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After active participation in this session, you are able to:

1) Name common failures in capacity development initiatives

2) Identify one thing you can do to improve capacity development
(or recommend to someone with the appropriate authority)



Most initiatives to develop sustained capacity fail.

| totally disagree! | mostly disagree. | mostly agree. | totally agree.
What a false statement! We are not reaching the
Most initiatives do intended results. It is
succeed. time to get our act
together.
1 2 3 4

Reflect for a minute, then mark your number in the chat.



2 — Although well intended, from a learning point of

1 - Activities are too centred around delivering trak view, training design is ineffective \

4 — Almost no emphasis on how to maintain results/ 3 —Too little emphasis is given change mana

React to each statement with your face and body!

gme/

PROBLEM:
(Reports over
decades reveal that)
support directed to
CD fails to achieve the
very intended results
in terms of sustainabl
new norms.




Breakout rooms

Which of the already mentioned failures do you recognize?
Which other failures can you list?
Share your experience.

Groups of 3-4 people.
Approximately 12 minutes.



What frustrates you the most?

Write in the chat box the most frustrating failure in capacity development.

How hard can it be
to get this right?




Capacity vs Competence?

Capacity = Competence

Capacity

Capacity Competence







How can we fix these issues?

* Big problems need to be deconstructed into smaller parts.

* For this there is a method called "the five why’s”.



Results are mistakenly measured by levels of appreciation of training
delivery rather than measuring learning, actual application and results.

Using learner centred methods to reach explictly formulated
learning objectives feels uncomfortable for unprofessional trainers
and are perceived as too time consuming.

Although training is seen as the most central tool when developing
capacity, training design is often limited to content delivery by
experts, which is known to be the least effective method.

2 — Although well intended, from a learning point of
view, training design is ineffective

1 - Activities are too centred around delivering training events

4 — Almost no focus on how to maintain results 3 —Too little emphasis is given change managment

React to each statement with your face and body!

PROBLEM:
(Reports over
decades reveal that)
support directed to

CD fails to achieve the
very intended results
in terms of sustainabl
new norms.




ldentifying entry points by using the AAA

Ability Authority Acceptance



Where do Ability, Authority and Acceptance all overlap?

Ability Authority

Acceptance

Can you identify an area where you have Ability, Authority and
Acceptance for change? Wait no longer, just do it!



What do you do when one, two or all three are missing?

AUTH

ACC

Get training, ask questions, search on
the internet, consult advisers and
your networks.

AB AUTH

ACC

Lobby, “plants seeds”,
share success stories
from your networks.

AB AUTH

ACC

Advocate, negotiate,
share success stories or
warning examples

from your networks.



Delivering training feels safe and comfortable and
does not require particular skills. Or does it??

A prevalent illusion is that if people only knew better,
then they would act differently; thus training focuses
is on “knowledge transfer” of technical knowhow.

Organisers have identified - or assume - a gap in
knowhow among relevant actors/population

that they wish to correct by sharing their core
expertise, and write a supply driven project proposal.

1 - Activities are too centred around delivering training events

Results are mistakenly measured by levels of appreciation of training
delivery rather than measuring learning, application and results

AB  AUTH

ACC

Using learner centred methods to reach explictly formulated
learning objectives feels uncomfortable for unprofessional trainers
and are perceived as too time consuming.

AB  AUTH

ACC

Although training is the central tool, workshop design is often
limited to content delivery by SMEs, which is known to be the least
effective method from a learning perspective.

2 - Workshop design is well intended but ineffective

4 — Almost no focus on maintaining results

Long term support to behaviour change and to the
establishment of new norms is not prioritised.

Organisations are seen as having the ownership
and sole responsibility for these processes.

Supporting CD of others is still reduced to training
delivery, just supporing the “obtaining of new
capabilities”, not the ”strenghthening and
maintaining of those very same capabiltities”.

3 —Too little emphasis is given to change managment

The art & science of how to establish new behavioural
norms within organisations fall outside CD programmes.

Organisational development isn’t recognized enough as a separate
area of expertise and necessary to achieve and maintain change.

Relevant staff has not been exposed to the basics of change
management, it is a bit of a blind spot for many.

AB  AUTH

ACC

PROBLEM:
(Reports over
decades reveal that)
Support directed to
CD fails to achieve the
very intended results
in terms of sustainabl
new norms.




What could you do?

* Think for a while and try to identify one small thing from your
discussions that you might help improve?

 Whenever it feels hard, try breaking it down into smaller parts, all the
way until there is something you can actually tackle.

* Suitable actions should be doable in weeks/days/hours.
What do you think?




Remember this?

After active participation in this session, you are able to:

1) Name common failures in capacity development initiatives

2) Identify one thing you can do to improve capacity development
(or recommend to someone with the appropriate authority)

3) Now, take a moment to assess how likely it is, that you will do it?



Knowing is not enough, g
we must APPLY.
willing i1s not enough, \*c
We must DO.



It is hard, sure ...but it is doable!

Deconstruct bigger obstacles into smaller ones by using the fishbone and the "five why’s”.
Identify easy entry points by using the AAA-analyses.
If you find overlaps, go for it! Share these small wins continuously. This will likely increase your authority in the long run.

If you miss an element, your first step is to increase your ability/authority/acceptance. Advocate, raise awareness, often these are
low intensity actions behind the scenes. Much of capacity development work is about these kind of actions.

Eliminate distractions so that you can take frequent steps, never mind how small they are.

Change requires persistency! Never stop walking.

Small continuous improvements are called kaizen and a person who has mastered this skill by a long persistent journey can call him-
/herself a zen-kai.



More ideas to dig into for those with an apetite for more:

By paying more attention on how individuals actually navigate the world and what
motivates our actions:

* Humans tend to maximise reward, minimise discomfort and preserve energy when we have a
choice. Find out which values, loyatlies and losses affect the choices of your partners. Realise that
confirmation bias makes us less receptive to information that rubs us the wrong way; the theory of
Homo economicus has proven untrue.

By using all tools in the toolbox of how to achieve organisational change.

* Any model of change management will do. By choosing one or very few change processes at a
time and including policy, accountability systems, incentives, rewards/consequences, deprioritising
what can wait, we can radically change the above motivations to do something differently.

Sustainability by focusing more on creating structures to maintain achieved change

 Some changes require one-time behaviours, but most requires repeated behaviour. This is a
tremendous burden, persistency will often require that new behaviours can be automaticed.



