing the abilitrest will allow them to achieve measurable
and sustainable results.

The term “community capacity building” has evolvdégbm past terms such as
“institutional building” and “organisational devgment”. These terms referred to community
development that focused on enhancing the techiwvalognd self-help capacities of individuals
in rural areas. But in the 1970s, following a serdf reports on international development, an
emphasis was put on building capacity for technikills in rural areas, and also in the
administrative sectors of developing countries tHe 1980s... Institutional development was
viewed as a long-term process of building up a ligieg country’s government, public and
private sector institutions, and NGOs (Chabbot@)9 Though precursors to capacity building
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existed before the 1990s, they were not powerfute® in international development like
“capacity building” became during the 1990s (Chabti®99).

“Capacity building” is therefore a new approachmanaging development. It is the
strengthening of human resources and managemestssgeared to promoting a supportive
environment within which such capabilities can tiézed for full advantage. It involves two
broad activities: human resources development mstitdtional building. It depicts that in the
global village and information age of today, NatibrDevelopment paradigm has shifted
drastically from the “quantum of a Nation’'s natuRgsources” to “the ability of the nation to
do the right thing”. The right thing for any natidgs to manage its resources and affairs with
honest responsibility that will translate into pgiv& growth in development in all the facets of
its economy.

This new development paradigm hinges national ldeweent on strengthened
workforce and institutions. The strengthening afrkforce and institutions therefore, calls for
commitment to investing on working people as thenfiation for sustainable development
within a framework of well aligned national institns and policies. In a world characterized
by limited physical resources and increasing coitipetfor investible funds, enhanced human
capital is critical and will define the limits ofedelopment that nations can attain. The
imperative to achieve enhanced human capital innareasingly knowledge based world
economy, is the singular most important factor nifggrg the need for capacity building as a
veritable vehicle for sustainable national develepmin any country today. If any country
seriously desires to develop, especially in thesgme keenly competitive global economy, it
must begin to earnestly build its human capitat.islonly in enhancing the capacity of its
human capital that the Nation can hope to saihinturbulent sea of global competition and
internal contradictions.

In the implementation of capacity building, di#atial views are held. While some see
it as focusing on national/community survival apidied in the fore-going paragraphs, others
see it as focusing on the institutions whose cafgoefforts sustain the smooth running of the
economy. Yet others see it as increasing thetwlifithe individual to perform in the desired
direction wherever he/she operates. It is in trext of the foregoing painted scenario and the
emerging perspective of national development imtpes that this paper will discuss in the
following sections of the critical issues, probleamsl solutions to capacity building.

Definitions

There are several definitions of capacity buildindpe found in literature. These definitions are
reflective of the inclinations of the various auth@and the purpose that they want to achieve.
Some define it from the point of view of the sumlivability of organisations; others weigh
politics against rationality, inputs versus theatosystem, the target audience of capacity
building and means against results improvement @dlm 1999). In broad terms, capacity
building means increasing the ability of the peogtel institutions to do what is required of
them (Newland, 1981). This definition focuses amo tparticipants: first, the people
(individuals) and second, the institutions (orgati@s). It connotes that the individuals would
be given the ability of doing what is required bém, leading to required performance by the
institutions or organisations. It also connotes thhen an organisation is not performing in the
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desired/expected direction, it could be traceabkie inability of its personnel to perform in the
right direction; an indication that their capalyilitad not been developed.

Capability building comprises training of manpowbuilding of institutions and the
acquisition of effective best practices for theamdlization of national goals for economic and
social development as well as sustainable improwgsnia the quality of life of the people.
(Giwa, 1997). Capacity building was conceptualibgdsbeja (2002) as “all the activities that
are geared towards enhancing an individual's diiposto the acquisition of requisite
knowledge, development of desired skills and adoptif relevant attitude and aptitudes, all of
which enable the individual to have the abilityttlsainvaluable for satisfactory performance of
a given task, which cumulatively leads to the att@nt of given targets and objects”. From
this definition, two major areas of capacity builgiagain emerge. These are: “institutional”
and “human” capacity building. The word “institutial is generic, implying that nations could
also develop their capacities as given by Ojo ()J9%#o sees capacity building in terms of
how a nation develops its capabilities throughptmvision of relevant knowledge and skills in
the pursuit of socio-economic goals.

At the global level, capacity building is definbg the United Nations Development
Programme (UNDP) as a way of enhancing its devetopah activities. In order to prevent
international aid for development from becomingpae¢nal dependency, developing nations are
adopting strategies provided by the organisatiarthé form of capacity building, based on the
UNDP which defined the concept as a long-term omati process of development that involves
all stakeholders, including ministries, local auities, non-governmental organisations,
professionals, community members, academics and.mibistated that Capacity Building uses
a country’s human, scientific, technological, orgational, and institutional and resource
capabilities. According to this view, the goalaafpacity building is to tackle problems related
to policy and methods of development, while condigethe potential, limits and needs of the
people of the country concerned. The UNDP outlites capacity building takes place on an
individual level, an institutional level and thecssal level. (Barnes and Asa'd; 2003).
Individual Level: Community capacity-building onn aindividual level requires the
development of conditions that allow individual fi@pants to build and enhance existing
knowledge and skills. It also calls for the esslivhent of conditions that will allow individuals
to engage in the “process of learning and adaptirdpange”.

Institutional Level: Community capacity building on an institutionavél should involve

aiding pre-existing institutions in developing ctiigs. It should not involve creating new
institutions, rather modernizing existing instituts and supporting them in framing sound
policies, organisational structures, and effecthethods of management and revenue control.

Societal Level: community capacity building at the societal lewshould support the
establishment of a more “interactive public adntmaison that learns equally from its actions
and from feedback it receives from the populatiolae”. Community capacity building must
be used to develop public administrators that @spansive and accountable.

The World customs Organisation defines capacityldimg as “activities which
strengthen the knowledge, abilities, skills andawédr of individuals and improve institutional
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structures and processes such that the organizaioefficiently meet its mission and goals in
a sustainable way”.

Principlesthat Govern Community Capacity Building:

Oxfam International — a globally recognized NGOimes Community capacity building in
terms of its own principals. It believes that coomity capacity building is an approach to
development based on the fundamental concept thateaple have an equal share of the
world’s resources and that they have the rightdéo‘duthors of their own development and
denial of such right is at the heart of poverty antfering. (Eade, 2007:35).

Organizational capacity building — is another fasfrcapacity building that is focused
on developing capacity within organisations. Ifere to the process of enhancing an
organisation’s abilities to perform specific adiies. An Organisational capacity building
approach is used by NGOs to develop internallyhgey tan better fulfill their defined mission
(Eade, 2007). Kaplan (2000) argues that to beceffe facilitators of capacity building in
developing areas, NGOs must participate in org#oisal capacity building first. Suggested
steps in building organisational capacity include:

- Developing a conceptual framework

- Establishing an organizational attitude

- Developing a vision and strategy

- Developing an organizational structure

- Acquiring skills and resources (Kaplan: 2000)

Kaplan argues that NGOs who focus on developingreeptual framework, an organizational
attitude, vision and strategy are more adept aigostlf-reflective and critical, two qualities that
enable more effective capacity building.

Framework For Capacity Building

Honadle (1999:26) proposed a capacity building &awork (figure 1) as a component of the
policy making process and the role of public adstmaition in the management of public policy.
He defined capacity as the ability to anticipatd arfluence change; make informed, intelligent
decisions about policy; develop programmes to implat policy; attract and absorb resources;
manage resources and evaluate current activitieguide future action. He noted that if
capacity includes the ability to anticipate anduehce change, then there needs to be on-going
assessment of what the organisation is doing. $huld include monitoring what it is
currently doing; evaluating how well it appeardtdoing it, and assessing whether the current
level of effort is appropriate over time. In sum ¢oncluded, that a conceptual framework for
capacity building should include all of these comguts.
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FIGURE I:

A CAPACITY BUILDING FRAMEWORK
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Cohen (1993:26) defined capacity in the contexthefpublic sector and from the point of view
of what it seeks to achieve. He noted that “PuBbctor Capacity Building seeks to strengthen
targeted human resources (managerial, professamuhtechnical) in particular institutions and
to provide those institutions with the means whgrtiese resources can be marshalled and
sustained effectively to perform planning, policgrriulation and implementation tasks
throughout government on any priority topic”. Cohleimself agrees that the definition is
“narrow, operational and problem solving orientdolif which could readily find applicability
to civil servants especially in the managerial fggsional and technical fields. The deficiency
here for application to the general public servicthat other categories outside those mentioned
above would be left out. A definition with a muahore broad foundation was given by
Hildebrand and Grindle (1994:100) as “the ability gerform appropriate tasks effectively,
efficiently and sustainably”.

North (1992) viewed -capacity building as being @ymous with the term
development which he said is an umbrella term ihelides institution building and human
resources development. Defining a concept thalrmost the same, Morgan (1993) defined
capacity development as the ability of individuadgpups, institutions, organisations and
societies to identify and meet development chabengver time. Morgan’s definition draws
our attention to the important element of sustalitglof the process of identifying and meeting
development challenges. The categorization ofeleenents of development given by North
(1992:6) is the key focus of this study. Like lw@®n mentioned in two earlier sections of this
study, these are institutional and human capadiifging.

Loubser (1993:2) gave a list of the elements & thapacities to be built in five
categories. These are (a) Specified objectivedyding vision, values, policies, strategies and
interests; (b) Efforts, including will (motivatiomrive) energy, concentration, work ethic and
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efficiency; (c) Capabilities, including intelligeac skills, knowledge and mental sets; (d)
Resources, including human (for collective particits) natural, technological (infrastructural)
cultural and financial; and (e) Work organizatiamgluding planning, designing, sequencing
and mobilizing.

Human Capacity Building

The human aspect of capacity building relates eosfock of trained, skilled and productive
manpower which can perform key tasks required,afororganisation to achieve its corporate
goals or for a country to achieve its developmédaeatives (Oshionebo, 2004:308).

Building human capital could be accomplished thtotraining and education provided
by schools, colleges, universities and professidnaining and management institutions.
Education/training is being regarded increasingytlee catalyst for social development and
economic transformation (Oshionebo, 2002). Therad doubt that the development of any
nation would revolve around its ability to traimtnain and educate its people. This was why
Oshionebo (2004:301) maintained that “contemporarigis of economic development,
questions the extent of the relevance of past dgpacilding initiatives to past national
development objectives”. It may be fair in thigaed to say that the number and quality of
institutions that exist in any one country wouldesmine the extent of its development. This
position was also taken by Harbison (1973) whempdieted out that “Human resources, not
capital, constitute the ultimate basis for the weaf nations. Capacity and natural resources
are factors of production, human beings are thizeaetgents who accumulate capital, exploit
natural resources, build social, economic andipalibrganizations and carry forward national
development. Clearly, a country which is unabledéwelop the skills and knowledge of its
people and to utilize them effectively in the natb economy will be unable to develop
anything else”(Harbison, 1973).

Institutional Capacity Building

Institutional capacity relates to the availableamigational (and national) structures, processes
and practices that facilitate the achievement gbaate and/or national objectives (Oshionebo,
2004:309). It is the development of the capacibesrganisations and nations to enable them
to achieve corporate and national objectives. itiigin building, however, involves the
development of human resources as well as the @mveint of equipment and management
systems, established practices, laws and custoroggahizations (Obadan and Adubi, 1998).
The human resources are necessary to put thautiwsis in place. The institutions on the other
hand are necessary facilitative factors that willslee and enhance greater and better
productivity of the humans. Both are therefore ptimentary. As Levy (2004: ) put it, “the
process of building state capacity is a dynamic; dm@wing the desired end point is only
moderately helpful in discovering the path frontitagional weakness to progressively stronger
capability”.

The UNDP focuses on building capacity at the ing8tinal level because, it believes
that “institutions are at the heart of human depelent, and that when they are able to perform
better, sustain that performance over time, andagmri‘shocks” to the system, they can
contribute more meaningfully to the achievementnaftional human development goals.
(Barnes and Asa’d, 2003).
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Critical IssuesIn Capacity Building

The basic issue in capacity building is manpowerettgpment. This is achieved through the
activity of education/training. The institutionsat have responsibility for the development of
manpower in Nigeria, for example, are largely ttduaational and training institutions.
Manpower in the right quantity and quality and typest be developed, for the Nigerian and
any economy to function optimally and sustainabhd df the country is to achieve its
development goals and objectives. It is thereforgortant, that National Capacity building
initiatives and efforts (comprising human capaalgvelopment, utilization and retention as
well as institutional development) must be premisedhorough appraisal and strengthening of
the delivery capability of educational and trainingtitutions.

Although educational and training facilities adlvess their output have increased since
the beginning of the 21Century, at all levels, the capacity requiremenitsNigeria for
accelerated development still far outweigh whaavasilable. The variable to be used in this
assessment should not be the number of unemplagehliates roaming about the streets, but
the number of graduates in “critical areas” roamaigput the streets. The question to be
answered is whether the country has the requisiteber of skilled trained manpower in the
critical knowledge areas.

In considering the number of tertiary institutiomgailable for the training of critical
manpower, the question has to be answered whetse tinstitutions have the capacity to
produce the required type and number of criticahpoaver. Looking at the two variables under
consideration in this study — human and institwtlamapacity building, what national and social
issues affect capacity building in these areasunfdiscourse? It is important to identify the
factors that created the gap in capacity buildifigrein order to have proper focus in making
suggestions for improvement. This will assistugarrowing the gap and facilitating effective,
efficient and sustained national capacity buildimfligeria.

It is common knowledge that the country’s educatiad training systems are in a state
of prolonged and deepening crises which are chexniaet by:

» decaying and inadequate infrastructure and teattbarging facilities;

« underfunding resulting in inability to maintain stihg infrastructure/facilities and

upgrade them or construct/develop new ones foethitat do not have them;

* serious imbalance in teacher/lecturer/students;rati

» dearth of reading/learning materials especiallaldextbooks and journals;

« high rate of students drop-out, examination maliwas and progressively

declining academic performance;

* incessant strikes and closures of schools; and

» lopsidedness in subjects/courses to the disadvauafegrience and technology.

The general impression across the country is tmatquality of education has maintained a
steady nose-dive and the products of the educatsyséem, particularly at the secondary and
tertiary levels, are ill-equipped to fit into exig} job positions in government and industry
and/or create employment for themselves. Theitmimstitutions which are expected to build
on the foundation provided by educational institng are also constrained by some of the
factors highlighted above. There is also an appdeek of coordination of the efforts of the
myriad of training institutions. In the absencenational standards and code of ethics, sharp
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practices are rampant among the institutions ag toepete for share of the market. In
addition to sharp practices, some training insting have expanded beyond their mandates or
capabilities and thereby are providing traininggreanmes they do not have adequate capacity
for. In effect, training facilities, curricula arfdculty of the institutions are grossly inadequate
and unable to meet the capacity needs of trainedstleeir sponsoring organisations. It is
against the backdrop of the depleting and detdnimyanstitutional and human capacity of the
country’s educational and training institutionsttliae critical issues in capacity building in
Nigeria can be appreciated.

Profile of Problems:

In order to appreciate the enormity of capacityldng problems as it affects the Nigerian
nation, the problems would be considered at theléwels forming the focus of this study viz —
the human (individual) capacity building and thestitutional (Organisational) capacity
building.

The Problems of Human (Individual) Capacity Building

Human Capacity building constitute the “buildingodits” for Institutional and National
capacity building. Hence, in order to producetibenan capacity that would launch the nation
to the technological level requirement for instiinal/national sustenance, individuals are
groomed through the educational system and trainistifutions. Arising from the deficiencies
of our tertiary institutions highlighted in the pesling section; tertiary institution graduates fall
short of the requirements for either direct emplegimin corporate organisations or self
employment. Hence, it becomes a routine that demto employ a graduate of our tertiary
institutions, he or she must of necessity undergimihg on one skill or the other. Likewise,
those of them who want to be self-employed undeegges of skills-acquisition programmes.
Hence, in providing such skills and knowledge te tliew entrant or job seeker, a lot of money
is spent on training in specialized areas. It kthbe remembered that this post-tertiary training
takes care of two main categories of individudisise sponsored by employers for the sake of
acquiring and transferring the skills to job sitoat and those on self-sponsorship for the
purpose of self-employment. The ultimate goal beiat both categories will lead to having a
reservoir of capacity building requirement of thetitution and the nation at large.

In the case of the individual whose aim is selfplyment, the process of training and
re-training is straight-forward because the indinidknows what he/she wants and goes for it.
But in the case of trainees sponsored by institgti@orporate organisations), the determination
of training requirements goes through the procé$$raining Needs Analysis” (TNA). This is
because it is widely acknowledged that there hdsetan assessment of “what is” and “what
ought to be” before training could be implementedraining Needs Analysis (TNA) is
described as an examination of the organisationésgmt operations, expected operations,
present and future manpower requirements in orderdéntify the number of staff and
manpower categories needing to be trained andrrettaindividual training needs which will
enable a person to reach the required standarerfifrpnance in the current job or the future job
(Osborne, 1996:138). The complete process ofitrgineeds analysis according to Peterson
(1992:14) means specifying those gaps or discréparin performance that actually exist
between what people are capable of doing now, drad you want them to do in the future.
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It would be seen from the above two definitionattivhen institutions embark on
Training Needs Analysis before exposing persorméfdining programmes, they are engaging
in human capacity building. Hence, it could beds#iat institutional capacity building
emanates or commences from Training Needs Analykitheir personnel. The idea of
exposing staff on Training implies that there isgap between their required/expected
performance and their actual performance. It i{seeted that these gaps would be “bridged”
when knowledge acquired from training is transférom the job. Hence, until the training
recipient transfers knowledge acquired from tran@xposure to the job situation, the ultimate
aim of training exposure, which is human capacitjlding and organisational sustenance,
could not be said to have taken place.

A major problem with human/individual capacity ling is that when personnel are
exposed to training under human capacity buildifigre they return to organisation without
being able to transfer learning to job situatidtence, inadequate learning transfer becomes the
bane of human capacity building. Participationt@ining programmes has no effect on the
capacity of the institution unless training recigg& successfully transfer learning to work
situation. Participation on training programmethwaiit effective learning transfer is a negation
to planned human capacity building. Of what usekn®wledge acquired from training
programme without its applicability to work situaii?

Another dimension of the individual capacity binlglis the prevalent “brain drain” that
takes place in developing countries. Often, yopagple who develop skills and capabilities
that can allow for sustainable development leae# fhcal origins. Teferra (2010) argues that
local capacity builders are needed now more thar end increased resources should be
provided for programmes that focus on developirggll@xpertise and skills. The question of
brain drain in Nigeria is precipitated by numeramial problems plaguing the Nigerian
society, too many to be mentioned in this studyhe bottom line is that individuals are
dissatisfied with the social conditions under inichhthey live, and so look outside for “greener
postures”. This situation has created a dilemmattiose in authority. Human capacity
building is a requirement and it is vigorously pued albeit at a lower scale, but well trained
(capable) hands end up leaving the country forrgrepastures. Should we continue to train or
not to train for fear of losing capable hands? Manrather, thousands of qualified (capable)
hands from this country are contributing meanirgfto the development of the economies of
other countries, leaving their place of “origin” @sderdeveloped. What can put a stop to this
“international loss of manpower?”

We have been discussing human capacity loss aceasby loss of corporate — trained
personnel. Of same magnitude is the case of privatividuals with necessary technological
skills. It is sad that there are hundreds of chpphivate Nigerians, contributing meaningfully
to the development of the economies of severalramhdicountries notably the United States of
America. Such private individuals, apart from emjg attractive social conditions in such
countries have citizenship of such countries bestbwn them. Such personal achievements
have serious multiplier effects on the rest ofdtiegenry in the home country, making the quest
for national capacity building a mere wishful thimd’.
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The Problem of Institutional (Organisational) Capacity Building

Institutional Capacity Building is capacity buildirat the “intermediate” level. It is the level
that is of high significance in the national lifeamy nation. Nations are made up of myriads of
corporate organisations whose operations have h@oos impact in the running of any nation.
This is the level at which “organized private setteelongs to and in developed economies,
whose economy is private-sector. The instituticneste conditions that attract skilled (capable)
hands, thereby encouraging more people to stridgan them, while others establish in order
to reap the benefits of private enterprise. Thenario goes to show that the level of capacity
building under discourse is at the heart of the €oment of any nation.

Conditions are created for skilled individualsjéin institutions (particularly private
sector organisations). In view of the fact thatsmgraduates of tertiary institutions do not
properly fit into the scheme of things in such origations without training, these new
entrants are subjected to training and re-trainifgs we saw in the previous section, such
training is based on Training Needs Analysis anthatinstitutional level, priority is given to
the future needs of the organisation. An orgaiusanhay be at the top of its industry, but if it
wants to remain relevant and at the top all thestitraining of personnel should be based on
future needs criteria. Personnel “groomed” forhsperformances form the “capability stock”
of the organisation. Hence, when the institutiogames in staff training, it is working in the
area of capacity building of the industry.

There are problems affecting capacity buildinghatinstitutional level and which must
be given serious attention, for the sustenancehefeconomy of any nation, especially in
developing nations. Personnel are sent on trairfiorg the purpose of enhancing the
performance of the organisation and ensuring tha¢rmains relevant and competent all the
time. One major problem faced by organisationthé& of learning transfer. Employees are
sent on training so that they can acquire knowlealga skills to be transferred to the work
situation. Transfer is generally considered as lithle between learning and performance.
When knowledge is not transferred, there is a femngap. The end goals of training and
education are not achieved unless transfer occinansfer does not just happen. It is a process
that requires conscious implementation of carefpllgnned strategies to facilitate positive
transfer. It is equally important to minimize teffects of factors that are recognized as
barriers, or are causes of barriers to transfdeadning. Transfer of learning is problematic
because there may be cases where trainees leaetthoduring training (away from the job)
but fail to apply their learning on the job. Itgsssible that someone may learn correctly while
in training, but cannot apply learning to work aifion. Tuijnman (1996) clarifies, that transfer
of learning refers to the extent to which trainepply the knowledge, skills and attitudes gained
from the training back to the workplace. In othwords, there must, be changed work-
behaviour as a result of training interventiongptewe can cite the case of learning transfer.

At the adult and tertiary levels of education dradning, the central importance of
learning is now increasingly being related to jobfigiency, personal employability and well-
being. According to Craig (1976:18-11), learn -ths principles, facts and skills which were
understood and absorbed by the conferees. Heaa,dhe must show understanding of it, and
absorb its intricacies well enough, to be ablexplan it in all its ramifications. It is only on
the attainment of this status that one can clainihdee learned something. According to
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fogarty, Perkins and Barrell (1992), real trandfappens when people carry over something
they learned in one context to a significantly eliéint context.

It must be noted that when transfer of learningesaplace, then the institution is
benefiting from training that it provided its staffln that situation also, the institution can
remain competitive and contribute to the nationebr®my more meaningfully. Another
capacity building problem at the institutional Ieve that in highly technological industry,
training recipients often leave the services ofrteponsor and move over to institutions that
offer higher economic benefits. Such institutiadhat provide higher economic benefits are
often found in highly developed nations. Hencejlavithe institutions engage on capacity
building for supply of skilled manpower that carstin performance at a local region level,
industries at highly developed economies poach swalhtrained personnel, thereby creating
dearth of competent and capable manpower. A roiloh fof this scenario is loss of competent
hands to another institution within the same econdirereby reducing the ability of the loser
institution from performing at optimum level. B terms of national capacity building
requirement, the movement from one institutionniriralustry in a country to another institution
in an industry in the same country is not a losth capacity building effort of the country.
But once the loss is to another country, it becomleat is known as brain drain. Hence, a
major problem to capacity building at any levebiain drain. Brain drain constitutes a threat to
capacity building in most developing countries. pérmeates individual and organisational
capacity building and so destabilizes capacityding at the national level. Brain drain is not a
problem in societies where patriotism and natior@hsciousness and high motivation are
amongst the citizenry.

Solutionsto Capacity Building Dilemma

Institutions and governments strive hard to effsaghacity building in order to achieve steady
sustainance of essential manpower, but the inceleofc brain drain creates a sort of

discouragement and doubt on the rationale of sucleffort. Capacity building cannot be

discontinued-with, nor is the full benefit of cafigduilding allowed to accrue to the nation.

No nation can make meaningful progress by impontéwahnical or other personnel instead of
developing its citizenry in such areas. This @ea dilemma which must be resolved for the
benefit of the economy of most developing countristhis regard, the following solutions are

proffered:

0] There must be proper documentation of availablesguerel in the “critical
areas” of high technology industries.

(i) There must be national minimum wage for such octioipal groups;

(i) The government must keep track of the movement igh Hechnology
personnel from organisation to organisation withie national economy;

(iv) Tertiary institutions must be equipped appropnatelith all the desired
resources to encourage teaching and learning isethareas considered
endangered.

(V) Foreign scholarships should be granted to a lawgeber of citizens who are
willing to study in the specified endangered figdddentified.
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(vi) Individuals classified as belonging to high-techpfpssion must be given
incentive at the national level in order to retdieir services within the
economy.

(vii)  All organisations engaged in high-tech activitiessinshow evidence of staff
development in order to prevent poaching tendenitjowt developing own
personnel.

(viii)  Political leaders should provide the enabling emwinent to encourage high-
tech personnel from looking outside the country‘épeener pastures”.

Conclusion

Capacity building involves two broad activitiesurhan resources development and retention
and institutional building. The imperative to amhé enhanced human capital in an increasingly
knowledge based world economy is the singular nmogbrtant factor magnifying the need for
capacity building as a veritable vehicle for susthie national development in any country
today. If institutions are to perform at optimumoguctivity level, then retention of capable
hands within the economy must be guaranteed.
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