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Abstract 
The study assessed the level of extension trainers’ performance with reference to adult learning aspects in 
the state of Uttarakhand. Adult learning is problem centered and hence, demands different kinds of 
treatment. The study revealed that performance discrepancies existed on the part of extension trainers in 
applying ‘Learner-centred approach’ in the training programmes meant for adult learners. It was also 
observed that trainers invite participants to share their experiences at 'high' rates; however, they utilize 
trainees’ experiences very ‘low’. Trainers’ performance was found to be ‘low’ in discussing ‘pre-designed 
course contents with participants’ and ‘opportunities for self-evaluation of progresses’ were rarely provided. 
The study calls for training of extension trainers in adult learning aspects in order to achieve desired result in 
the field of agriculture and rural development.      
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Introduction 
The challenge of extension trainers lies in facilitating the 
adult learning process in order to achieve desired result 
in the field of agriculture and rural development.  
Adult learners wants to participate in the learning 
process, wants solutions of their problems, seeking equal 
opportunities for application of learning and wants to be 
treated with due honour. Supekar et al. (1991) pointed 
out that ‘adult teaching methodologies’ are essentially a 
part of instructor’s training curriculum. Ebun-cole (1992) 
in a study of Sierra-Leone also recommended the use of 
basic adult education principles in the change  
agent-farmer relationship. Iffner and Douds (1988) 
designed a workshop to impart non-trainers or 
occasional trainers about the basic skills for developing 
and conducting effective training. The curriculum aimed 
to help non-trainers to develop training plan geared to 
the learning needs of adults and conduct training using 
the training plan developed. The course covered 
exposure of adult learning principles as a basis for 
understanding training. On the other hand, studies 
reported that adult learning theory is widely understood; 
however, it is used with much less frequency in practice 
(Vella, 2001). Keeping these in view, this study was 
planned with a view to assessing the extension trainers’ 
level of performance in relation to adult learning aspects. 
 
Materials and methods 
Study population: The study was conducted in the state 
of Uttarakhand. The organization of the state which 
forms the locale of the study includes Krishi Vigyan 
Kendras; Directorate of Extension Education, GBPUAT, 
Pantnagar; Uttarakhand Institute of Rural Development, 
Rudrapur and Extension training centres of Uttarakhand. 
The data for the investigation were collected from  
115 extension trainers working in the organizations. 

 
Study design: The study was conducted following 
proportionate stratified random sampling method.  
The data were collected with the help of structured 
questionnaire. Training performance of trainers was 
analyzed and ranked by calculating weighted mean 
score (WMS) for each major as well as sub-areas of 
adult learning aspects. Besides, performance of the 
respondents were categorized into three levels i.e., low, 
moderate and high level of performance using the 
procedure followed by Dasgupta (1989).    
 
Adult learning aspects: There are several aspects to be 
kept in mind by the extension trainers while conducting 
training programmes for adult farmers. In this study, 
following major areas of adult learning were considered 
essential for improving the performance of extension 
trainers: 
1. Creation of learning environment   
2. Recognition of individual differences 
3. Learner-centred approach 
4. Facilitating adult learning 
5. Use of motivational techniques 
 
Results  
1. Trainers’ performance in major areas of ‘Adult 

learning’:  
Table 1 reveals that trainers’ performance was ‘low’ in 
‘use of motivational techniques’ (3.43) and ‘Learner 
centred approach’ (3.43). This may be due to trainers’ 
lack of understanding of some of the basic principles of 
adult learning. However, performance of trainers was 
‘high’ in ‘creation of learning environment’ (3.82).  
The level of performance was found to be of ‘moderate’ 
order in case of ‘Recognition of individual differences’ 
(3.64) and ‘Facilitating adult learning’ (3.57).    
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Jackson (2001) also identified some essential skills to 
become a trainer, such as, ‘analyzing what makes things 
work well’, ‘creating conditions in which others can 
perform at their best without fear of mistakes’, 
‘presenting new skills or information’, ‘structuring the 
learning’; ‘supporting, encouraging, motivating and 
reporting back to trainees’.  
 
2. Trainers’ performance in sub-areas of ‘Adult learning’: 
a) Creation of learning environment: Table 2 depicts that 

performance of trainers was ‘high’ in ‘Ensuring proper 
seating arrangements’ (4.09) for trainees. However, 
trainers’ performance in ‘Ensuring proper light, 
temperature and ventilation in the training room’ 
(3.80), followed by ‘Arranging training equipments’ 
(3.77) and ‘Maintaining strict attendance’ (3.63) were 
found to be of ‘moderate’ order. 
  

b) Recognition of individual differences: It is evident 
form Table 3 that the activity in which trainers’ 
performance appeared at the ‘top’ was ‘Teaching 
basic know-how of practice’ (3.81), whereas, ‘Utilizing 
the trainees’ experiences’ (3.35) was appeared at 
‘bottom’. This may be due to trainers’ lack of 
knowledge on ‘applied andragogy’. The activities 
‘Using number of A-V aids’ (3.67) and ‘Giving 
sufficient time to learn and relearn’ (3.62) were 
ranked at fourth and fifth place, respectively. 
Performance of trainers in ‘Repeating what was being 
told’ (3.70) and ‘Providing opportunities for practice 
and drill’ (3.69) were ranked at second and third 
place, respectively. 

 

 

 
 

 
c) Learner-centred approach: A perusal of Table 4 

shows that trainers’ performance was ‘low’ in 
‘Discussing predesigned curriculum with participants 
before starting of training’ (3.28) and ‘Providing 
opportunities for self-evaluation of progress’ (3.15). 
However, performance of trainers was ‘high’ in 
‘Inviting participants to share their experiences’ 
(3.87). The table further revealed that trainers’ 
performance in the activities like ‘Preparing courses 
after thorough investigation about participants’ (3.62); 
‘giving tasks to participants according to their 
interests, abilities and experiences’ (3.42)’ and 
‘Involving trainees as group leader in the training 
process’ (3.34) were ranked at second, third and 
fourth place respectively and found to be of 
‘moderate’ order. 

 
d) Facilitating adult learning: It is evident from Table 5 that 

trainers’ performance was found to be of ‘high level’ in 
‘Asking questions to stimulate thinking and recalling’ 
(3.84). However, trainers' performance was ‘low’ in the 
activities ‘Restating the participants’ input’ (3.30), followed 
by ‘Recording participants’ input on board/flip charts’ 
(3.10). The performance of trainers in the activities, 
‘Maintaining eye contact with trainees’ (3.82), 'Paying 
attention to what was being said by the trainees' (3.74), 
‘Making physical movements in the training room’ (3.68) 
and ‘Summarizing the key points’ (3.51) were ranked at 
second, third, fourth and fifth place, respectively and 
found to be of ‘moderate’ order.  

 

Table 1. Trainers’ performance in major areas of ‘Adult learning’. 
S. No. Activities WMS Rank Level of performance 

1. Creation of learning environment  3.82 I High 
2. Recognition of individual differences  3.64 II Moderate 
3. Learner-centred approach  3.43 IV Low 
4. Facilitating adult learning  3.57 III Moderate 
5. Use of motivational techniques  3.43 IV Low 

X  = 3.58; SD = 0.16; CV = 4.56. 

Table 2.  Trainers’ performance in ‘Creation of learning environment’. 
S. No. Activities WMS Rank Level of performance 

1. Ensuring proper light, temperature and 
ventilation in the training room 3.80 II Moderate 

2. Ensuring proper seating arrangements  4.09 I High 
3. Maintaining strict attendance  3.63 IV Moderate 
4. Arranging training equipments  3.77 III Moderate 

X  = 3.82; SD = 0.19; CV = 4.99. 

Table 3. Trainers’ performance in ‘Recognition of individual differences’. 
S. No. Activities WMS Rank Level of performance 

1. Providing opportunities for practice and drill  3.69 III Moderate 
2. Utilizing the trainees’ experiences  3.35 VI Low 
3. Teaching basic ‘know-how’ of practice  3.81 I High 
4. Using number of A-V aids  3.67 IV Moderate 
5. Repeating what was being told 3.70 II Moderate 
6. Giving sufficient time to learn and relearn  3.62 V Moderate 

X  = 3.64; SD = 0.15; CV = 4.25. 
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e) Use of motivational techniques: Table 6 shows that 

trainers’ performance in ‘Praising learners when 
appropriate results are shared’ (3.84), followed by 
‘Encouraging learners to take initiative’ (3.80) as 
techniques of ‘Motivation’ were ranked at first and 
second place respectively and found to be of ‘high’ 
level. However, performance of trainers in the activity 
‘Announcing reward for right answer’ was figured at 
'bottom' with weighted mean score 2.76. Trainers’ 
performance in the activities, ‘Providing frequent  
feed-back’ (3.50), ‘Work along with learners’ (3.48), 
‘Specifying clear-cut goal to be achieved’ (3.45), 
‘Using different approaches to delivery’ (3.41) and 
‘Using small group activities’ (3.22) were ranked at 
third, fourth, fifth, sixth and seventh place, 
respectively and found to be of ‘moderate’ order.  

 

 
 

 
 

 
 

 
 
Discussion 
The study of extension trainers’ performance with 
reference to adult learning aspects revealed that trainers’ 
performance was ‘low’ in ‘Learner-centred approach’ 
(3.43), and ‘Use of motivational techniques’ (3.43).  
Also, the micro-level study showed that discrepancies 
existed in the activities, ‘Utilizing the trainees' 
experiences’ (3.35); ‘Providing opportunities for  
self-evaluation of progress’ (3.15), ‘Restating 
participants’ input’ (3.30); ‘Recording participants’ input 
on board/flipcharts’ (3.10); and ‘Announcing reward for 
right answers’ (2.76). Ostroff and Ford (1989) observed 
that one of the purposes of conducting training need 
assessment is to determine whether there are 
performance problems and if so, whether training is a 
possible solution.  
 

Table 4. Trainers’ performance in ‘Learner-centred approach’. 
S. No. Activities WMS Rank Level of performance 

1. Preparing courses after thorough 
investigation about participants   3.62 II Moderate 

2. Discussing pre-designed curriculum with 
participants before starting of training  3.28 V Low 

3. Giving task to participants according to 
their interests, abilities and experiences  3.42 III Moderate 

4. Inviting participants to share their 
experiences  3.87 I High 

5. Involving trainees as group leader in the 
training process  3.34 IV Moderate 

6. Providing opportunities for self-evaluation 
of progress  3.15 VI Low 

X  = 3.43; SD = 0.24; CV = 7.26. 

Table 5. Trainers’ performance in ‘Facilitating adult learning’. 
S. No. Activities WMS Rank Level of performance 

1. Maintaining eye contact with trainees  3.82 II Moderate 
2. Making physical movements in the training room  3.68 IV Moderate 
3. Paying attention to what was being said by the trainees  3.74 III Moderate 
4. Asking questions to stimulate thinking and recalling  3.84 I High 
5. Restating the participants’ input  3.30 VI Low 
6. Recording participants’ input on board/flipcharts  3.10 VII Low 
7. Summarising key points  3.51 V Moderate 

X  = 3.57; SD = 0.26; CV = 7.51. 

Table 6. Trainers’ performance in ‘Use of motivational techniques’. 
S. No. Activities WMS Rank Level of performance 

1. Praising learners when appropriate results are shared  3.84 I High 
2. Encouraging learners to take initiative  3.80 II High 
3. Using different approaches to delivery  3.41 VI Moderate 
4. Announcing reward for right answer  2.76 VIII Low 
5. Providing frequent feed-back  3.50 III Moderate 
6. Specifying clear-cut goal to be achieved  3.45 V Moderate 
7. Work along with learners  3.48 IV Moderate 
8. Using small group activities  3.22 VII Moderate 

X  = 3.43; SD = 0.34; CV = 9.90. 
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Moreover, discussion with the trainers and personal 
observations of the researcher revealed that trainers’ 
performance problem can be best addressed through 
formal training programme. Gano (1994) pointed out that 
one of the root causes of degraded human performance 
is inadequate training. As such, the study clearly 
indicates the specific training needs of extension trainers 
with reference to ‘Adult learning’ are ‘Learner-centred 
approach’, ‘Facilitating adult learning’ and ‘Use of 
motivational techniques’. These specific training needs 
could be grouped into three ‘modules’, viz., “Learners 
centred approach”, “Facilitation skills” and “Motivation” 
for the purpose of designing formal ‘Training of Trainers’ 
programme. The training of extension trainers on adult 
learning aspects using modular approach would help 
building capacities of extension trainers in effective 
‘Training management’.    
 
Conclusion 
Proper understanding and application of adult learning 
principles is the key to success of extension training. 
However, the results of the study shows that 
performance discrepancy existed in following the  
learner-centred approach and motivating the learners.  
It was observed that trainers invite participants to share 
their experiences at 'high' rates; however, they utilize 
trainees’ experiences very ‘low’. This clearly indicates 
trainers’ lack of knowledge on ‘applied andragogy’. 
Trainers’ performance was found to be 'low' in discussing 
‘pre-designed course contents with participants’ and 
‘opportunities for self-evaluation of progresses’ were 
rarely provided. As such, training of extension trainers on 
'adult learning aspects' is vital for ensuring maximum 
participation of trainees and thereby making the training 
programmes more fruitful. 
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