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Abstract 
Proper ‘Training of Trainers’ is of paramount importance in improving the quality of agriculture and rural 
development training. However, the progress in training of extension trainers in India is slow and gradual.  
It is a common knowledge that training in corporate sector has gone far ahead in content and methodology.  
In a ever-changing environment, wherein technology keeps on changing rapidly, the existing skills become 
redundant and need for newer skill is constantly felt. Professionalism in training calls for a different kinds of 
sensitivity, besides subject matter knowledge to deal with adult clientele. Moreover, Indian agriculture has 
donned a new look in the wake of globalisation and WTO regime resulting in shifting of production oriented 
technology to market oriented knowledge and technology. This calls for strengthening the efforts for ‘training 
of trainers’ following systems approach. As such, in this review, an attempt was made to examine the 
agricultural trainers’ development system in India from a historical perspective. 
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Introduction 
Training plays a pivotal role in shaping the ever changing 
society. Leafing through the pages of history, we find that 
people had been transmitting their knowledge and skills 
gained through experiences in life to fellow human 
beings to enhance productivity. Thus, to facilitate the flow 
of knowledge and skills, the development process, 
termed as ‘training’ has become an important vehicle.  
In the fast changing world, today’s most important skills 
become obsolete the very next day. Workers must learn, 
unlearn and relearn to develop themselves with the 
advancement of science and technology. As a result, 
importance of training has increased day by day. 
Training is instrumental for earning entry into and 
enjoying the satisfactions associated with the world of 
work (Goldstein, 1989). Over the last few decades, 
training has emerged as a major profession and 
discipline. The scope of training is at present not 
confined only to develop knowledge, skills and attitude, 
but also covers the domains of human relations and job 
performance. Training has become an essential part of 
Human Resource Development (HRD).  
 
Training in Indian context 
Kautilya’s ‘Arthasastra’ provides ample testimony of 
‘Human Resource Management’ in India. Kautilya gave a 
vivid picture on staffing and personnel management, 
qualifications for job, selection procedure, executive 
development incentive systems and performance 
evaluation. The cultural history of the country shows how 
village craftsmanship transmitted from generation to 
generation in the form of training. Even we find the trace 
of knowledge transmission in traditional proverbs, ballads 
and rituals.  
 

 
The Indian Society for Training and Development (ISTD) 
was established in the year 1969 with an objective to 
promote better and more effective utilisation of human 
resources through education, training and development 
in all spheres of government, agriculture, industry, 
commerce, education, infrastructure services and other 
sectors. The training division of department of personnel 
and training, Government of India, in collaboration with 
overseas development administration, UK began a trainer 
development project in three phases during 1983-1996. 
The aim of the project was to upgrade the training 
capacities of centre and state training institutions. During 
1991-1994, 5 ‘Regional Training Centres’ (RTCs) were 
strengthened to offer quality training and thereby 
improving the performance and efficiency in civil services 
(Cloyd, 1967; Singh, 1998; Veerabhadraiah, 1999; ISTD, 
2007). 
 
Agricultural Trainer Development in India: A historical 
perspective 
The importance of training was quite necessarily felt by 
the planners and policy makers of India for mobilising 
agricultural development since inception of Community 
Development Programme (1952) and National Extension 
Services (1953). The process of in-service training was 
later expedited through the establishment of first 
Extension Education Institute (EEI) at Nilokheri in 1959, 
followed by other three at Anand (1962), Hyderabad 
(1962) and Jorhat (1987). The first EEI was established 
during second five year plan (1957-1961) for training of 
trainers of GTCs. However, the activities of EEIs have 
undergone change from time to time depending upon the 
requirement placed on them (Misra, 1990).  
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At present EEIs are regional level training institutes 
aimed at training middle level extension personnel on 
basic and advanced training methodologies. With the 
establishment of first state Agricultural University at 
Pantnagar (1960) and subsequently at other states of the 
country, it becomes possible to train the trainers of state 
training institutes and to develop master trainers of 
research stations and universities. During 1961-65, IADP 
and IAAP had been adopted and training infrastructure 
created for the purpose were introduction of higher 
training of one year in agriculture and two months 
refresher training of grass root functionaries in-charge of 
agricultural production. The ICAR system had also 
offered training exposure to extension personnel at 
national level. The advanced centres of training (1988) 
imparted advanced training to subject matter specialists 
at district and sub-divisional levels in selected subject 
matter areas of specialisation are located at the State 
Agricultural Universities, ICAR Institutes and Crop 
Research Directorate of the ICAR. The National Training 
Courses are organised by Directorate of Extension at 
different institutions, namely, ICAR Research and other 
institutes, Project Directorates of ICAR, National 
Research Centre of ICAR, ACTs, SAUS, Central 
Government Organisation and a Solitary Research body 
registered as a society (Misra, 1990).  
 
The large network of frontline ICAR-SAU extension 
system consists of 630 Krishi Vigyan Kendras (KVKs),  
10 Trainers’ Training Centre (TTCs), 70 IVLP centres 
and 44 ATICs in the country. The trainers of Extension 
Training Centre (ETCs), Gramsevak Training Centres 
(GTCs) and Farmers’ Training Centres (FTCs) were 
trained at training centres of ICAR and state Agricultural 
Universities. Establishment of Krishi Vigyan Kendras 
(KVKs) following the recommendations of Education 
Commission (1964-66) and Dr. Mohan Sinha Mehta 
Committee report (1973) can be considered as an 
important milestone in the history of farmers’ training in 
India. One of the important mandates of KVK is 
conducting training programme for grass root level 
extension workers and personnel from NGOs. To provide 
specialised training to the trainers of KVKs, Gram 
sevika/Gram Sevak Training Centres; ICAR established 
Trainers’ Training Centres (TTCs) in the country.  
Both KVKs and TTCs are innovative institutions for 
providing practical training to farmers as well as  
in-service personnel. The Agricultural Extension Division 
of ICAR is responsible for training of trainers in frontier 
areas of technology such as dry land agriculture, animal 
production, horticulture, fresh water aquaculture, marine 
fisheries, hill agriculture, agricultural engineering and 
women in agriculture in TTCs. In 1986, National Institute 
of Agricultural Extension Management (MANAGE) was 
established at Hyderabad to train the trainers of research 
stations and universities on extension, managerial and 
training methodologies. MANAGE was also expected to 
serve as think-tank and centre for excellence in HRD for 
extension in the country.  

 
The National Academy of Agricultural Research 
Management (NAARM), Hyderabad has also been 
involved in organising regular training courses for senior 
officers/managerial personnel in agricultural 
administration, supervision and management. The other 
institutes like National Institute of Rural Development 
(NIRD), Indian Veterinary Research Institute (IVRI), 
Central Institute of Fisheries Technology, Indian Institute 
of Management, International Crop Research Institute for 
the semi-arid crops, Central Soil and Water Conservation 
Research and Training Institute etc. are also organising 
various training programmes for extension trainers in the 
country. State Institute of Rural Development (SIRD) was 
established in all the states of the country catering to the 
training needs of Panchayat and Development workers.  
Training was given top priority by Training and Visit  
(T and V) system of agricultural extension initiated at 
Rajasthan and later extended to other parts of the 
country (1974). The master trainers of SAUs train the 
subject matter specialists of State Department of 
Agriculture in the monthly workshops organised under  
T and V system. The Agricultural Extension Officers and 
Village Level Extension Workers were provided with 
regular and systematic training at fortnightly training 
session under training and visit system. Besides these, 
regular in-service training was conducted for  
sub-divisional and district extension officers and research 
staff, and seasonal zonal meetings for senior extension 
and research staff. 
 
The director of extension was assisted by a senior 
training officer in determining the training priorities. 
Based on the training needs of staff, a training 
programme was developed. As a rule of thumb, every 
member of the extension service should attend each 
year at least one special training course (i.e. training 
other than the regular sessions) and one short 
orientation or re-orientation session (Benor et al., 1984). 
However, T and V system could not yield better result as 
envisaged. It miserably failed to establish a two way 
communication between farmers and extension staff and 
between extension staff and agricultural scientists.  
As a result, in order to revitalize the agricultural 
technology generation, assessment, refinement and 
dissemination system, ITD components was planned 
under NATP. Thus, in order to decentralize decision 
making to district level, ATMA came into existence. 
ATMA is a registered society of key stakeholders working 
for sustainable agricultural development in the district. 
The ITD-NATP has been focusing on group learning and 
group action instead of training of contact farmers and a 
few individual farmers who in turn transferred technology 
to other farmers under T and V system. As regards to 
technical competency, more emphasis has been given 
on in service training under ATMA initiative. Moreover, 
attitude of the functionaries shifted from professional as it 
was under T and V system to facilitators under  
ITD-NATP.  
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Besides these, State Agricultural Management and 
Extension Training Institute (SAMETIs) are strengthened 
under Agricultural Technology Management Agency 
(ATMA) at state level to provide quality training and 
consultancy support to state extension mechanism. 
SAMETIs would focus in the areas of management, 
communication and information technology. 
 
Extension training vis-à-vis globalisation  
The forces of globalisation in the changing economic 
scenario led the country like India to sign WTO 
agreement. Removal of trade restrictions as a major 
fallout of WTO agreement across the countries demands 
quality produce with high standards. The WTO 
Agreement on Agriculture (AoA) entered into by member 
countries in 1995 contains provision in three broad areas 
of agriculture and trade policy, such as, market access, 
domestic support and export subsidies. Moreover, the 
stated objective of the new economic policy of 
liberalisation and globalisation is to accelerate the GDP 
growth of the economy from around 5.5% achieved over 
the previous 15 years or so to 7 or 8%. If this is to be 
achieved, agricultural sector needs to be put on the path 
of sustained growth of 4%, as against only 2%  growth 
recorded in the 1990s (Ahluwalia, 2006). Thus, Indian 
agriculture has donned a new look in the wake of 
globalisation and WTO regime. This calls for shifting of 
production oriented technology to market oriented 
knowledge and technology. However, question arises 
whether Indian farmers are ready enough to meet these 
challenges and get the benefit of global partnership? On 
the other hand, it has been observed that the existing 
extension mechanism of the country is facing serious 
constraints like lack of farmers focus and feed-back, 
weak research extension linkages and poor 
communication capacity. As such, though the country 
has a long experiences of conducting farmers’ training,  
it is not in a position to build-up capacities of farmer 
entrepreneurs and serve export oriented agricultural 
development. The vocational training for farmers is one 
of the weakest links in the Indian educational system. 
Agricultural university caters to the Nation’s need for 
agricultural scientists and extension officers. An 
extensive network of Krishi Vigyan Kendras (KVKs) 
offers short and medium term courses for farmers on 
specialised subjects. The KVK network provides training 
to several hundred thousand farmers each year, but it 
can cater to the needs of only a miniscule percentage of 
all farmers. Agricultural education can be moved from the 
campus into the village by establishing a national 
network of farm schools, offering practical demonstration 
and training on land leased from farmers in the local 
community. The prime objective of the schools would be 
to impart knowledge and skills designed to double yields 
on important commercial crops. Perhaps, educated 
farmers can be trained as self-employed instruction to 
operate the farm schools as private enterprises on the 
commercial basis (Planning Commission, 2002).  
 

 
Going ahead of these, commenting on the need for  
reorientation of rural education scenario, Chadha (2006) 
pointed out the importance of regional specialisation in 
education, training and skill development, just as the 
Indian economy is steady moving to evolve region 
specific production and marketing outfits, consistent with 
the changing demand and trade pattern. Thus, training is 
still considered as continuous input for any efficient and 
result oriented technology dissemination system. These 
would definitely go to bring in challenge to our extension 
trainers in the years to come. As such, the existing 
extension systems should reorient their functions and 
develop the human resources to meet emerging 
challenges of globalisation. Therefore, there is an urgent 
need to ensure readiness for enhancing productivity of 
extension workforce in the face of globalisation. 
Productivity of key extension trainers could be enhanced 
through formulation of systematic training strategy. 
 
Conclusion 
The training of extension trainers can be broadly divided 
into two categories. First, technical content focuses 
primarily on subject matter and second, in the training 
methods and management. However, several studies 
(World Bank, 1983; Kerrigan and Luke, 1997; NATP, 
1998) reported that farmers’ trainings are mostly based 
on assumptions, rather than the results of systematic 
need assessment. Moreover, most of the trainings are 
classroom based which teach the knowledge and skills 
that trainees know rather than building upon the 
knowledge they already possess. Further, the  
follow-up programmes and ‘impact assessment’ are 
rarely organised (Rao et al., 1997). This calls for skill  
up gradation of extension trainers in the field of ‘Training 
management’, besides technical content. In case, the 
training is to be effective, the ‘trainers’, should become 
‘master trainers’ through training in different domains of 
training', soon after their recruitment. To become 
competent performer as trainers the training should 
subsume almost all aspects like identification of needs, 
design, evaluation, methods, techniques and appropriate 
choice of audio-visual aids, adult learning principles and 
practices etc. Thus, the importance of ‘training of 
trainers’ in the face of globalisation hardly needs to be 
overemphasised. The training strategy should be such 
that it should facilitate the learning of extension 
workforce, who in turn, would build-up capacities of 
farmers for global competition.  
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