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BLOCK 3 PARTICIPATORY TRAINING
AND RESEARCH IN ADULT
EDUCATION

Introduction to the Block

This Block highlights the significance of Participatory Training and Participatory
Research with emphasis on concepts, aspects, processes, principles, steps,

methodology, materials and issues to reinforce your understanding; assessment

of various methods, materials, processes and ogtcomes of conventional training
and research in different contexts of adult learning: It consists of 4 units i. e.

Units 9 to 12. These four units are reflective of the accumulated knowledge base

that PRIA (Participatory Research Institute in Asia) has built onthe basis of its
field oxperiences as well as those of its network partners.

Unit 9 discusses the concept and issues of participatory training and enables you
to critically assess the conventional training programmes. It highlights the
principles underlying adult learning and participatory training, steps involved in
participatory training and its influence on different spheres during interaction
inside training rooms.

Unit l0 deals with methodology and materials of participatory training. It
reinforces your uirderstanding of various methods and materials vis-a-vis making
them more participatory with emphasis on their use in different contexts of adult
learning. It also touches upon the types of training materials required and the

role of adult educator in participatory training.

Unit 11 highlights the concepts and issues of group process in participatory
training and'touches upon different forms of participation. It discusses the role
of leadership during the training period, in conflict resolution and unconscious
processes of groups. It explains the process of debriefing and consolidation.

Unit 12 focuses on the concepts, historical context, process, key features and

issues ofparticipatory research. It presents a critique ofthe conventional research

paradigm and advantages of participatory research in adult education.



UNIT 9 PARTICIPATORY TRAINING: 
CONCEPT AND PROCESS 

Structure 

9.0 Introduction 

9.1 Objectives 

9.2 Understanding Participatory Training 

9.2.1 Conventional Training 

9.2.2 Principles of Adult Learning 

9.2.3 Principles of Participatory Training 

9.2.4 Spheres of Influence 

9.3 Steps in Participatory Training Process 

9.3.1 Pre-Training Phase: Designing Training 

9.3.2 Post-Training Phase: Follow-up and Report Writing 

9.4 Let Us Sum Up 

9.5 Answers to Check Your Progress 

9.6 References 

9.0 INTRODUCTION 
This Unit will familiarize you with the concepts and issues of participatory 
training. In Section 9.2 we critically assess the conventional training programmes 
and discuss the principles underlying adult learning and participatory training. 
This section will end with a consideration of spheres of influence during 
interaction inside training rooms. Section 9.3 deals with steps in participatory 
training. 

9.1 OBJECTIVES 
After completing this Unit it is expected that you would be able to: 

Discuss principles of participatory training in the context of adult learning; and 

Describe the various steps in pre and post phases of participatory training. 

9.2 UNDERSTANDING PARTICIPATORY 
TRAINING 

- - - - 

Training is a learning process, which involves learning of new skills, concepts 
and behaviour, amongst other things. 

9.2.1 Conventional Training 
The conventional training adopts a trainer centric approach where trainer becomes 
a central point around which the entire process revolves, while learners adopt a 
passive role. Figure 9.1 shows the conventional method of training. 



Participatory Training and 
Research in Adult Education 

Figure 9.1: The Didactic Trainer + Learner Method 

Source: www.rhrc.org/resources/general~fieldtools/toolki 

In the conventional training: 

Relationship between the trainer and the learners is in the mode of teacher 
and students relationship. 

The trainer and the training institution have the responsibility of training. 

The trainer defines what the learners need to learn and how these learning 
needs can be met. 

Learners learn what the trainer teaches; have little knowledge about the 
topic and have no experience to share. Learning is simply a function of the 
capacity of the learners to learn and the ability of the trainer to teach. 

The trainer is considered important because she/he is assumed to be 
knowledgeable. 

When we view this method from adult learners7 vantage point we find that this 
method is not an effective training model. It disregards learners' knowledge and 
experience. Adults generally learn better and remember what they learned when 
they: 

Hear information, 

See demonstrations and illustrations, 

Discuss information and ideas, and 

Practice techniques. 

Participatory training deals with adults and as such, has its theoretical base in the 
principles of active learning and adult learning. 

9.2.2 Principles of Adult Learning 

Adll!). IxmJng takes place on the basis of certain principles which are as 
follows. 



Adults come to the learning situation with a well-defined perception about Participatory Training: 

one's self. Low self-concept blocks new learning. Low self-concept may Concept and Process 

have been due to their perception of their past experiences of marginalisation. 
Building their self-concept can facilitate their learning. 

Adult learning is an emotional experience. The act of learning creates anxiety, 
stress, fear, frustrations or helplessness. This needs to be understood and 
handled with sensitivity. 

Adults usually come with an intention to learn. If this motivation is not 
supported they will withdraw. Learning improves when self-directedness is 
encouraged, when they identify what they need to learn and do. Therefore, 
the learning content needs to be derived from their needs, and methods 
must be based on mutual respect between the learner and the trainer. 

Adults are voluntary learners. They enter learning programmes to seek 
solutions to their immediate and personal needs and to accomplish things to 
improve their lives and to gain control over their lives. The here and now 
feeling must be respected and recognised to keep them motivated to learn. 
The solutions to their problems must come from their understanding and 
analysis and must be congruent with their life style and functioning. 

Adults learn best in an atmosphere of active involvement and participation. 
Learning is an active process conducted in an atmosphere of openness and , 

encouragement. It is not just taking part in a pre-set programme; instead the 
learners participate at every stage from planning the agenda, choosing 
methods to self-evaluation. 

Adult education helps groups to organise, stay together and grow. People 
develop their creativity and insights when working with others to identify 
and solve problems. Collectively they recognize their knowledge, skills, 
interests and ability to act. 

Success reinforces learning. When people succeed in their activity, their 
satisfaction motivates them to get more involved. Tt is often best to begin 
with a small and immediate problem. Successful solutions of the problems 

w will empower them to face problems and expand their vision of the future. 

. Participation is difficult when there are financial, physical, or socio-political 
constraints. Learning takes place when learners are not under stress; when 
learning environment is safe and supportive. 

Different adults learn differently. This necessitates use of diverse sets of 
learning methods to enable the learner and the learning process. 

The adult learning model applies the adult education principles to participatory 
training programmes. Learners actively participate when the principles and 
practices of adult education form the basis of the training programme. They 
learn quickly and retain new knowledge and skills. The implications of adult 
education principles for training can be summed up as follows: 



Participatory Training and Implications of Adult Education Principles 
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Adult Education Principles Implications for the training plan 

Adults learn best when they Provide "real life" situations and 
perceive learning as relevant emphasize the application of learning 
to their needs. to real problems. 

Identify learners' needs and what is 
important to them. 

Adults learn by doing and by Provide activities, which require active 
being actively involved in the participation of learners. 
learning process. Provide activities which involve the 

learners as whole people: their ideas, 
attitudes, feelings, physical being. 

Adults have unique learning Use a variety of training techniques. 
styles. They learn in different Establish an atmosphere of respect and 
ways, at different rates, and understanding of differences. 
from different experiehces. 

Participants bring relevant and Provide opportunities for sharing 
important knowledge and information. 
experiences to the workshop. Discuss and analyze participants' 

experiences. 

Use participants as a resource and 
encourage them to participate and share 
their experiences. 

Source: www.rhrc.org/resources/generalalfieldtools/tool~~. 

9.2.3 Principles of Participatory Training 

The salient features of participatory training principles are as follows. 

Participatory training is participant centered. The training rises out of specific 
needs of participants as articulated by them. 

The learning not only imparts new knowledge but also generates awareness . 
and builds skills. 

, Learning is derived from the experiences of the learners. Experiential learning 
is crucial to participatory training. 

Participatory training requires a learning environment where learners and 
their experiences are valued and they feel psychologically secure and safe 
to unlearn, try their new ideas and share their experiences. 

Participation of learners in the entire training process is valued. Consequently 
they develop their own norms, values and take responsibility for their own 
learning. 

The role of trainer is very crucial. The trainer believes not only in the 
partxipatory principles, but demonstrates it as a way of life. 



Figure 9.2: Active Learning Method of Participatory Raining 

Source: www.rhrc.org/resources/general~fieldtools/toolkit/. 

Roles and Functions of the Trainer and the Learners in Participatory 
Training: Given below is a gist of the roles and functions of both the trainer and 
the learners in participatory training. 

The Trainer The Participants 

Is a facilitator Are members of a communication 
network 

Is a good communicator Feel at ease 

Works at the same level as the Participate actively 
participants 

Respects participants' ideas and Share experiences 
experiences 

Is supportive of the learning Ask questions, make mistakes, 
process and take risks as part of the 

training process 

Is an organiser of learning Use the trainer as a resource, 
experiences guide and mentor - 

Source: www.rhrc.org/resources/general~fieldtools/toolkit/. 

9.2.4 Spheres of Influence 

Participatory Training: 
Concept and Process 

The training programme design is perhaps the most difficult task as factors outside 
the training sphere influence the interaction inside the training room. Interactions 
within training are influenced, enhanced or impeded by the wider spheres where 
training policies are formulated and decisions are made. For instance, the trainer 
who follows a bottom-up problem oriented conscientisation processes might 
face problems if operating in a highly centralised political framework. Figure 
9.3 helps us to understand the ways in which interactions within a training room 
are influenced by the wider spheres outside the training room. An initiative in 
any one of these circles can cause ripples in both directions. When resources are 
scarce, institutional attitudes are rigid and directive; designing a participatory 
training programme can be full of constraints. 



Participatory Training and AS someone involved in training programme you might be situated in any one or 
Research in Adult Education more of these circles: 

You might be a member of staff of an institution engaged to provide training. 

You might be an official of a govt department charged with the responsibility 
of planning training projgrammes. 

You may be an advisor working for an international agency with 
responsibility for collaborating with implementing organizations in planning 
and implementing training. 

/ Nation \ 

Figure 9.3: 

- 
Influences of Wider Spheres on the Interaction inside the Training Room 

Source: United Nations Centre for Human Settlements (Habitat), 1988: 27. 

The preliminary identification of spheres and roles makes distinctions between 
levels of decision-making, when we consider the variety of steps in programme 
design. 

- - 

Check Your Progress 

Notes: a) Space given below the question is for writing your answer. 

b) Check your answer with the one given at the end of this unit under 
"Answers to Check Your Progress". 

1) State salient principles of participatory training 
................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 10 



9.3 STEPS IN PARTICIPATORY TRAINING Participatory Training: 
Concept and Process 

PROCESS 
Participatory training process emphasises a systematic and comprehensive effort 
to design, conduct and evaluate a training programme. It comprises a series of 
steps in three distinct phases. The pre-training phase focuses on designing of the 
training programme. During the training phase, focus is on group facilitation, 
debriefing and consolidation, and creating a conducive learning environment. 
The post-training phase includes such steps as evaluation, follow-up and report 
writing. We will here first discuss the spheres of influence and then go on to pre- 
training, during training and post-training phases of the participatory training 
process. 

9.3.1 Pre-Training Phase: Desigi~ing Training 
This is the most critical and most creative component of the training programme. 
It comprises the following steps. 

a) Conducting learningltraining needs assessment. What do participants want 
and need? What does the organisation want and need? 

b) Formulating objectives based on organisational and personal needs. 

c) Identifying content from the objectives. 

d) Sequencing the content. How to start a programme and end it? How to 
sequence the various content to develop the pace for learning? 

e) Choosing the methods. 

a) Conducting Training Needs Assessment: What is meant by training needs 
assessment? A training needs assessment is the process of identifying the 
requirements in a given situation, in this case, what the trainees in the 
workshop need to learn. If we are engaged in a programme of basic education 
and we want to promote a deeper commitment on this issue in the village 
education committee, then the members of the village education committee 
become the learners. 

Why training needs assessment is vital? I 
I 

To develop long and short range plans of action. 

To help set priorities. 

To develop support and stimulate action. 

To design a workshop that will provide the participants with the knowledge, 
skills, and attitudes needed in their jobs. 

How is one to assess training needs? 

Identify the information needed. 

Identify the sources of information. 

Broadly, there are three sources for identifying training needs of a particular 
group. Although they are independent sources for gathering information, you 
must consider them as complementary to one another in order to prepare a 
consolidated list of training needs. The three sources.are: 

11 



Participatory Training and Job descriptions of the job or task that learners perform give insight into the 
Research in Adult Education learning needs of the group. The nature and requirements of their work 

become a source of information about their learning needs. This exercise 
can be done for each individual learner, for the entire group of learners as 
well as for an organisation as a whole. Make sure that the job description is 
complete and accurate (Add or revise tasks as needed). 

Existing records, documents and other such materials can also become useful 
sources of information. These records may be minutes of meetings, progress 
reports, performance review documents, etc. They can also be records of 
events and problems that a group of learners might already have worked on. 

Previous training conducted with the same learners and reports of the session 
could also be a source of useful information. Some time these reports may 
also have future learning need assessment. 

Result of need assessment 

A needs assessment identifies the gap between the present situation and the 
desired situation. 

You can examine both present and desired behaviour, knowledge, skills 
and attitudes. 

' You can collect data, which will be useful during the evaluation stage. 

Given below are some Dos and Don'ts regarding need assessment. 

Some Dos and Don'ts 

Dos 

Make systematic and comprehensive design efforts 

Know the background and the needs of the participants 

Don'ts 

Borrow standard formats and designs from others 

Fit session to requirement and availability of trainers, training 
institutions and resource persons' availability 

Organize materials and locations to suit the need of trainers, training 
institutions and budgets 

Identify content to suit the methods 

Source: PRIA.1996. Insights to Participutory Training. New Delhi: PRIA (Mimeo). 

b) Defining Objectives: What is meant by defining objectives? An objective 
is a specific statement of what a participant must be able to do in order to 
demonstrate that he or she has achieved the knowledge, attitudes, and skills 
necessary to complete a task. Each objective must be: 

Specific: It must state exactly what the participant will do. 

Measurable: It contains quantitative terms (e.g., numbers, percentages). 

Attainable: It is possible for the participant to accomplish. 

Relevant: It is related to what is needed on the job. 

1 7  Time Bound: It states how long it will take to achieve the objective. 



t Why should we define objectives? 

All learning needs do not get fulfilled through a single training programme. 
, 

We have to make a choice of those learning needs that can actually be 
addressed in a structured, systematic and planned training programme. 

Foci of learning can be classified in three ways. 

i) The first is learning of knowledge i.e. gathering of information, concepts, 
and ideas. This is "cognitive learning9'- it includes mental, abstract 
and intellectual effort. 

ii) The second focus of learning is called awareness where an emotional 
appreciation of the issues is aimed at. It includes themes like motivation, 
commitment, values, emotions, (matters of heart), etc. 

iii) The third focus of learning is to build skills in a specific area, for 
example, skills in vaccination. This framework of learning helps us to 
separate and clearly specify the objective of a particular training 
programme. 

Objectives serve to relate the content of the training to the knowledge, skills, 
and attitudes identified in task analysis, which is based on the desired job 
performance of the participants. They make planning and implementation 
of training focused, effective, and efficient. They are the standards used to 
evaluate the training. 

How do we define objectives? 

Determine skills, facts and attitudes which learners already have and identify 
those they need to leam (expectations). In the training workshop stress only 
those facts that participants MUST learn to be competent in their work (see 
Figure 9.4). The objectives of training programme are directly linked to 
what the learners need to learn. 

Use active verbs when writing: obiectives. 

Participatory Training: 
Concept and Process 

Figure 9.4: Focal Point 

Source: www.rhrc.org/resources/general~fieldtools/toolkit/. 

Here, you can look at an illustration given below regarding Participatory Training 
on Panchayati Raj. 



Participatory Training and 
Research in Adult Education Expectations of the trainees 

To acquire information and knowledge on Panchayati Raj System, 73rd 
Constitutional Amendment Act in rural development, empowerment of 
women and dalits 

Practical grassroots experience with gram panchayats 

Ways to communicate the essence of Panchayati raj system to ma1 
masses 

Objectives 

To develop an understanding of Panchayati Raj System with special 
reference to 73'* Constitutional Amendment Act and its role in 
community development and empowerment 

To sensitize the development workers to strengthen gram sabha and 
gram panchayat 

To develop an understanding of various low cost methods of 
communication to spread the message of Panchayati raj to marginalized 
sections of society. 

c)  Identifying Content from the Objectives: Once we have derived the 
objectives of a particular training programme precisely, the next task in 
designing is to identify the content, which will help us to achieve those 
objectives. 

In identifying the content, we once again need to look at: 

Who our learners are? 

What is their level? 

What is their starting point? 

What do they already know? 

How much detailed information can be given? 

Which combination of learning foci need to be emphasized with a particular 
group of learners? 

For example, suppose a training programme to generate greater commitment 
towards education of the girl child among members of the village education 
committee has to be conducted. This would rqquire an emphasis on creating 
awareness rathzr than skills because the village education committee is not directly 
responsible for teaching; that is the job of the teacher. 

The elaboration of content in order to respond to each of the objectives of training 
requires considerable knowledge of the subject matter. Experts may have to be 
consulted. Yet, it must be ensured that the content is appropriate to the level of 
learners and not overly detailed. 

d) Sequencing the Content: Having identified different content areas, the 
seauence or flow of different contents needs to be specified. The important 
thing in sequencing is to determine how the entire training programme will 
fldw from the beginning to the end and how one content area follows another. 



There are several important considerations when determining a useful sequence. Participatory Training: 

Logically sequenced content takes learners step-by-step from one pace of Concept and Process 

knowledge and learning to other. Sequencing of the content can be done in the 
following ways: 

First, the content related to the individual is dealt with followed by content 
related to the group, moving on to the community and then to the society. It 
is a micro to macro sequencing of contents. 

For example, Micro-Macro Sequencing of Contents for a Sensitisation Workshop 
on Violence against Women can be illustrated as follows. 

Individual case studies 

4.15 pm- 6.00 pm Individual strategies to Individual 
overcome violence against assignment and 
women group discussion 

Second, the sequence moves from society to community to the group 
followed by self. This is macro to micro sequencing. Look at another 
illustration below. 

Macro-Micro Sequencing of Contents for a Sensitisation workshop on PRls 
for first time Pradhans of Panchayats. 
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Third, is a combination of these two sequences, where one starts with macro, 
comes to micro and then moves again to the macro level. The sequence 
flows from society to community to group to self and back to the group to 
community to society. 

9.30 am - 11.00 am 

11.00arn-11.30am 

11.30- 1.00 pm 

1 .OO pm-2.00 pm 

2.00 pm - 3.00 prn 

3.00 pm- 3.30 pm 

3.30 pm- 5.00 pm 

e) Choosing Methods: The last step in the process of designing is selection of 
appropriate methods. In this area of work, we use learning-training methods 
as these address each focus of learning directly. 

If the focus of learning is knowledge, concepts and information, it can be best 
provided through what is known as the lecture method. The other methods of 
acquiring new knowledge could be demonstration, field visits, etc. 

Roles and responsibilities of 
Pradhan 

Tea 

Factors promoting and 
hindering functioning of 
Pradhans 

Lunch 

Presentation of group report 
and discussion 

Tea 

Plans for applying learning to 
own work 

For literate participants, reading materials can also be provided. But the 
quality, level and appropriateness of those materials need to be ensured. 

Lecture 

Case study . 

Individual 
assignment and 
group discussion 

Other aids like flip charts, posters, transparencies, etc. may also be used. 
But essentially the purpose of a lecture, either by one person or by a panel 
of persons, is to provide additional information, new knowledge and concepts 
to the group of learners. 
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Figure 9.1: The Didactic Trainer + Learner Method 

Source: www.rhrc.org/resources/general~fieldtools/toolki 

In the conventional training: 

Relationship between the trainer and the learners is in the mode of teacher 
and students relationship. 

The trainer and the training institution have the responsibility of training. 

The trainer defines what the learners need to learn and how these learning 
needs can be met. 

Learners learn what the trainer teaches; have little knowledge about the 
topic and have no experience to share. Learning is simply a function of the 
capacity of the learners to learn and the ability of the trainer to teach. 

The trainer is considered important because she/he is assumed to be 
knowledgeable. 

When we view this method from adult learners7 vantage point we find that this 
method is not an effective training model. It disregards learners' knowledge and 
experience. Adults generally learn better and remember what they learned when 
they: 

Hear information, 

See demonstrations and illustrations, 

Discuss information and ideas, and 

Practice techniques. 

Participatory training deals with adults and as such, has its theoretical base in the 
principles of active learning and adult learning. 

9.2.2 Principles of Adult Learning 

Adll!). IxmJng takes place on the basis of certain principles which are as 
follows. 



Adults come to the learning situation with a well-defined perception about Participatory Training: 

one's self. Low self-concept blocks new learning. Low self-concept may Concept and Process 

have been due to their perception of their past experiences of marginalisation. 
Building their self-concept can facilitate their learning. 

Adult learning is an emotional experience. The act of learning creates anxiety, 
stress, fear, frustrations or helplessness. This needs to be understood and 
handled with sensitivity. 

Adults usually come with an intention to learn. If this motivation is not 
supported they will withdraw. Learning improves when self-directedness is 
encouraged, when they identify what they need to learn and do. Therefore, 
the learning content needs to be derived from their needs, and methods 
must be based on mutual respect between the learner and the trainer. 

Adults are voluntary learners. They enter learning programmes to seek 
solutions to their immediate and personal needs and to accomplish things to 
improve their lives and to gain control over their lives. The here and now 
feeling must be respected and recognised to keep them motivated to learn. 
The solutions to their problems must come from their understanding and 
analysis and must be congruent with their life style and functioning. 

Adults learn best in an atmosphere of active involvement and participation. 
Learning is an active process conducted in an atmosphere of openness and , 

encouragement. It is not just taking part in a pre-set programme; instead the 
learners participate at every stage from planning the agenda, choosing 
methods to self-evaluation. 

Adult education helps groups to organise, stay together and grow. People 
develop their creativity and insights when working with others to identify 
and solve problems. Collectively they recognize their knowledge, skills, 
interests and ability to act. 

Success reinforces learning. When people succeed in their activity, their 
satisfaction motivates them to get more involved. Tt is often best to begin 
with a small and immediate problem. Successful solutions of the problems 

w will empower them to face problems and expand their vision of the future. 

. Participation is difficult when there are financial, physical, or socio-political 
constraints. Learning takes place when learners are not under stress; when 
learning environment is safe and supportive. 

Different adults learn differently. This necessitates use of diverse sets of 
learning methods to enable the learner and the learning process. 

The adult learning model applies the adult education principles to participatory 
training programmes. Learners actively participate when the principles and 
practices of adult education form the basis of the training programme. They 
learn quickly and retain new knowledge and skills. The implications of adult 
education principles for training can be summed up as follows: 
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Adult Education Principles Implications for the training plan 

Adults learn best when they Provide "real life" situations and 
perceive learning as relevant emphasize the application of learning 
to their needs. to real problems. 

Identify learners' needs and what is 
important to them. 

Adults learn by doing and by Provide activities, which require active 
being actively involved in the participation of learners. 
learning process. Provide activities which involve the 

learners as whole people: their ideas, 
attitudes, feelings, physical being. 

Adults have unique learning Use a variety of training techniques. 
styles. They learn in different Establish an atmosphere of respect and 
ways, at different rates, and understanding of differences. 
from different experiehces. 

Participants bring relevant and Provide opportunities for sharing 
important knowledge and information. 
experiences to the workshop. Discuss and analyze participants' 

experiences. 

Use participants as a resource and 
encourage them to participate and share 
their experiences. 

Source: www.rhrc.org/resources/generalalfieldtools/tool~~. 

9.2.3 Principles of Participatory Training 

The salient features of participatory training principles are as follows. 

Participatory training is participant centered. The training rises out of specific 
needs of participants as articulated by them. 

The learning not only imparts new knowledge but also generates awareness . 
and builds skills. 

, Learning is derived from the experiences of the learners. Experiential learning 
is crucial to participatory training. 

Participatory training requires a learning environment where learners and 
their experiences are valued and they feel psychologically secure and safe 
to unlearn, try their new ideas and share their experiences. 

Participation of learners in the entire training process is valued. Consequently 
they develop their own norms, values and take responsibility for their own 
learning. 

The role of trainer is very crucial. The trainer believes not only in the 
partxipatory principles, but demonstrates it as a way of life. 



Figure 9.2: Active Learning Method of Participatory Raining 

Source: www.rhrc.org/resources/general~fieldtools/toolkit/. 

Roles and Functions of the Trainer and the Learners in Participatory 
Training: Given below is a gist of the roles and functions of both the trainer and 
the learners in participatory training. 

The Trainer The Participants 

Is a facilitator Are members of a communication 
network 

Is a good communicator Feel at ease 

Works at the same level as the Participate actively 
participants 

Respects participants' ideas and Share experiences 
experiences 

Is supportive of the learning Ask questions, make mistakes, 
process and take risks as part of the 

training process 

Is an organiser of learning Use the trainer as a resource, 
experiences guide and mentor - 

Source: www.rhrc.org/resources/general~fieldtools/toolkit/. 

9.2.4 Spheres of Influence 

Participatory Training: 
Concept and Process 

The training programme design is perhaps the most difficult task as factors outside 
the training sphere influence the interaction inside the training room. Interactions 
within training are influenced, enhanced or impeded by the wider spheres where 
training policies are formulated and decisions are made. For instance, the trainer 
who follows a bottom-up problem oriented conscientisation processes might 
face problems if operating in a highly centralised political framework. Figure 
9.3 helps us to understand the ways in which interactions within a training room 
are influenced by the wider spheres outside the training room. An initiative in 
any one of these circles can cause ripples in both directions. When resources are 
scarce, institutional attitudes are rigid and directive; designing a participatory 
training programme can be full of constraints. 
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You might be a member of staff of an institution engaged to provide training. 

You might be an official of a govt department charged with the responsibility 
of planning training projgrammes. 

You may be an advisor working for an international agency with 
responsibility for collaborating with implementing organizations in planning 
and implementing training. 

/ Nation \ 

Figure 9.3: 

- 
Influences of Wider Spheres on the Interaction inside the Training Room 

Source: United Nations Centre for Human Settlements (Habitat), 1988: 27. 

The preliminary identification of spheres and roles makes distinctions between 
levels of decision-making, when we consider the variety of steps in programme 
design. 

- - 

Check Your Progress 

Notes: a) Space given below the question is for writing your answer. 

b) Check your answer with the one given at the end of this unit under 
"Answers to Check Your Progress". 

1) State salient principles of participatory training 
................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 

................................................................................................................ 
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9.3 STEPS IN PARTICIPATORY TRAINING Participatory Training: 
Concept and Process 

PROCESS 
Participatory training process emphasises a systematic and comprehensive effort 
to design, conduct and evaluate a training programme. It comprises a series of 
steps in three distinct phases. The pre-training phase focuses on designing of the 
training programme. During the training phase, focus is on group facilitation, 
debriefing and consolidation, and creating a conducive learning environment. 
The post-training phase includes such steps as evaluation, follow-up and report 
writing. We will here first discuss the spheres of influence and then go on to pre- 
training, during training and post-training phases of the participatory training 
process. 

9.3.1 Pre-Training Phase: Desigi~ing Training 
This is the most critical and most creative component of the training programme. 
It comprises the following steps. 

a) Conducting learningltraining needs assessment. What do participants want 
and need? What does the organisation want and need? 

b) Formulating objectives based on organisational and personal needs. 

c) Identifying content from the objectives. 

d) Sequencing the content. How to start a programme and end it? How to 
sequence the various content to develop the pace for learning? 

e) Choosing the methods. 

a) Conducting Training Needs Assessment: What is meant by training needs 
assessment? A training needs assessment is the process of identifying the 
requirements in a given situation, in this case, what the trainees in the 
workshop need to learn. If we are engaged in a programme of basic education 
and we want to promote a deeper commitment on this issue in the village 
education committee, then the members of the village education committee 
become the learners. 

Why training needs assessment is vital? I 
I 

To develop long and short range plans of action. 

To help set priorities. 

To develop support and stimulate action. 

To design a workshop that will provide the participants with the knowledge, 
skills, and attitudes needed in their jobs. 

How is one to assess training needs? 

Identify the information needed. 

Identify the sources of information. 

Broadly, there are three sources for identifying training needs of a particular 
group. Although they are independent sources for gathering information, you 
must consider them as complementary to one another in order to prepare a 
consolidated list of training needs. The three sources.are: 
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become a source of information about their learning needs. This exercise 
can be done for each individual learner, for the entire group of learners as 
well as for an organisation as a whole. Make sure that the job description is 
complete and accurate (Add or revise tasks as needed). 

Existing records, documents and other such materials can also become useful 
sources of information. These records may be minutes of meetings, progress 
reports, performance review documents, etc. They can also be records of 
events and problems that a group of learners might already have worked on. 

Previous training conducted with the same learners and reports of the session 
could also be a source of useful information. Some time these reports may 
also have future learning need assessment. 

Result of need assessment 

A needs assessment identifies the gap between the present situation and the 
desired situation. 

You can examine both present and desired behaviour, knowledge, skills 
and attitudes. 

' You can collect data, which will be useful during the evaluation stage. 

Given below are some Dos and Don'ts regarding need assessment. 

Some Dos and Don'ts 

Dos 

Make systematic and comprehensive design efforts 

Know the background and the needs of the participants 

Don'ts 

Borrow standard formats and designs from others 

Fit session to requirement and availability of trainers, training 
institutions and resource persons' availability 

Organize materials and locations to suit the need of trainers, training 
institutions and budgets 

Identify content to suit the methods 

Source: PRIA.1996. Insights to Participutory Training. New Delhi: PRIA (Mimeo). 

b) Defining Objectives: What is meant by defining objectives? An objective 
is a specific statement of what a participant must be able to do in order to 
demonstrate that he or she has achieved the knowledge, attitudes, and skills 
necessary to complete a task. Each objective must be: 

Specific: It must state exactly what the participant will do. 

Measurable: It contains quantitative terms (e.g., numbers, percentages). 

Attainable: It is possible for the participant to accomplish. 

Relevant: It is related to what is needed on the job. 

1 7  Time Bound: It states how long it will take to achieve the objective. 



t Why should we define objectives? 

All learning needs do not get fulfilled through a single training programme. 
, 

We have to make a choice of those learning needs that can actually be 
addressed in a structured, systematic and planned training programme. 

Foci of learning can be classified in three ways. 

i) The first is learning of knowledge i.e. gathering of information, concepts, 
and ideas. This is "cognitive learning9'- it includes mental, abstract 
and intellectual effort. 

ii) The second focus of learning is called awareness where an emotional 
appreciation of the issues is aimed at. It includes themes like motivation, 
commitment, values, emotions, (matters of heart), etc. 

iii) The third focus of learning is to build skills in a specific area, for 
example, skills in vaccination. This framework of learning helps us to 
separate and clearly specify the objective of a particular training 
programme. 

Objectives serve to relate the content of the training to the knowledge, skills, 
and attitudes identified in task analysis, which is based on the desired job 
performance of the participants. They make planning and implementation 
of training focused, effective, and efficient. They are the standards used to 
evaluate the training. 

How do we define objectives? 

Determine skills, facts and attitudes which learners already have and identify 
those they need to leam (expectations). In the training workshop stress only 
those facts that participants MUST learn to be competent in their work (see 
Figure 9.4). The objectives of training programme are directly linked to 
what the learners need to learn. 

Use active verbs when writing: obiectives. 

Participatory Training: 
Concept and Process 

Figure 9.4: Focal Point 

Source: www.rhrc.org/resources/general~fieldtools/toolkit/. 

Here, you can look at an illustration given below regarding Participatory Training 
on Panchayati Raj. 
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To acquire information and knowledge on Panchayati Raj System, 73rd 
Constitutional Amendment Act in rural development, empowerment of 
women and dalits 

Practical grassroots experience with gram panchayats 

Ways to communicate the essence of Panchayati raj system to ma1 
masses 

Objectives 

To develop an understanding of Panchayati Raj System with special 
reference to 73'* Constitutional Amendment Act and its role in 
community development and empowerment 

To sensitize the development workers to strengthen gram sabha and 
gram panchayat 

To develop an understanding of various low cost methods of 
communication to spread the message of Panchayati raj to marginalized 
sections of society. 

c)  Identifying Content from the Objectives: Once we have derived the 
objectives of a particular training programme precisely, the next task in 
designing is to identify the content, which will help us to achieve those 
objectives. 

In identifying the content, we once again need to look at: 

Who our learners are? 

What is their level? 

What is their starting point? 

What do they already know? 

How much detailed information can be given? 

Which combination of learning foci need to be emphasized with a particular 
group of learners? 

For example, suppose a training programme to generate greater commitment 
towards education of the girl child among members of the village education 
committee has to be conducted. This would rqquire an emphasis on creating 
awareness rathzr than skills because the village education committee is not directly 
responsible for teaching; that is the job of the teacher. 

The elaboration of content in order to respond to each of the objectives of training 
requires considerable knowledge of the subject matter. Experts may have to be 
consulted. Yet, it must be ensured that the content is appropriate to the level of 
learners and not overly detailed. 

d) Sequencing the Content: Having identified different content areas, the 
seauence or flow of different contents needs to be specified. The important 
thing in sequencing is to determine how the entire training programme will 
fldw from the beginning to the end and how one content area follows another. 



There are several important considerations when determining a useful sequence. Participatory Training: 
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knowledge and learning to other. Sequencing of the content can be done in the 
following ways: 

First, the content related to the individual is dealt with followed by content 
related to the group, moving on to the community and then to the society. It 
is a micro to macro sequencing of contents. 

For example, Micro-Macro Sequencing of Contents for a Sensitisation Workshop 
on Violence against Women can be illustrated as follows. 

Individual case studies 

4.15 pm- 6.00 pm Individual strategies to Individual 
overcome violence against assignment and 
women group discussion 

Second, the sequence moves from society to community to the group 
followed by self. This is macro to micro sequencing. Look at another 
illustration below. 

Macro-Micro Sequencing of Contents for a Sensitisation workshop on PRls 
for first time Pradhans of Panchayats. 
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Third, is a combination of these two sequences, where one starts with macro, 
comes to micro and then moves again to the macro level. The sequence 
flows from society to community to group to self and back to the group to 
community to society. 

9.30 am - 11.00 am 

11.00arn-11.30am 

11.30- 1.00 pm 

1 .OO pm-2.00 pm 

2.00 pm - 3.00 prn 

3.00 pm- 3.30 pm 

3.30 pm- 5.00 pm 

e) Choosing Methods: The last step in the process of designing is selection of 
appropriate methods. In this area of work, we use learning-training methods 
as these address each focus of learning directly. 

If the focus of learning is knowledge, concepts and information, it can be best 
provided through what is known as the lecture method. The other methods of 
acquiring new knowledge could be demonstration, field visits, etc. 

Roles and responsibilities of 
Pradhan 

Tea 

Factors promoting and 
hindering functioning of 
Pradhans 

Lunch 

Presentation of group report 
and discussion 

Tea 

Plans for applying learning to 
own work 

For literate participants, reading materials can also be provided. But the 
quality, level and appropriateness of those materials need to be ensured. 

Lecture 

Case study . 

Individual 
assignment and 
group discussion 

Other aids like flip charts, posters, transparencies, etc. may also be used. 
But essentially the purpose of a lecture, either by one person or by a panel 
of persons, is to provide additional information, new knowledge and concepts 
to the group of learners. 























































Do not predict what the speaker is trying to say - do not jump to conclusions. Learning Environment of 
Participatory Training 

Do not pretend to have understood when you have not. Clarify your 
doubts, and request the speaker to re-explain. 

Do not become defensive and do not argue or interrupt. 

To ensure that we are listening attentively we should from time to time 
restate, repeat and summarise what we think is being said. 

ii) If I have to analyse the direction and mode of communication in a group 
process, I need to pay attention to different people and the processes involved 
in the group. Basically the focus of my listening and observation will be on 
the following, as they would help me to analyse the direction and mode of 
communication in a group. 

Who talks? For how long? How often? 

Who talks to whom - To the group as a whole or to some people in the 
group? 

Who talks after whom? Is it encouraging or challenging? 

Who interrupts whom? Are some people interrupted all the time? 

Do the members listen to each other? 

What non-verbal messages are being conveyed? 

2) i) There are various factors that affect participation of members in a group 
decision-making process. The important of these factors are: 

The content and task of the group - is it interesting, important and 
relevant? 

The physical atmosphere - is it physically, socially and psychologically 
comfortable? 

The psychological atmosphere - is it accepting or non-threatening? 

The level of interaction and discussion - is adequate information provided 
for everyone to understand? Is it at the level everyone understands? 

Familiarities between group members - do members know each other 
from before? 

ii) In a group decision-making is done in different ways. In majority of the 
situations decision-making in a group happens is one or more of the ways 
given below: 

The plop: A decision is suggested by one individual, to which there is no 
response and the decision is adopted. 'Plopping" usually occurs in a new 
groups, when a number of members have equal status, or when one member 
is overly aggressive. 

Self-authorised: The individual who assumes authority makes a decision. 
The others find it easier1 convenient to accept the decision than to reject it. 
The essential difference between this and the 'plop' is that the 'plop' is not 
tendered with authority but gets adopted by default, whereas in this case the <. 

decision is tendered with the assumption that it will be adopted. 

Pairing: Two individuals joining forces make a decision. One floats the 
idea, other seconds it and the decision is made on behalf of the group. 
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Consensus: This is essentially a minimum consent by all. It is important to 
differentiate between a true and a false consensus. True consensus occurs 
when everyone has contributed to the discussion, all angles have been 
considered and everyone is in full agreement. This type of consensus, though 
desirable is not always possible. What can be aimed at is that everyone feels 
they have had the opportunity to put forth their views and influence the 
decision, it was a good and open discussion, and they are prepared to act on 
the decision taken. 

Vote: The decision depends upon the number of people adhering to it. Vote 
may be taken by a show of hand or even by ballot. This is followed when 
other ways fail in decision making. 

iii) Problem-solving is a vague process. One needs to follow definite steps to 
solve a problem. I will follow the following broad steps in solving a problem: 

Firstly, I will clearly define the problem. 

Secondly, I will look for different solutions that may have any relevance to 
the problem. 

Thirdly, I will evaluate the various alternative solutions on the basis of 
constraints and available resources and choose the most appropriate one 
from the available alternatives. 

Finally, I will implement the solution through a plan, and evaluate it to 
assess how best the problem is solved by it. 

3) i) Leadership styles may be classified on the basis of the behaviour of the 
leader: 

The Autocratic Leader: who imposes his own will with very little concern 
for the members' needs opinions and preferences. Such a leader has great 
concern for,accomplishing the task but little or no concern for the members. 

The Laissez-faire Leader: who has little or no concern for the task at hand, 
but is concerned about the people, letting them act according to their own 
wishes. 

The Democratic Leader: who is concerned equally with the task and the 
people. In the ultimate democratic tradition, the leadership function is shared 
between members of the group. 

ii) I will follow one or more of the following ways to deal with conflicts in a 
group: 

Avoiding: Withdraw from conflict situation, leave it to chance. 

Smoothing: Cover up the differences and claim that things are fine. 

Bargaining: Negotiate to arrive at a compromise, bargain for gains by both 
parties. 

Forcing: Push a party to accept the decision made by some leader. 

Problem Solving: Confront the differences and resolve them on a 
collaborative basis. 




































