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Abstract: This study examined the effect of capacity building on employees’ service delivery: A study of Anambra state Civil 

Service Commission (2015 – 2019). The study employed survey resign design; where questionnaire was used to collect data. Data 

was analyzed using weighted mean and descriptive statistics while the inferential statistics such as Regression analysis with the aid 

of statistical Package for Social Sciences (SPSS) version 20 was used to analyze the hypotheses. The study used Capital 
Development Theory as its theoretical frame work. The findings of the study revealed that poor training and re-training of 

employees affect service delivery in Anambra State Civil Service Commission, effective funding of capacity building programmes 

promote service delivery in Anambra State Civil Service Commission, employees’ attitude towards training and re-training effect 

the achievement of efficient service delivery in Anambra State Civil Service Commission We recommend that training of employees 

based on favouritism should be discouraged by the management, and also a mechanism should be created for proper assessment 

and evaluation of employee performance after training, the Human Resources department should ensure also that adequate 

training design, rich in content is used for employee training. The content should be able to include all the identified skill gaps, 

while making sure that a trainer who is knowledgeable and experienced in that area is contracted for the training delivery and to 

improve employee training and development in the civil service, and improved performance and service delivery, management 

should increase the number of employees taking part in training and development. This can be done by providing incentives that 

may motivate employees to take part in training and development programmes. 
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1.1 Introduction 

The essence of the training/capacity building both in public and private organizations is to ensure that the employees within the 

organization or institutions are highly qualified to meet up as well as tackle the organizational tasks and goals. Therefore, the aim 

of capability building is to ensure that an employees‟ are well trained in order to achieve the goal of an organization. The focus is 
that capacity building in any organization is so vital that employees are expected to be progressive, enterprising and orientated 

towards service delivery within such organization (Noe,2016} 

Hart (2016) added that the implication of capability building in the absence of the above expectations is that the inputs, outputs and 

contributions of the employee will be sacrificed on the altar of administrative deficiency. Hence, Capacity building is the process 

of developing and strengthening the skills, instincts, abilities, processes and enterprising characters of an employee without which 

he cannot thrive and survive the organizational tasks. He insisted that capacity building should be able to fill the gaps of 

administrative deficiency so that service delivery from the government to the people will not be questioned. 

Therefore, following the departure of the British, the idea and search for effective and efficient  

In Nigeria, the civil service commission which is charged with the responsibilities of recruiting, disciplining, training, retiring etc. 

of employees has been under criticism for many years. This scrutiny and evaluation arise from events and incidence within the 

ministries, as the question regarding ineffective service delivery have been a worrisome issue by Nigerians. In fact, development 
programme of ministries in civil service are thwarted by the crisis of capacity building thereby affecting the service delivery of 

employees in the commission. Notwithstanding that despite the years of reforms within the civil service, the issue of employees' 

poor service delivery has become a recurring decimal.   

It is important to note that every organization both private and public is established for the accomplishment of a specific purpose. 

And when that happens, employees‟ performance is inevitable as it is the vehicle for ascertaining the degree of the service delivery, 

strength and weakness of each employee to the attainment of corporate goals and objectives. This is not so within the context of 

application by employees within the civil service commission in Nigeria. Thus, we believe that the efficiency and effectiveness of 

any work place depends largely on the capacity building of the workforce. On this, Peretomode and Peretomode (2001) noted that 
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the availability of a competent and effective employees does not just happen by chance but through an articulated recruitment 

exercise.   

Reflecting on this, however, Gberevbie (2010) added that predicating employee recruitment does not mean that such an employee 

cannot contribute meaningfully towards the enhancement or achievement of the goals of the organization and service delivery. It is 
only possible where appropriate recruitment strategies involving the screening of potential employee based on relevant skills, 

experience and educational qualifications are adopted. Hence, the ability of the employee and his/her willingness to work for the 

organization is more important. In addition, through proper capacity building by the organization of their workforce, organizational 

service delivery will be enhanced even where incompetent employees would have been employed through inappropriate 

recruitment strategies. In fact, as Igbokwe-Ibeto, Osawe and Florence (2015) argued that, this mechanism is against the tenants of 

Weber‟s bureaucratic theory that stipulates recruitment of officials based on merit, technical competency and qualification. 

Little attention has been devoted to an assessment of the attitudes of employees towards the effectiveness of training investment. 

Arguably, the evaluation of training is one of the most critical stages in the training process (Marchington and Wilkinson, 2002). 

More especially, the attitude of trainees themselves towards the training programmes affects the outcome. From the employee 

perspective, training is unlikely to be effective unless it is related to high level of motivation, better ability to perform their job, and 

hopefully also makes them feel positive toward their work (Wexley and Latham, 1991; Cascio, 1992). This study is also focused on 
the attitude of staff towards training for capacity building. 

1.2 Statement of the Problem 

The performance and conduct of civil servants need to be improved so as to improve the provision of basic services to the citizen 

but this cannot be achieved without adequate training and re-training. Many studies have been conducted on the topic „Capacity 

building‟, but few works have been directly conducted on “Capacity Building and Employees‟ Service Delivery in Anambra State 

Civil Service Commission”.  

From the available literature, it is apparent that the most focus is on training of employees as well as financial incentives as the 

activities required for increased employee service delivery in the organization. Employee attitude towards the training also plays an 

important role in improving or affecting service delivery. Attitude is learned or acquired depositions. It is therefore necessary that 

employees understand their role and its importance to the overall success of the organization; this will enable them to do better 

towards achieving efficient service delivery.  
According to Santos and Stuart (2003), many employers and human resource literature have neglected the issue of how 

organizations assess the effectiveness of training investments and in particular, employees‟ attitudes towards training effectiveness. 

Noe (1986) suggested that if we are to have an understanding of how to enhance the likelihood of participation in training program, 

it will lead to change in behaviour and improvement in performance, hence it is important to determine specific individual 

characteristics that affect training effectiveness. All these prompted the researcher to seek to examine the effect of capacity 

building on employees‟ service delivery in Anambra State Civil Service Commission.  

 

1.3 Objectives of the Study 

 

i. To examine the effect of training and re-training of employees on service delivery in Anambra State Civil Service 

Commission. 

ii. To examine how effective funding of capacity building programmes promote service delivery in Anambra State Civil 
Service Commission.  

iii. To ascertain the extent to which attitude of employees towards training and re-training enhances the achievement of 

efficient service delivery in Anambra State Civil Service Commission. 

1.4 Research Questions 

For this study, the following research questions are posed; 

i. To what extent has training and re-training of employees affected service delivery in Anambra State Civil Service 

Commission? 

ii. How does effective funding of capacity building programmes promote service delivery in Anambra State Civil 

Service Commission? 

iii.  How does attitude of employees towards training and re-training enhance the achievement of efficient service 

delivery in Anambra State Civil Service Commission? 
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1.5  Hypotheses 

i. Ho: Training and re-training of employees do not affect service delivery in Anambra State Civil Service Commission. 

ii. Ho: Effective funding of capacity building programmes do not promote service delivery in Anambra State Civil Service 

Commission. 
iii. Ho: Employees attitude towards training and re-training do not enhance the achievement of efficient service delivery in 

Anambra State Civil Service Commission 

 

2.0 Review of related Literature 

2.1 Conceptual framework      

Capacity building 

Capacity building is the objective of many development programmes and a component of most others. Over the years, several 
definitions by different authors have emerged as to what capacity building is all about. Too often, it becomes merely a euphemism 

referring to a continuous training as capacity building. Below are some of the definition given by authors over the years. According 

to Philblin in Dada (2016), „Capacity building is defined as the process of developing and strengthening the skills, instincts, 

abilities, processes and resources that organization and communities need to survive, adapt and thrive in the fast-changing world‟. 

This definition suggests that capacity building is the element that gives fluidity, flexibilities and functionalities of an organization 

and communities to adapt to the dynamic nature of this world. In line with this, the Department for International Development 

(DFID) (2010) defined Capacity building as enhancing the abilities of individuals, organization and systems to undertake and 

disseminate high quality service efficiently and effectively. The goal is to facilitate individual and organizational learning which 

builds social capital trust, develop knowledge, skills and attitudes and when successful, creates an organizational culture and a set 

of capabilities which enables organization to set objectives, achieve results, solve problems and create adaptive procedures which 

enables them to survive on the long run. 

However, FY (2012) opined that Capacity building is an evidence – driven process of strengthening the abilities of individuals, 
organizations and systems to perform core functions sustainably and to continue to improve and develop overtime. From the 

position of FY (2012) above, it could be seen that there must be in existence; unskilled and/or skilled humans that need capacity 

building or re-capacity building to perform specific task in the society effectively.  Groot and Molen (2010) suggested that capacity 

building is the development of knowledge, skills and attitudes in individuals and groups of people relevant in design, development, 

management and maintenance of institutional and operational infrastructures and processes that are locally meaningful. Therefore, 

based on this definition, capacity building for employees in a broad sense may refer to improvements in the ability of all employees 

to perform appropriate tasks within the broader set of performance standards of the organization. 

Also, United Nations Committee of Experts on Public Administration (2016) opined that capacity building takes place at three 

levels, that is, at the individual level, an institutional level and the societal level. Capacity building on an individual level means the 

development of conditions that enable individuals to build and enhance existing knowledge and skills. Additionally, it requires the 

conditions that will allow individuals to engage in the process of learning and adapting to change (UNCEPA, 2016). 

Prior to this, the UNDP [2010] focuses on building capacity on an organization and offers five steps. These steps are; Engage 
stakeholders on capacity development. This would make feel more responsible for the outcome and sustainability of the 

development.  

a) Assess capacity needs and assets: this allows organization to find out what areas should be prioritized. 
b) Formulate a capacity development response: this must focus on four core issues which includes; institutional 

arrangements, leadership, knowledge and accountability. 

c) Implement a capacity development response: it includes valuation of initiated programmes. 

d) Evaluated capacity development: it should be based on changes in performance and the four core issues during 

formulation stage. (UNDP, 2010) 

In addition, Moulton in FRSC (2014) suggested that process of capacity building includes: identification of capacity building 

needs, designing of the capacity building programme, implementation of the capacity building programme and evaluation of the 

programme. This implied that all capacity building should be justified on the bases of a prior need analysis. Capacity building need 
which refers to any deficiency of skills and knowledge on the part of the employee can be remedied through capacity building. 
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Therefore, when the performance of workers is noticeably poor, and cannot be improved through motivation and simplifying the 

work procedures, then capacity building need has arisen.  He believes that capacity building need arises from three (3) sources, 

which include, job needs analysis, company or organization analysis and person or individual analysis.  

i. Job needs analysis: Entails an extensive analysis consideration of the specific requirement of the task to be performed, the 

minimum acceptable standard of performance, the technical nature of the job and the combination of special skill 

requirement in terms of technical, professional, interpersonal, managerial, conceptual, analytical and diagnostic skills 

required to get the job done very well. 
ii. Company or organizational analysis: This refers to the breakdown of the entire organization or the basic of the job task in 

order to find out the area capacity building is needed.  

iii. Person or individual analysis: The analysis here tries to focus on the weakness, deficiencies or the capacity building need 

of each job holder within the present and the near future. The analysis here focuses on individual strengths and 

weaknesses and on what should turn the individual worker into a better performer.  

iv. Other general methods for assessing or identifying capacity building needs includes; Performances appraisal reports, 

observation, capacity building needs survey as may be carried out by the supervisors and employee suggestions. 

2.1.2 Service delivery 

Palmer (2018) contends that services are described by their dis-tinctive features. These are: intangibility, inseparability, variability 

(heterogeneity), perishability and the inability to own a service. The above characteristics apply to all services regardless of the 

type of service offered. Intangibility implies that the services cannot be touched or tested, and inseparability means that the time of 

production and time of consumption are very close, or that these happen simultaneously. Hollensen (2013) explains that variability 
infers that services are rarely the same because they involve interactions with people. While Matarirano (2015) elaborates by 

stating that services are deeds, performances or efforts that cannot physically be possessed. 

According to Balachandran (2014), a service is intangible, yet provides satisfaction to the customer. Service is experienced during 

the interaction of one person with another. Service delivery is a concept that has an elegant word for getting goods and services to 

people in a way that meets their expectations. Service delivery is crucial for the public sector too, as part of government social 

contract with citizens. Service delivery priorities in development include material infrastructure like roads, power grids, health 

care, education, water systems, and social protection (Kim, 2013). 

However, Baldwin (2008) defines Service delivery as carrying out actions efficiently and effectively to meet agreed job objectives. 

To Hersen (2014), Service delivery can be defined (and assessed) in terms of quantifiable outcomes of work behaviors such as 

amount of sales, numbers sold and also in terms of behavioral dimensions which may include work-related communication, 

decision making, problem solving among other skills. 

Hence, Service delivery simply means getting   work done effectively and efficiently in order to meet expectations. The scope and 
quality of service delivery is one of the most critical areas that have significantly tinted credibility and institutional image. Gwayi 

(2010), argues that some of the causes of poor service delivery include: councilor interference in administration, inadequate public 

participation; inadequate alignment of budget with the requirements of the central government; lack of political and administrative 

leadership; inadequate infrastructure and shortages of skills.  

A study conducted by Aminuzzaman (2010) revealed that some of the critical institutional challenges facing service delivery 

include limited manpower and resources. Considering the work load and responsibilities, local authorities are understaffed. 

Makanyeza1, Kwandayi and Ikobe (2013) further stated that local authorities also lack logistic supports like computers and 

transport and that they also lack managerial capability and resources to design and run innovative service delivery in areas like 

employment generation, health and education. Other challenges noted in Aminuzzaman‟s (2010) study were: lack of appropriate 

rules and regulation, ineffective monitoring, lack of accountability and transparency, political manipulation, non-cooperation from 

central-government based bureaucracy, limited community understanding, exclusion of women, limited and insecure revenue base, 
highly centralized project and programme design, poor relationship between administration and elected representatives as well as 

lack of coordination which deprives technical assistance and other professional support.    

According to Sarshar and Moores (2006) in their research on improving service delivery in facilities/ Human management. The 

major challenges that hindered service delivery were identified as: 
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a) Lack of strategic awareness- Despite their being an important national plan of directives and processes, the study revealed 

that many staff at a supervisory and practitioner level was unaware of the issues raised within it and the impact it should 

have been having on their day-to-day operations. 

b) Lack of capacity -The study assessment demonstrated that many of the operational staff was unaware of both standards 
requirements and their respective responsibilities. The underlying cause of the awareness deficit was found to be a lack of 

training, or specific systems to involve staff, at this level in the organisation. As a result, the staff ware performing its  

roles without essential training and therefore exposing themselves and their customers to potential risk. 

c) Poor performance monitoring -Another issue applicable to all services was performance monitoring, because although 

each of the services had monitoring systems in place, there was an overall lack of consistency and integration between the 

various systems in place. 

d) Poor coordination processes. 

e) High staff turnover: It was also noted that there was a high turnover of operational staff and inadequate level of 

management resource which in turn affected service delivery.    

2.1.3 The Nexus between Capacity Building and Service Delivery 

Capacity building in an organization is the ability to re-assess, re-examine and change according to what is most effective (Hyman 
in Nwanna, 2014). At organizational level, service delivery is important because it is typically regarded as one of its 

responsibility/objectives as well as promotes its reputation by placing the organization on high value.  

There is an increasing awareness in organization that investment in capacity building could improve employee productivity, 

enhance quality, reduce finances, absence of conflict and increase service delivery within the organization. Therefore, in bid to 

provide efficient service, organizations must embark on capacity building of employees to acquire basic requisite skills in 

rendering the services to the people. Some services require specialized knowledge and skills in delivering or providing them and 

for such service to be delivered efficiently; there is need for expert to handle them. In the light of this, most organizations have 

resorted to building the capacity of their staff in order to achieve efficient service delivery. This can be done by providing 

comprehensive training on the job, adequate motivation, proper guidance, consultative support and every other capacity building 

programmes. 

 

2.1.4 Effect of Employee’s Attitude on Effectiveness of Capacity Building Training  

Effective training will indicate not only finding out whether the training was well done but also asking what it achieved and 

whether it was worthwhile for the organization to continue spending on improving human capacity. Trainees‟ attitudes may affect 

the effectiveness of training. Attitudes are likely to be influenced by participants‟ experience of training and in turn affect trainees‟ 

perspectives about the evaluation of training (Rigg, 2009). 

There may be a link between employee positive attitudes and training effectiveness. Keep (2009) argued that at the individual 

level, investment in training provides a powerful signaling mechanism to increase employee motivation and commitment to the 

organization. As Noe (2016) added that, „the attitudes, interests, values, and expectations of trainees may attenuate or enhance the 
effectiveness of training‟. He also suggests that if we are to have an understanding of how to enhance the likelihood that 

participation in training program will lead to behaviour change and performance improvement, it is important to determine specific 

individual characteristics that affect training effectiveness. In his training effectiveness model, he identifies participants‟ attitudes 

concerning their jobs and careers and their perception of the work environment may have an effect on training outcomes.  

In his augment, Truitt1 (2011), clearly stated that training is so essential in forming positive attitudes that it may further go ahead 

to job proficiency, and not getting sufficient training is connected with a feeling of reduced capability, it seems very logical to 

expect that poor training could result in poor attitudes about performance, which then could lead to poor performance. The results 

also showed that those employees who fully agreed that they received effective training and those who fully agreed they received 

significant training felt they verified an increase in job proficiency, in the end, not just attitude towards work itself that matters but 

attitude towards training and improvement in job. The findings from Santos and Stuart‟s (2018) case study also provide strong 

empirical support for Noe‟s (2016) contention that employee will transfer skills and knowledge to the workplace if training is 

associated with rewards. Nonetheless, they point out that the applicability and usefulness of Noe‟s model remains underdeveloped 

although the logic behind it is clear.  
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Lastly, from the employee perspective, training is unlikely to be effective unless it is related to high level of motivation, better 

ability to perform their job, and hopefully also makes them feel positive toward their work (Wexley and Latham, 2017; Cascio, 

2017). 

2.1.5 Funding and Capacity Building. 

Personnel in any organisation remain the most invaluable asset for growth and development. Manpower development plays a major 
role in promoting economic growth with equity; they benefit individuals, enterprises, and the economy and society at large; and 

they can make labour markets function better (ILO, 2015). The success of any organisation is largely contingent upon its ability to 

unleash and maximize the talents and abilities of its workforce (Umar, 2014). Okotoni and Erero (2015) argued that training “helps 

improve quality, customer satisfaction, productivity, morale, management succession, business development and profitability.” 

Hence, to enhance the performance of   employees, there is need to impart new methodologies and knowledge on the employees. 

Therefore, employees‟ development programmes are one of the most important activities of any organization.  

The challenges confronting knowledge and skill development in Nigeria is lack of funding.  And where there is funding, it is not 

efficiently allocated. Poor funding reflects in the difference between budgetary provisions and actual funds released for various 

years both at the federal and state levels. Most of the training schools and centres established by government are poorly funded, 

which render them impotent to effectively perform their functions. Also, inadequate training facilities in these centers; most of 

them do not have modern training facilities such as computers, libraries e.t.c 

On the funding policy, each ministry or extra-ministerial department is enjoined to make annual recurrent budgetary provision of a 
sum equal to at least 20 percent of its personnel costs for training and staff development. In addition, requisite capital provision is 

to be made in the budget. Based on their findings, Okotoni and Erero, (2015) realized that the commission major source of finance 

for training is from the State Government Allocation and the Bureau of Establishment Budget for training. These funds are mostly 

insufficient for the training programmes and it poses serious challenges to the Commission as this could lead to poor outcomes of 

the training programmes. Looking at the importance of finance in achieving the goals of training in the commission, funds for 

training are supposed to be adequately sufficient for improved service delivery. They suggested that the budgetary provision 

released for training by the state government should be increase and should be well monitored by the bureau of Establishment who 

is responsible for training staff in the commission. 

Also, to address the challenges faced by human capital development in Nigeria, Odia and Omofonmwan (2007) recommended that 
the government should be more responsible with funding and technical education and innovation adaptation centres should be 

encouraged and properly financed to produce the quality of human capital required to develop the service sector and become a 

knowledge economy. In support of this, Ujo (2008) opined that to enhance the chances of the training function in competing for 

funds, emphasis should continue to be on a thorough, painstaking and disciplined approach in costing training activities and 

training projections should be based on verifiable facts and figures. As part of saving cost, all management courses are to be 

undertaken locally and in doing this, advantage should be taken of Administrative Staff College of Nigeria (ASCON).as well as 

other government owned institutions including Centre for Management Development (CMD), the Industrial  Training Fund (ITF), 

the  Agricultural Rural Management and  Training Institute (ARMTI), the National Centre for Economic Management land  

Administration (NCEMA), the Nigerian Institute for Social and Economic Research (NISER), Federal  Training Centres and 

Universities and Polytechnics.  And that, as much as possible courses should be undertaken locally wherever and whenever 

possible. 

 

3.0 Methodology 

 

The study relied heavily on descriptive research method. Data was collected using questionnaire, face to face interview, focus 

group discussion, observation and was complemented by secondary data sources.The population of study was presented in the table 
below: 

 

Table 3.1 Nominal Roll of Civil Service Commission 2017 

Departments/cadres Number of males Number of females Total 

 

Permanent Secretary - 1 1 

Administrative Officer Cadre 3 9 12 
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Executive Officer Cadre 7 11 18 

Data processing Cadre - 5 5 

Account Officer Cadre - 2 2 

Planning, Research and Statistics 

Department 

- 5 5 

Secretarial Cadre - 5 5 

Drivers/Mech. Cadre 8 - 8 

Stores Officer Cadre 1 - 1 

Information Officer Cadre - 1 1 

Clerical Officer Cadre 3 12 15 

Messenger Cadre - 1 1 

Cleaners 1 1 2 

Porter - 1 1 

Gardeners 3 2 5 

Watchman/Security Cadre 8 - 8 

Total  34 56 90 

Source: Nominal Roll of Civil Service Commission 2017. 

 

The researcher studied the entire population of Anambra State Civil Service Commission since it is manageable. Hence, the sample 

size of the study is 90; this comprised all the employees in the civil service commission.  

Data generated from primary sources were analyzed with multiple choice and open- ended questions and ranked as follows; 

SA – Strongly Agreed        = 5,        A – Agreed     = 4, 

U – Undecided                    = 3,        D – Disagree    =2, 

SD – Strongly Disagreed    = 1 

4.0 Data analysis, findings conclusion and recommendations 

4.1 Test of  Hypothesis  

Hypothesis one: 

Ho: Poor training and re-training of employees do not affect service delivery in Anambra State Civil Service Commission. 

H1: Poor training and re-training of employees affect service delivery in Anambra State Civil Service Commission. 

This hypothesis was tested using the responses of respondents in tables 4.2.1 and 4.2.2 above. The result of the analysis is 

presented in table 4.1 below 

 

Test of Hypothesis One 

 

Descriptive Statistics 

 Mean Std. Deviation N 

Service Delivery 53.9750 49.61363 40 

Poor Training and Re-

training  

55.2000 54.79435 40 
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Correlations 

  

Service Delivery 

Poor Training 

and Re-training  

Pearson Correlation Service Delivery 1.000 .659 

Poor Training and Re-

training  

.659 1.000 

Sig. (1-tailed) Service Delivery . .000 

Poor Training and Re-

training  

.000 . 

N Service Delivery 40 40 

Poor Training and Re-

training  

40 40 

 

 

Variables Entered/Removed
b
 

Model 

Variables 

Entered 

Variables 

Removed Method 

1 Poor Training 

and Re-training a 

. Enter 

a. All requested variables entered. 

b. Dependent Variable: Service Delivery 

 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .659a .435 .420 37.78656 .435 29.234 1 38 .000 

a. Predictors: (Constant), Poor Training and Re-training  

 

ANOVA
b 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 41741.669 1 41741.669 29.234 .000a 

Residual 54257.306 38 1427.824   

Total 95998.975 39    

a. Predictors: (Constant), Poor Training and Re-training  

b. Dependent Variable: Service Delivery 

 

Coefficients
a 

Model 

Unstandardized 

Coefficients 

Standardiz

ed 
Coefficient

s t Sig. 

95.0% Confidence 

Interval for B Correlations 
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B Std. Error Beta 

Lower 

Bound 

Upper 

Bound 

Zero-

order Partial Part 

1 (Constant) 21.017 8.535  2.462 .018 3.739 38.296    

Poor Training and 

Re-training  

.597 .110 .659 5.407 .000 .374 .821 .659 .659 .659 

a. Dependent Variable: Service Delivery 

 

 

Decision Rule:  From the analysis in table 4.3.1, the correlation coefficient (r) was .659. It implies that there is a positive 

relationship between poor training and re-training of employees and Service delivery. The coefficient of determination (r2) was 
.435 

Results from the test of hypothesis one above shows that the probability value of the correlation (0.000) is less than the level of 

significant used for the study (0.05). Thus, we reject the null hypothesis and accept the alternative hypothesis which states that poor 

training and re-training of employees affect service delivery in Anambra State Civil Service Commission. 

The implication of this finding to the study is that poor training and re-training of civil servants affect their service delivery to the 

citizens. 

 

Test of Hypothesis Two 

Ho: Effective funding of capacity building programmes do not promote service delivery in Anambra State Civil Service 

Commission. 

H1: Effective funding of capacity building programmes promote service delivery in Anambra State Civil Service Commission. 

Descriptive Statistics 

 

Mean Std. Deviation N 

Service Delivery 53.9750 49.61363 40 

Effective Funding  50.3750 45.64506 40 

 

Correlations 

  

Service Delivery 

Effective 

Funding  

Pearson Correlation Service Delivery 1.000 .578 

Effective Funding  .578 1.000 

Sig. (1-tailed) Service Delivery . .000 

Effective Funding  .000 . 

N Service Delivery 40 40 

Effective Funding  40 40 

 

 

Variables Entered/Removed
b 

Model 

Variables 

Entered 

Variables 

Removed Method 
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1 Effective 

Funding a 

. Enter 

a. All requested variables entered. 

b. Dependent Variable: Service Delivery 

 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .578a .334 .317 41.01444 .334 19.068 1 38 .000 

a. Predictors: (Constant), Effective Funding  

 

ANOVA
b 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 32075.970 1 32075.970 19.068 .000
a
 

Residual 63923.005 38 1682.184   

Total 95998.975 39    

a. Predictors: (Constant), Effective Funding  

b. Dependent Variable: Service Delivery 

 

 

 

 

Coefficients
a 

Model 

Unstandardized 

Coefficients 

Standardiz
ed 

Coefficient

s 

t Sig. 

95.0% Confidence 

Interval for B Correlations 

B Std. Error Beta 

Lower 

Bound 

Upper 

Bound 

Zero-

order Partial Part 

1 (Constant) 22.325 9.726  2.295 .027 2.636 42.013    

Effective 

Funding  

.628 .144 .578 4.367 .000 .337 .920 .578 .578 .578 

a. Dependent Variable: Service Delivery 

 

Decision Rule:  From the analysis in table 4.3.2, the correlation coefficient (r) was .578. It implies that there is a positive 
relationship between Effective funding of capacity building programmes and service delivery in Anambra State Civil Service 

Commission. The coefficient of determination (r2) was .317. Results from the test of hypothesis two above, shows that the 

probability value of the correlation (0.000) is less than the level of significant used for the study (0.05). Thus, we reject the null 

hypothesis and accept the alternative hypotheses which states that effective funding of capacity building programmes promotes 

service delivery in Anambra State Civil Service Commission. 

The implication of this finding to the study is that effective funding of capacity building programmes like training, workshops and 

conferences has a positive effect on service delivery in Anambra state civil service commission.  

Test of Hypothesis Three 

Ho: Employees attitude towards training and re-training do not enhance the achievement of efficient service delivery in Anambra 

State Civil Service Commission. 
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Hi: Employees attitude towards training and re-training enhances the achievement of efficient service delivery in Anambra State 

Civil Service Commission. 

 

Descriptive Statistics 

 Mean Std. Deviation N 

Service Delivery 53.9750 49.61363 40 

Attitude of Employees 

towards Training 

50.6750 43.71609 40 

 

 

 

 

Correlations 

  

Service Delivery 

Attitude of 
Employees 

towards Training 

Pearson Correlation Service Delivery 1.000 .635 

Attitude of Employees towards 

Training 

.635 1.000 

Sig. (1-tailed) Service Delivery . .000 

Attitude of Employees towards 
Training 

.000 . 

N Service Delivery 40 40 

Attitude of Employees towards 

Training 

40 40 

 

Variables Entered/Removed
b 

Model 

Variables 

Entered 

Variables 

Removed Method 

1 Attitude of 

Employees 

towards 

Traininga 

. Enter 

a. All requested variables entered. 

b. Dependent Variable: Service Delivery 

 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .635a .404 .388 38.81471 .404 25.720 1 38 .000 

a. Predictors: (Constant), Attitude of Employees towards Training 

 

ANOVA
b 
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Model Sum of Squares df Mean Square F Sig. 

1 Regression 38748.861 1 38748.861 25.720 .000a 

Residual 57250.114 38 1506.582   

Total 95998.975 39    

a. Predictors: (Constant), Attitude of Employees towards Training 

b. Dependent Variable: Service Delivery 

 

Coefficients
a 

Model 

Unstandardized 

Coefficients 

Standardi

zed 

Coefficie

nts 

t Sig. 

95.0% Confidence 

Interval for B Correlations 

B 

Std. 

Error Beta 

Lower 

Bound 

Upper 

Bound 

Zero-

order Partial Part 

1 (Constant) 17.437 9.464  1.842 .073 -1.723 36.596    

Attitude of 

Employees 

towards Training 

.721 .142 .635 5.071 .000 .433 1.009 .635 .635 .635 

a. Dependent Variable: Service Delivery 

 

Decision Rule:  From the analysis in table 4.3.3, the correlation coefficient (r) was .635. It implies that there is a positive 

relationship between employees attitude towards training and re-training and efficient service delivery in Anambra State Civil 

Service Commission. The coefficient of determination (r2) was .404. Results from the test of hypothesis three above, shows that 

the probability value of the correlation (0.000) is less than the level of significant used for the study (0.05). Thus, we reject the null 

hypothesis and accept the alternative hypothesis which states that employees‟ attitude towards training and re-training effect the 

achievement of efficient service delivery in Anambra State Civil Service Commission. 

The implication of this finding to the study is that Employees attitude towards training and re-training enhance the achievement of 

efficient service delivery in Anambra State Civil Service Commission.  

4.2 Findings 

I. Poor training and re-training of employees affect service delivery in Anambra State Civil Service Commission. The 

correlation coefficient (r) was .659. It implied that there is a positive relationship between poor training and re-training of 

employees and Service delivery. 

II. Effective funding of capacity building programmes has not promoted service delivery in Anambra State Civil Service 

Commission. The correlation coefficient (r) was .578. It implies that there is a positive relationship between Effective 

funding of capacity building programmes and service delivery in Anambra State Civil Service Commission. 

III. Employees‟ attitude towards training and re-training affect the achievement of efficient service delivery in Anambra State 
Civil Service Commission. The correlation coefficient (r) was .635. It implies that there is a positive relationship between 

employees attitude towards training and re-training and efficient service delivery in Anambra State Civil Service 

Commission. 

 

4.2 Conclusion  

The study concludes that if the right employees are sent on training through the systematic training procedure of identifying and 

selecting employees for training taking mindful of their attitude toward the training, there would be a significant improvement in 

service delivery. Therefore, for the commission to become more productive and remain in effective, especially in this era of 
increased global competitiveness and growing complexity of the work environment, adequate training need assessment should be 

conducted by the Human Resource (HR) department before sending employees on training. The impact of training on delivery of 

an organization cannot be over emphasized hence it is the process of teaching, informing or educating employees so that they may 

become as well as possible qualified to their various task. 
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4.3 Recommendations 

i. Recommending employees for training based on favouritism should be discouraged by the management.  

ii. A mechanism should be created for proper assessment and evaluation of employee performance after training. 

iii. The Human Resources department should ensure also that adequate training design is used for employee training. The 

content should be able to include all the identified skill gaps, while making sure that a trainer who is knowledgeable 

and experienced in that area is contracted for the training delivery. 

iv. tabemployees taking part in training and development. This can be done by providing incentives that may motivate 
employees to take part in training and development programmes. 
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