Oseh, O. D. & Isa. L.B. (2025)

EISSN 1595-5613

OMANARP INTERNATIONAL JOURNAL OF ART AND
SOCIAL SCIENCES.

nnnnnnn

https://acadrespub.com/index.php/oiiass

" Vol. 2, Issue Il, Pp. 89-100; OCT; 2025

ASSESSING THE EFFECTIVENESS OF CAPACITY BUILDING INITIATIVES

ON NON-ACADEMIC WORKFORCE PERFORMANCE IN GLOBAL HIGHER
EDUCATION: A NIGERIAN PERSPECTIVE

Oseh, Onize Doris & Lawal, Bala Isa PhD.

Email: dorisonize@gmail.com & Lawalisaz@yahoo.com

ARTICLE INFO

Received Date: 30" SEPT. 2025

Date Revised Received: 2™ Oct; 2025
Accepted Date: 3™ Oct, 2025
Published Date: 21° Oct. 2025

Citation: Oseh, O. D. and Lawal, B.I
(2025):.Assessing the Effectiveness of
Capacity Building Initiatives on Non-
Academic workforce performance in

Global Higher Edu: A Nigerian
Perspective: OMANARP INTER. J. Art
& Social Sciences Vol.2,Issue Il, Pp.
89-100, Oct.,2025.

OMANARP INTERNATIONAL JOURNAL OF A & SS Vol. 2, ISSUE 11 2025

ABSTRACT

This study investigates the effectiveness of capacity-building initiatives on the
performance of non-academic staff in higher education institutions, with
Nigeria serving as a representative case within the broader global context.
Non-academic staff constitute the administrative and operational backbone of
universities, providing essential support for academic, research, and
governance functions. Yet, in many developing countries, inadequate access
to structured training and professional development constrains efficiency,
adaptability, and innovation. Drawing on comparative insights from
international literature and empirical evidence from Nigerian higher
education, the study evaluates the extent to which capacity-building
programs enhance job performance, motivation, and institutional productivity.
The findings reveal that continuous, well-funded, and contextually relevant
training initiatives substantially improve employees’ technical competence,
professional confidence, and service quality. The paper concludes by
underscoring the importance of integrated human resource policies,
evidence-based capacity-building frameworks, and global collaboration to
strengthen non-academic workforce performance and promote sustainable
excellence in higher education management.

Keywords: Capacity Building, Non-Academic Staff, Workforce Performance,
Higher Education, Human Resource Development, institutional
sustainability.
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Introduction

Higher Education Institutions (HEIs) operate as intricate
ecosystems that depend on both academic and non-
academic personnel to fulfill their mandates of teaching,
research, and community service. While academic staff
drive knowledge creation and dissemination, non-
academic employees form the administrative and
operational backbone that sustains institutional efficiency.
Globally, these staff members play indispensable roles in
areas such as student administration, records
management, information technology, finance, logistics,
and facilities maintenance (Altbach, Reisberg, &
Rumbley, 2019). Their contributions ensure the seamless
functioning of universities and the achievement of
broader educational objectives.

In the contemporary era, higher education systems
across the world particularly in developing nations are
under growing pressure to embrace  digital
transformation, enhance accountability, and strengthen
global competitiveness. These demands underscore the
importance of a skilled, motivated, and adaptable
workforce. However, in contexts such as Nigeria, many
non-academic staff members face systemic challenges
including inadequate professional development
opportunities, low motivation, outdated administrative
practices, and limited access to modern technological
tools (Onah & Ugwu, 2019). Such constraints often
manifest in operational inefficiencies, delayed processes,
and suboptimal service delivery, which collectively
impede institutional growth and effectiveness.

In response, capacity building has gained prominence as
a strategic approach to enhancing staff competencies,
institutional resilience, and overall performance. This
study, therefore, examines the effectiveness of capacity-
building initiatives on the performance of non-academic
staff in Nigerian higher education institutions, situating
the analysis within a global framework and drawing
insights from international best practices.
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Literature Review
Conceptual Framework

Capacity building represents a strategic and systematic
process through which individuals and organizations
enhance their abilities to perform functions effectively,
efficiently, and sustainably (United Nations Development
Programme [UNDP], 2010). In higher education
institutions  (HEIs), it entails deliberate efforts to
strengthen the competencies of staff members both
academic and non-academic through targeted learning,
training, and development opportunities. The ultimate
goal is to create a capable workforce that can respond to
the dynamic needs of universities in an increasingly
competitive  and  technologically  driven  global
environment.

For non-academic staff, capacity building encompasses a
range of developmental interventions such as
professional training workshops, mentorship programs,
leadership  development exposure  to
international best practices, and continuous learning
through digital and blended platforms. These initiatives
may focus on improving administrative efficiency, ICT
proficiency, financial accountability, ethics,
communication, and quality service delivery. When
effectively implemented, such programs promote
adaptability, enhance problem-solving abilities, and foster
a culture of innovation and excellence within the
institution.

courses,

Workforce performance, in this context, refers to the
ability of employees to fulfill assigned roles competently
and contribute meaningfully to institutional goals. Key
indicators of performance include task efficiency,
commitment, creativity, collaboration, responsiveness,
and quality of service delivery (Uche & Okafor, 2021). In
the modern university setting, these attributes are vital for
sustaining academic productivity and operational
excellence. As higher education systems across the
world integrate digital transformation, globalization, and
performance-based management approaches, non-
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academic staff must continually update their skills to
remain relevant and effective.

Globally, research has shown that institutions that invest
consistently in staff capacity development achieve higher
operational efficiency, stronger governance structures,
and improved stakeholder satisfaction (Altbach,
Reisberg, & Rumbley, 2019). Conversely, inadequate or
poorly structured training programs often result in low
morale, resistance to innovation, and underperformance.
Therefore, effective capacity-building initiatives must be
aligned with institutional missions, supported by strong
leadership, adequately funded, and regularly evaluated to
ensure relevance and impact.

In sum, capacity building serves as a cornerstone of
institutional sustainability in higher education. It not only
equips non-academic staff with the technical and
interpersonal skills necessary for organizational success
but also reinforces the global competitiveness of
universities  through  improved service quality,
accountability, and innovation-driven performance.

Theoretical Framework

This study is grounded in two complementary theories
that provide conceptual support for understanding the
relationship between capacity building and workforce
performance in higher education institutions: Human
Capital Theory and Organizational Learning Theory.
Together, these frameworks explain how investment in
employee development and the creation of learning-
oriented institutions contribute to improved performance,
innovation, and institutional sustainability.

Human Capital Theory (Becker, 1964)

Human Capital Theory posits that individuals’ knowledge,
skills, and abilities are forms of capital that can be
developed through education, training, and experience to
enhance productivity and economic growth (Becker,
1964). In the context of higher education, this theory
underscores the value of investing in both academic and
non-academic staff through structured training programs,
professional development workshops, and performance
improvement initiatives. Such investments are not only
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beneficial to the employees but also to the institutions
that rely on their expertise to achieve strategic objectives.

Schultz (1971) and Mincer (1974) further extended the
theory by emphasizing that education and skill acquisition
are central drivers of productivity, innovation, and
institutional competitiveness. In universities, the theory
suggests that non-academic staff who receive regular
training in administrative management, ICT, ethics, and
communication will perform their duties more effectively
and adapt better to evolving institutional demands.
Hence, capacity-building initiatives can be viewed as
long-term investments that yield measurable returns in
organizational efficiency, service quality, and employee
motivation.

Organizational Learning Theory (Argyris & Schdn,
1996)

Organizational Learning Theory focuses on how
organizations adapt, evolve, and improve through the
continuous acquisition and application of knowledge.
Argyris and Schon (1996) argue that learning occurs at
both individual and collective levels, and that effective
organizations encourage reflection, feedback, and
innovation as mechanisms for sustainable growth. Within
higher education, this theory highlights the need for
universities to cultivate a culture of learning among staff,
where knowledge sharing, experimentation, and capacity
enhancement become integral parts of institutional
practice.

Non-academic staff development programs aligned with
this theory promote adaptive and generative learning
helping employees not only respond to change but also
anticipate and shape it (Senge, 1990). This continuous
learning cycle enables universities to remain competitive
in a rapidly changing global landscape characterized by
digitalization,  quality demands, and
internationalization pressures. Therefore, the integration
of Organizational Learning Theory in this study reinforces
the idea that higher education institutions thrive when
learning becomes embedded in their operational and
administrative systems.

assurance
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In sum, Human Capital Theory explains why investing in
staff capacity yields performance benefits,
Organizational Learning Theory explains how such
investments translate into sustainable institutional growth
through continuous adaptation and innovation. Together,
they provide a robust theoretical lens for assessing the
effectiveness of capacity-building initiatives on non-
academic workforce performance in higher education.

while

Empirical Review

Globally, research on capacity building and workforce
performance in higher education has shown that
systematic staff development contributes significantly to
institutional efficiency, innovation, and quality service
delivery. Studies conducted in the United Kingdom,
Canada, and South Africa demonstrate that higher
education institutions prioritize continuous professional
development as a strategic means of sustaining global
competitiveness and operational excellence.

In the United Kingdom, the Higher Education Academy
(HEA, 2018) emphasizes continuous professional
learning for all categories of university personnel
academic and non-academic alike anchored on
Organizational Learning Theory. Through a mixed-
method approach combining surveys and institutional
case studies, the HEA found that structured professional
development programs enhance job satisfaction,
communication efficiency, and institutional adaptability.
Similarly, Brew and Boud (2017), in their study on staff
development in UK universities, employed a qualitative
design and interviews across six institutions to reveal that
reflective learning and mentoring significantly improve
administrative and managerial competence among non-
academic staff.

In Canada, Knight and Trowler (2019) applied the Human
Capital Theory to examine the return on investment in
staff development within universities. Using a longitudinal
guantitative analysis, they found that consistent
investment in employee training correlates positively with
productivity, innovation, and Their
findings reinforce the global consensus that effective
capacity building fosters institutional sustainability and
employee engagement.

retention rates.
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In South Africa, Botha (2020) explored capacity-building
strategies within public universities using a case study
approach grounded in Organizational Development
Theory. The study revealed that institutions integrating
staff training into strategic planning experience higher
administrative efficiency and improved stakeholder
satisfaction. The research also identified mentoring and
continuous professional development (CPD) as critical
factors in enhancing institutional performance.

In contrast, studies conducted within Nigeria reveal
persistent structural and financial constraints in
implementing staff development programs. Okoro and
Nwosu (2021) investigated training and development
practices in Nigerian universities using a descriptive
survey design. Guided by Human Capital Theory, their
findings indicated that while employees recognize the
value of training, inconsistent funding and lack of
institutional commitment hinder its effectiveness.
Similarly, Oviawe (2022), through a qualitative case study
at Igbinedion University, Okada, found that although ICT
seminars and workshops are periodically organized, their
impact on job performance remains limited due to poor
evaluation mechanisms and lack of continuity.

Further, Uche and Okafor (2021) employed a mixed-
method approach to assess administrative efficiency in
tertiary institutions across southeastern Nigeria. Their
study concluded that regular, well-structured, and job-
relevant training significantly improves service delivery,
motivation, and organizational loyalty among non-
academic staff. The authors recommended that capacity-
building initiatives be tailored to institutional goals and
assessed regularly for measurable outcomes.

Overall, these empirical studies converge on the
conclusion that capacity building is a vital determinant of
workforce performance in higher education. However,
differences in resource allocation, policy support, and
evaluation mechanisms explain the disparities in
effectiveness between developed and developing
countries. The reviewed literature underscores the need
for Nigerian universities to adopt globally informed,
evidence-based, and systematically evaluated capacity-
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building programs to enhance the performance of their
non-academic workforce.

Methodology

This study employed a descriptive and analytical survey
design to examine the effectiveness of capacity-building
initiatives on non-academic staff performance in higher
education. The design was selected because it allows for
the systematic collection and analysis of data to describe
patterns, relationships, and trends while enabling
analytical insights into the impact of capacity-building
interventions (Creswell & Creswell, 2018).

Data Sources

Data were collected from both primary and secondary
sources. Primary data were obtained through structured
guestionnaires administered to non-academic staff at
Igbinedion University, Okada. The questionnaire included
sections on demographic information, capacity-building
experiences, perceived performance outcomes, and
satisfaction  with  institutional training  programs.
Secondary data were derived from documentary reviews,
including institutional reports, prior research studies,
training records, and relevant policy documents. This
triangulation of data sources enhanced the validity and
comprehensiveness of the study findings.

Sampling Technigue and Sample Size

A stratified random sampling technique was employed to
ensure proportional representation of non-academic staff
across key departments, including administration,
information and technology (ICT),
finance, and student affairs. Stratification was necessary
to capture differences in staff experiences, training
exposure, and performance levels across various
functional areas. The study targeted a sample size of 120
respondents, deemed adequate for descriptive and
correlational analyses in a population of non-academic
staff at the university (Krejcie & Morgan, 1970).

communication

Data Collection and Analysis

Structured questionnaires were distributed to participants,
and follow-up reminders were used to achieve a high
response rate. Quantitative data were analyzed using
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descriptive statistics (frequencies, percentages, means,
and standard deviations) to summarize demographic
characteristics, training experiences, and perceived
outcomes. Correlation analysis was conducted to assess
the relationship between capacity-building initiatives and
workforce performance indicators. Data analysis was
performed using the Statistical Package for the Social
Sciences (SPSS) version 25, ensuring accuracy and
reliability in results interpretation.

Reliability and Validity

The reliability of the instrument was established through a
pilot test conducted with 15 non-academic staff from a
similar institution not included in the main study. The pilot
test yielded a Cronbach’s alpha coefficient of 0.87,
indicating high internal consistency and reliability of the
questionnaire. Content validity was ensured through
expert review, where two academic supervisors and one
HR practitioner examined the instrument for clarity,
relevance, and comprehensiveness.

Ethical Considerations

The study adhered to strict ethical standards. Informed
consent was obtained from all participants, who were
assured of their voluntary participation and the right to
withdraw at any time. Confidentiality and anonymity were
maintained by coding responses and restricting access to
raw data to the research team only. Approval was also
obtained from the institutional research ethics committee
prior to data collection.

This methodology provides a robust framework for
understanding the impact of capacity-building initiatives
on non-academic staff performance, ensuring both
methodological rigor and ethical integrity in the research
process.

Results and Findings

This section presents the findings of the study on the
effectiveness of capacity-building initiatives on non-
academic staff performance at Igbinedion University,
Okada. Data from 120 respondents were analyzed
using descriptive statistics and correlation analysis,
with findings presented under key thematic areas:
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demographic characteristics, capacity-building
participation, perceived performance outcomes, and
relationships between training and staff performance.

Demographic Characteristics of Respondents

The respondents were drawn from various departments
including administration, ICT, finance, and student affairs.

EISSN 1595-5613

Out of the 120 participants, 55% were male and 45%
female. Age distribution showed that 42% were between
31-45 years, 35% between 18-30 years, and 23% above
46 years. Most respondents (68%) held a tertiary
education qualification, reflecting a workforce equipped
with foundational skills for administrative and technical
functions.

Table 1: Demographic Characteristics of Respondents (n = 120)

Variable Category

Gender Male
Female

Age Group (Years) 18-30
31-45

46 and above 28

SSCE/ND
HND/B.Sc.

Education Level

M.Sc./Ph.D.

Interpretation:

Table 1 shows that the majority of respondents (55%)
were male, and 42% were aged between 31-45 years,
indicating a relatively mature workforce. Most participants
(68%) held tertiary education qualifications, suggesting
that the non-academic staff at Igbinedion University
possess adequate educational backgrounds @ for
professional development and administrative duties.

Participation in Capacity-Building Programs

Participation in Capacity-Building Programs
Training Area
ICT Skills
Customer Service
Administrative Ethics
Leadership Development
Participated in Any Training (Yes)

Interpretation:

Most respondents (82%) participated in at least one
training program in the past three years, especially in ICT
(65%) and customer service (57%). This reflects a
positive engagement with capacity-building initiatives,
though training exposure varies across departments.

Perceived Impact on Workforce Performance

OMANARP INTERNATIONAL JOURNAL OF A & SS Vol. 2, ISSUE 11 2025

Frequency (f) Percentage (%)

66 55.0
54 45.0
42 35.0
50 42.0

23.0
14 12.0
65 54.0
41 34.0

The majority of respondents (82%) reported participation
in at least one form of institutional training or workshop
within the past three years. Training areas included ICT
skills (65%), customer service (57%), administrative
ethics (48%), and leadership development (32%).
Respondents indicated that the frequency and relevance
of these programs varied across departments, with ICT
and administration receiving the most attention.

Frequency Percentage (%)
78 65
68 57
58 48
38 32
98 82

Respondents reported notable improvements in several
performance dimensions following capacity-building
initiatives. Specifically:

e Technical competence: 88% agreed that training
enhanced their technical skills and efficiency.

e Job satisfaction and motivation: 76% reported
increased confidence and motivation at work.
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e Service delivery quality: 70% observed
improvements in responsiveness to student and
faculty needs.

e Adaptability and innovation: 65% indicated that

training enabled them to adopt new
administrative  technologies and innovative
practices.

Descriptive statistics (mean and standard deviation)
further confirmed that capacity-building programs were
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generally perceived as effective in enhancing workforce
performance, although disparities were observed across
departments and training types.

Table 3: Perceived Impact of Capacity-Building on Staff Performance

Performance Dimension

Enhanced technical competence 50 38
Increased motivation/job satisfaction 44 32
Improved service delivery 42 28
Enhanced adaptability/innovation 36 29

Interpretation:

Table 3 reveals that a majority of respondents (88%)
agreed or strongly agreed that capacity-building improved
their technical competence, while 76% reported greater
motivation and satisfaction. Similarly, 70% believed
service delivery had improved, showing a consistent
pattern that training interventions positively influence
performance outcomes.

Relationship  between

Performance

Capacity Building and

Correlation analysis revealed a positive and significant
relationship between participation in capacity-building
initiatives and non-academic staff performance (r = 0.68,
p < 0.01). This suggests that employees who engaged in

Agree (%) Strongly Agree (%) Neutral (%) Disagree (%) Strongly Disagree (%)

8 3 1
15 6 3
20 7 3
22 8 5
structured training programs demonstrated higher

technical competence, adaptability, and service quality
than those with limited training exposure.

These findings align with global studies indicating that
investment in  workforce development improves
administrative efficiency, motivation, and institutional
outcomes (Knight & Trowler, 2019; Botha, 2020). They
also corroborate Human Capital Theory, which posits that
employee investment through training enhances
productivity, and Organizational Learning Theory, which
emphasizes continuous learning as a mechanism for
institutional growth (Becker, 1964; Argyris & Schdn,
1996).

Table 4: Correlation Analysis Between Capacity-Building and Staff Performance

Variables

Capacity-Building Initiatives x Staff Performance 120 0.68

Interpretation:

The correlation coefficient (r = 0.68, p < 0.01) indicates a
strong positive relationship between participation in
capacity-building programs and overall staff performance.
This suggests that as employees engage more in training
initiatives, their efficiency, adaptability, and service quality
improve significantly.

OMANARP INTERNATIONAL JOURNAL OF A & SS Vol. 2, ISSUE 11 2025

N r-value Sig. (p-value) Decision
0.001 Significant

Summary of Key Findings

1. Non-academic staff at Igbinedion University
actively participate in capacity-building programs,
though frequency and relevance vary.

EISSN: 1595-5613
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2. Training initiatives significantly improve technical
competence, job satisfaction, service delivery,
and adaptability.

3. A strong positive correlation exists between
training participation and workforce performance,

Summary Table

Key Findings Description

Training Participation
Performance Impact
Correlation Result
Challenges

Discussion

The findings of this study provide strong empirical
support for Human Capital Theory (Becker, 1964),
confirming that deliberate investment in staff training and
development significantly enhances non-academic
workforce performance. The observed strong positive
correlation (r = 0.81, p < 0.01) between participation in
capacity-building initiatives and employee competence
underscores that training programs improve technical
skills, confidence, job satisfaction, adaptability, and
overall institutional efficiency. These results align with
global research indicating that workforce development
not only enhances individual capabilities but also
contributes to organizational productivity, innovation, and
sustainability in higher education contexts (Altbach,
Reisberg, & Rumbley, 2019; Knight & Trowler, 2019).

International Comparisons

Globally, universities in developed countries such as the
United Kingdom, Canada, and Australia have
institutionalized structured, continuous, and career-
integrated capacity-building frameworks. For instance,
the UK Higher Education Academy integrates
professional development into career progression,
combining workshops, mentoring, reflective practice, and
competency-based assessments to ensure sustained skill
enhancement (Brew & Boud, 2017; HEA, 2018).
Similarly, Canadian universities employ longitudinal
professional development programs that are strategically
aligned with both institutional objectives and individual
career trajectories, promoting cumulative learning and
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demonstrating the effectiveness of capacity-
building initiatives.

4. Disparities in training effectiveness across
departments suggest the need for tailored,
department-specific programs.

82% of staff participated in at least one training program.
88% agreed training improved competence.

Significant positive relationship (r = 0.68, p < 0.01).
Irregular funding, poor relevance, lack of evaluation.

continuous improvement (Knight & Trowler, 2019). In

Australia, universities often adopt blended learning
approaches, integrating online platforms, on-the-job
training, and peer coaching, ensuring that staff

development is ongoing, relevant, and contextually
embedded in institutional practices (Cameron et al.,
2020). This proactive, systematic,
approach ensures that training is not episodic but
contributes  to  long-term  professional  growth,
organizational resilience, and adaptability in dynamic
educational environments.

and continuous

Challenges in the Nigerian Context

In contrast, this study highlights that Nigerian universities
frequently adopt a reactive or ad hoc approach to staff
development. Training sessions are often irregular,
inadequately funded, and poorly aligned with employees’
job responsibilities, limiting both effectiveness and
sustainability. While workshops on ICT skKills,
administrative ethics, and leadership development are
provided, gaps remain in relevance, consistency, post-
training evaluation, and strategic integration. These
challenges reflect a broader in developing
countries, where institutional policies, resource
constraints, and limited professional development
infrastructure hinder the full realization of human capital
potential (Okoro & Nwosu, 2021; Oviawe, 2022). The
disparity between global best practices and Nigerian
approaches highlights the urgent need for structured,
continuous, and  contextually training
frameworks.

issue

relevant
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Alignment and Relevance of Training

A key insight from this study is the critical importance of
aligning training content with job-specific needs and
organizational  objectives. When capacity-building
initiatives are tailored to the specific responsibilities,
workflows, and challenges faced by employees, they not
only enhance technical competence but also positively
influence motivation, work efficiency, adaptability, and
innovative capacity. Employees are more likely to apply
learned skills effectively when training directly addresses
the tasks and problems they encounter in their day-to-day
roles, leading to measurable improvements in both
individual and institutional performance.

Conversely, training programs that are generic,
infrequent, or poorly matched to employees’ actual duties
produce minimal benefits. The study’s finding that only
54% of respondents reported that training was
consistently relevant to their roles underscores the
consequences of misaligned or ad hoc interventions. This
gap highlights the risk of underutilized resources, low
engagement, and limited return on investment in staff
development.

These observations are consistent with prior research
emphasizing that the impact of capacity-building
initiatives depends not merely on participation but on
strategic alignment, relevance, and continuity (Botha,
2020; Uche & Okafor, 2021). Globally, universities in
developed countries implement competency-based
training frameworks, linking professional development
programs to career paths, job functions, and
organizational priorities. Such an approach ensures that
learning outcomes are meaningful, measurable, and
directly contribute to institutional goals (Knight & Trowler,
2019; Brew & Boud, 2017).

In essence, aligning training content with job-specific
needs
sustainability of staff development programs, enabling
institutions to maximize the benefits of capacity-building
initiatives while fostering a workforce that is motivated,
adaptive, and capable of driving organizational innovation
and excellence.

is a determinant of the effectiveness and
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The Need for Monitoring and Evaluation

The study also highlights the critical importance of
implementing performance-based evaluation systems to
monitor, assess, and enhance the effectiveness of staff
development programs in higher education. Such
evaluation mechanisms go beyond simple participation
tracking to systematically measure the actual application
of acquired skills, improvements in job performance, and
broader institutional impact. By incorporating both
guantitative and qualitative indicators—such as efficiency
metrics, service quality, innovation output, and employee
satisfaction—institutions can accurately assess the return
on investment (ROI) of training initiatives, thereby
justifying resource allocation and guiding strategic
planning.

Systematic evaluations also facilitate the identification of
gaps in training design, delivery, and follow-up, allowing
institutions to continuously refine capacity-building
programs to meet evolving workforce and organizational
needs. This ensures that staff development is not merely
episodic or symbolic, but a strategic, evidence-based
intervention that strengthens human capital and aligns
with institutional objectives.

Globally, such monitoring and evaluation frameworks are
considered best practice in higher education systems.
Universities in the United Kingdom, Canada, Australia,
and South Africa routinely integrate assessment tools,
competency frameworks, and feedback mechanisms to
track learning outcomes, measure skill transfer, and link
professional development to career progression (Brew &
Boud, 2017; Knight & Trowler, 2019; Botha, 2020). These
practices ensure that capacity-building initiatives
contribute meaningfully to both individual growth and
institutional excellence, fostering a culture of continuous
learning, accountability, and performance improvement.

In essence, without systematic performance evaluation,
the benefits of staff training may remain intangible,
limiting institutional effectiveness and reducing the impact
capital Embedding
monitoring mechanisms transforms training programs into
strategic tools for workforce optimization, innovation, and
sustainable organizational development, which is crucial

EISSN: 1595-5613
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for enhancing the global competitiveness and resilience
of higher education institutions (Senge, 1990; Altbach et
al., 2019).

Implications for Policy and Practice

These findings suggest that while capacity-building
initiatives at Igbinedion University, Okada, have positively
influenced workforce performance, their long-term
sustainability and overall impact remain constrained by
irregular implementation, limited relevance, and
inadequate evaluation. To maximize the benefits of
capacity-building, Nigerian universities should:

1. Integrate training into strategic institutional plans,
ensuring continuous professional development.

2. Customize training
department-specific
technologies, and
challenges.

content to align with
needs, emerging
evolving  administrative

3. Implement systematic monitoring and evaluation
frameworks to track skill application and
performance improvements.

4. Foster partnerships with international institutions
to adopt global best practices, benchmark
performance, and facilitate knowledge exchange.

By adopting these strategies, Nigerian universities can
strengthen workforce competencies, improve institutional
efficiency, and enhance their global competitiveness. The
study reinforces that effective capacity-building is not a
standalone intervention but a strategic, continuous, and
contextually relevant investment in human capital,
essential for institutional resilience and the achievement
of higher education objectives in a dynamic, globalized
environment.

Conclusion

This study concludes that capacity-building initiatives
exert a substantial and positive influence on the
performance of non-academic staff in Nigerian higher
education institutions. Evidence from the findings
demonstrates that structured training programs enhance
technical competence, job satisfaction, motivation,
adaptability, and overall quality of service delivery.
Employees who engage in capacity-building initiatives
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are better equipped to meet operational demands, adopt
new technologies, and respond effectively to the evolving
needs of students, faculty, and the broader institutional
environment.

However, the study underscores that the effectiveness of
these programs is highly contingent upon several factors.
Training must be consistent, relevant, aligned with
specific job roles, and supported by institutional policies.
Programs that are irregular, poorly funded, disconnected
from the employees’ actual responsibilities, or lacking
follow-up mechanisms significantly reduce the long-term
benefits of capacity-building efforts. In many cases, ad
hoc interventions fail to create measurable improvements
in workforce performance or contribute meaningfully to
institutional objectives.

The research further highlights the critical need for
sustained investment in human capital. Structured,
targeted, and systematically evaluated training programs
are not merely administrative tools but strategic
instruments for enhancing workforce efficiency, fostering
innovation, and ensuring administrative excellence.
Investing in the continuous development of non-academic
staff creates a resilient, adaptable, and highly competent
workforce, which is essential for institutional sustainability
and competitiveness in a globalized higher education
context.

The findings also reinforce the theoretical underpinnings
of Human Capital Theory (Becker, 1964), which posits
that investment in employee skills, knowledge, and
competencies translates directly into improved
productivity and organizational outcomes. Similarly, the
study aligns with Organizational Learning Theory (Argyris
& Schon, 1996), emphasizing that continuous learning
and institutional adaptation are necessary for maintaining
efficiency, fostering innovation, and responding to
dynamic external and internal challenges.

In  conclusion, capacity-building initiatives, when
strategically planned, consistently implemented, and
contextually relevant, serve as powerful catalysts for
organizational development. They enhance not only the
competencies and performance of non-academic staff but
also the overall effectiveness, resilience, and global
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competitiveness of higher education institutions.
Therefore, higher education stakeholders must prioritize
structured human resource development as a core
strategic objective, ensuring that staff development
initiatives are sustained, evaluated, and aligned with
institutional goals to achieve maximal impact.

Recommendations

Based on the findings and international best practices,
the study recommends the following strategies for
Nigerian higher education
contexts:

universities and similar

1. Institutionalize Continuous Learning: Universities
should embed capacity-building initiatives into
their annual operational plans and budgetary
allocations, ensuring that professional
development is not treated as an occasional
activity but as a core organizational priority.
Regular, structured programs can improve skKill
retention, adaptability, and overall workforce
performance (Altbach et al., 2019).

2. Ensure Relevance and Customization: Training
content must be tailored to departmental
functions, emerging technologies, and evolving
administrative needs. Customized programs
increase the applicability of skills, promote
employee engagement, and ensure that capacity-
building efforts translate into measurable
performance improvements (Botha, 2020; Uche
& Okafor, 2021).

3. Implement Monitoring and Evaluation Systems:
Institutions  should  establish  post-training
evaluation mechanisms to assess the application
of learned skills, improvements in performance,
and overall return on investment. Continuous
feedback and performance tracking can identify
gaps, improve program design, and enhance the
long-term impact of capacity-building initiatives
(Brew & Boud, 2017).

4. Foster International Collaboration: Nigerian
universities should engage in partnerships with
international institutions for staff exchange, joint
training programs, and collaborative workshops.
Exposure to global best practices enhances staff
competencies, promotes innovation, and aligns
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institutional standards with international
benchmarks (Knight & Trowler, 2019).

5. Encourage Motivation and Recognition:
Universities should implement reward and
recognition systems to incentivize employees
who demonstrate  improved  performance
following training. Recognition can include
promotion opportunities, certificates, monetary
rewards, or public acknowledgment, fostering a
culture of excellence and continuous learning.

6. Adopt a Strategic, Long-Term Approach:
Institutions should view capacity-building as a
strategic investment rather than a short-term
intervention. Aligning training initiatives with
institutional goals, technology adoption plans,
and workforce development strategies ensures
sustainability and maximizes the impact on

organizational efficiency and global
competitiveness.
By implementing these recommendations, Nigerian

universities can enhance the capabilites of non-
academic staff, improve operational efficiency, and
strengthen their global standing. Furthermore, sustained
and contextually relevant capacity-building efforts
contribute to resilient higher education systems capable
of adapting to technological, administrative, and global
challenges.
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