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ABSTRACT

Evaluating the effectiveness of training programsery important as it aids in identifying the enttef learning
that has taken place and also provides insightoantb improve it. The Model Training Courses argaized to improve
the professional competence, upgrade the knowleddedevelop technical skills of subject matter sgists/extension
workers. It also provides an opportunity for expade sharing, problem solving and interaction betwexperts and
subject matter specialists. The present analystaipe to the evaluation of the effectiveness ofdelorraining Course on
System of Rice Intensification organized by theidndnstitute of Rice Research, Hyderabad. In ttesent study, the first
two levels of the Kirkpatrick's Four-Level Trainingvaluation Model were used. This model helps ijectively
analyzing the effectiveness and impact of the imgiin order to improve it in the future. Theaction criterion indicated
that majority of the participants were very higlsigtisfied with all the aspects of the program, ilee course content,
methodology of conducting the training program]dfigisits, practical sessions, board and lodginglifees and other
logistic arrangements in connection with the praogrhearning measures the trainees' skills and knowledge whiely t
were able to absorb at the time of training. Inghe-evaluation test 39% of the participants warthée low score category
and only 13% were in the high score category. Wdseri the post evaluation stage it was observatdothly 4% were in
low and majority were in medium 61% and high scoategory 35%. It can be concluded that training rlessilted in

substantial gain in knowledge about SRI methodaaf cultivation.
KEYWORDS: Evaluation, Model Training Course, System of Riceisification, Kirkpatricks’ Evaluation Criteria
INTRODUCTION

Training presents a prime opportunity to expand khewledge base of all employees and it helps @ne t
strengthen and improve the skills. Van Dersal (336fined training as the process of teaching,rmfog, or educating
people so that (1) they may become as well qudlidie possible to do their job, and (2) they becquoaified to perform
in positions of greater difficulty and responsityiliRefresher or Maintenance training is offeredipolate and maintain the
specialized subject-matter knowledge of the incumteRefresher training keeps the specialists, midtrators, subject-
matter officers, extension supervisors, and froatlivorkers updated and enables them to add tondwl&dge and skills
they have already. Maintenance or refresher trginisually deals with new information and new methoas well as
review of older materials. This type of trainingniseded both to keep employees at the peak ofibsesible production
and to prevent them from getting into a rut (Varrdag 1962). Training evaluation is a critical camnpnt of analyzing,

designing, developing, and implementing an effectiaining programme.(IAEA,2003). Evaluating théeefiveness of
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training can identify areas where training needprovement and may also provide insight on waysntprove it
(Machles, 2003).

The ‘Model Training Courses (MTCs) scheme has bé@aplementing since 1996 by the Directorate of
Extension, Ministry of Agriculture, Government afdia and emphasizes demand driven capacity buildinextension
managers, marketing managers and extension fuacigsnof the State development departments. Theciirate of
Extension, New Delhi sponsored an eight day modainihg course on System of Rice IntensificatioRI)}Swvhich was
organized by this Directorate’s, Transfer of Tedbgy and Training Section from September 28 to Betd, 2011. The

major objectives of the training program were
e To impart knowledge and skills about SRI technidgfiee€nhancing rice production.
» To sensitize the participants to identify field plems in adoption of SRI and
» To prepare location specific action plan for proimetand adoption of SRI.
METHODOLOGY

The ‘Model Training Courses (MTCs)' are generallyganized by ICAR institutes and State Agricultural
Universities. The MTCs are of national charactet affer training courses in specialized areas micafjure, horticulture,
veterinary, sericulture and extension. MTCs arg/ wast effective as the training infrastructure apdcialists of the host
institutes are used for imparting training. The Mbdraining Courses of 8 days duration offers ifatee between host
institutes and extension field functionaries. Thamobjectives of ‘Model Training Courses (MTCs)eéaTo improve the
professional competence, upgrade the knowledge d@veélop technical skills of subject matter spestalextension
workers and to provide an opportunity of experiesiearing, problem solving and interaction betwegreets and subject

matter specialists.

The MTC on System of Rice Intensification (SRI) lwithe above mentioned objectives was organized from
September 28 to October 5, 2011 at Indian InstibfifRice Research, Hyderabad. The participantbetraining program
were development personnel of the Agricultural depants of different states of the country. Thaltoumber of trainees
was thus 23 from 13 different states of the coufftgsam, Karnataka, Kerala, Himachal Pradesh, MimgrManipur,
Maharashtra, Madhya Pradesh Gujarat, Haryana, @di&djasthan and West Bengal). In the present sisathe concepts
of Training Cycle, the steps in training cycle amideria for evaluation of training programs hawseb applied to relate
these concepts to the results of the analysis fattefes of Model Training Course in improving theowledge of

trainees.
THE TRAINING CYCLE CONCEPT

The training cycle provides a structured way ton@ad organize an effective training program. T Bteps in

training cycle are presented in figure.l.
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ASSESS NEEDS DESIGN AND DEVELOP DELIVER EVALUATE
Assess training needs Design and develop training, Deliver Evaluate training:
* Organizational analysis applying knowledge of training Were objectives met?
* Job and task analysis learning principles ® Reaction
« Person analysis * Select training methods * Learning
Develop training « Develop detailed content * Behavior
objectives  Develop training materials ® Results

o Pilot test training program
o Train trainers

Modify and improve program

Source: Fisher, Schoenfeldt, & Shaw (2006), Rige 9.1, p. 377
Figure 1: Steps in Training Cycle

KIRKPATRICK'S FOUR-LEVEL TRAINING EVALUATION MODEL

The most popular approach to the evaluation ofitngiin organizations today is Kirkpatrick's (1998amework
of four ‘levels’ of criteria as depicted in the tige 2.In the present study, the first two levels of thekRatrick's
Four-Level Training Evaluation Model were used.sThiodel helps in objectively analyzing the effeetigss and impact
of the training in order to improve it in the fuurThe four levels are: Reaction, Learning, Behawiod ResultsBy
applying and analyzing each of these four levelg, @an gain an understanding of how effective tdi@ing was, and how
one can improve in the future.

Evaluate Reactions
« Did the trainees like the program, Distribute and analyze

the trainers, the facilities? questionnaires
* Did they think the course was useful?
* What improvements can they suggest?

Evaluate Learning

* To what extent do trainees have
greater knowledge or skill after
the training program than they
did before?

Administer

= Written tests

* Performance tests
* Graded simulations

Evaluate Behavior

 Are trainees behaving differently
on the job after training?

« Are they using skills and knowledge
they learned in training?

Collect performance data from
e Superior

* Peer

e Client

* Subordinate

Measure
EvaltatalResuits * Accidents * Morale
* Is the organization or unit better * Quality e Costs
because of training? * Productivity e Profits

* Turnover

uBce of figure: Fisher, Schoenfeldt, & Shaw (2006¥igure 9.4, p. 405

Figure 2: Kirkpatrick's Four-Level Training Evaluat ion Model

FINDINGS AND DISCUSSIONS

Profile of the Participants

The participants numbering 23, represented 13 Stdtthe country and their profile indicated thatjonity of the
participants were in the middle age group, sevetiggaants were in the range of 25-35 years, fiegtipipants were in
35-45, eleven of the participants were in the ageig of 45-55 years and a single participant wasalb5 years. Thus the
minimum age of the participants was 23 years angirmam age was 56 years. With respect to qualificatbut of 23

participants six of them were with bachelor degreagriculture, 13 with master degree, four of thesre having Ph. D
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degree. Their work experience ranged from minimun8 g/ears to maximum of 28 years. About 24 peraaithe
participants reported that they were not awarehef $RI method of rice cultivation. Designation wtke participants
represented Agricultural officers ( 6 ), Assist&ntectors of Agriculture ( 05), Subject matter Sipdists (03), Deputy
Director of Agriculture (01) SDAO (02), AAO (02),20 (02), EO (01) and one Agronomist.

Training Need Assessment

The participants’ training need assessment wasrtaien on the first day of the training programotigh a
structured schedule. During the introductory sessiaitline of the program and course content wasothghly discussed
with the participants and the resource facultylBR. As per the suggestions put forth by the pgdicts’ modifications
were made in the day-to-day schedule after trainiegd assessment. The participants’ expresseddbgcal difficulties

in disseminating SRI and problems faced by the éasnm adoption of SRI.
Design of Course Content

Fischer et.al (2006) recommends the designingamfitrg programs to satisfy two key preconditionsTodinee
readiness: What do the trainees already know? Mveuat to start the training program at the righeleve need to find out
what they already know. Design the training progranbuild on what the trainees already know. Tharse content
covered the following broad aspects of SRI methofdsce cultivation viz., Rice Research in Indiar@nt status and
future prospects, basic principles of System ofeRiotensification, results from AICRIP trials and.0Fs on SR,
physiological principles of SRI, Water managemenSRI cultivation, Soil related problems in SRItoudtion, selective
mechanization in SRI cultivation, Genotype respotts&SRI method of cultivation, Land preparationisea seed bed
nursery preparation and transplanting, use of mmaskel weeder in SRI Nutrient dynamics and efficieme SRI
cultivation with reference to organics, Diseaseaiyits in SRI cultivation, Insect pests and theinagement in SRI,
Hybrid Rice vis-a-vis SRI cultivation, Nematode blems and their management in SRI, Aerobic ricaliernate water
saving system, SRI vis-a- vis ICM, Organic souraed their uses in SRI for sustainable rice productMicrobiological
properties of soil in respect of SRI cultivatiomjadjity seed production through SRI, Identificatiohkey insect pests of
rice in glass house and fields, identification afeds and their management, action plan preparfiio8RI, extension

strategies to popularize SRI and Farmers expergeoeSRI, Scaling up of SRI.
Deliver the training program

The training program was organized for eight dayger the norms of the Model Training Course in el
equipped training hall of the Institute which prd®$ a comfortable seating arrangement and envinonriiée daily
sessions were planned for continuity in subjecttenaind with break after two sessions. All the ¢spivere covered as

planned in the course outline and the practicadlisas were conducted in the afternoon.

A training programme has a better chance of suowsbss its training methods are carefully selectedraining
method is a strategy or tactic that a trainer tiseteliver the content so that the trainees achikgeobjective (Wentling,
1992). Selecting an appropriate training methodeighaps the most important step in training agtieitice the training
contents are identified. The Course content of éhére training was implemented through lecture-cutiscussion,
practical sessions, field visits and demonstratiamsl question answer sessions. More emphasis wa&n gin

demonstration and practical sessions. Visits toldberatories, experimental fields, glass housefander’s fields were
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arranged to provide a first-hand experience tgp#mécipants with latest developments in rice pittin. The trainees had

the opportunity to interact with the farmers atiitfields and could compare SRI plots with convendl rice cultivation.
Evaluation of the Training Program

Training evaluation is often defined as the systamprocess of collecting data to determine if rinag is
effective (Goldstein & Ford, 2002; Noe, 2002). Kiatrick (1976) suggested four criteria to evalued@ing programmes:
(1) reaction, (2) learning, (3) behaviour, andr@gults. Each criterion is used to measure therifit aspects of a training
programme Reaction measures how the trainees liked the programmerimst®f content, methods, duration, trainers,
facilities, and managemeritearning measures the trainees' skills and knowledge wltiely tvere able to absorb at the
time of training. Behaviouis concerned with the extent to which the traineese able to apply their knowledge to real
field situations.Results are concerned with the tangible impact of the trginprogramme on individuals, their job

environment, or the organization as a whole.

The first two criteria suggested by Kirkpatrickgwaluate the training program were used in thegmteanalysis
to evaluate the training program. Theaction criterion indicated that majority of the participa were very highly
satisfied with all the aspects of the program, thee course content, methodology of conductingri@ing program, field
visits, practical sessions, board and lodging itéesl and other logistic arrangements in connectigtih the program
(Table 1). Therefore, it is important to measuraction, because it helps one understand how welltthining was
received by the audience. It also helps one toawgthe training for future trainees, includingniti®/ing important areas

or topics that are missing from the training.

Learning measures the trainees' skills and knowledge witieli tvere able to absorb at the time of training. At
the learning level we measure what the trainees learned and how much has their knowledge incdeasea result of
the training. The specific learning objectives daed in the training plan form the starting poimt the measurement of
change in knowledge, skills or attitude. It is im@aat to measure this, because knowing what thieetea have learnt will

help to improve future training.

To measure the amount of learning that had takacephs a result of exposure to the training progthenpre
and post knowledge test methodology was used. fidieees were administered a test based on subjattémio be
covered during the training program on the firsg dathe program and the same knowledge test waesated on the last
day of the training program. In the pre-evaluatest 39% of the participants were in the low saa@gory and only 13%
were in the high score category. Whereas, in the pealuation stage it was observed that only 4%evie low and
majority 61% were in medium and 35 % in high scxagegory (Table 2). It can be concluded that trgjrtias resulted in

substantial gain in knowledge about SRI methodaef cultivation.
CHALLENGES IN EVALUATING BEHAVIOUR CHANGE AND RESUL TS

It can be challenging to effectively measure chandehaviour as a result of being the participant of the tragni
program. This is a longer-term activity that shotalle place in the work place of the trainee afteeks or months after
the initial training.One of the best ways to measure change in beh&viorconduct observations at the trainees’ work

place and interview the peers’ subordinates andrsigor over time. It is important to note that aeior will only change
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if conditions are favourable. Moreover, effectieanning could have taken place in the trainingisadsut, if the overall
organizational culture is not conducive for any dabr changes, the trainees might not be able pdyaphat they have

learned.

The behaviour /application evaluation level attesript quantify to what extent training programs apglied to
the workplace as a result of a training programal&ating behavior is very important because it messhow well the
training actually transfers to the workplace. Qfthé levels, measuring the fingdsults of the training is likely to be the
most costly and time consuming. The biggest chgésrare in isolating and identifying which outcoia=nefits, or final
results are most closely linked to the training] #re methods to measure these outcomes overrtfadom. Evaluation at

the last two levels is difficult and also expengiillips, 2002).
PARTICIPANTS' FEEDBACK

However, the participants also emphasised the faethore field visits, interactions with scientistad farmers
for understanding practical implications of adogtithe SRI methodology. The participants’ suggested the training
content should be specific to SRI and for inclusagdrmore field visits to gain knowledge and undansting about the

practical aspects of SRI and its prospects andti@nts in adoption at farmer’s level.
CONCLUSIONS

The training program on System of Rice Intensifaatvas organised by adopting the steps in thaitrgicycle,
i.e, and systematic need assessment, design ningaiconduct and evaluation. The criteria for aatibn of training
program indicated that at the reaction level, mbjaf the trainees were satisfied and also at¢hening level, there was
substantial learning in terms of gain in knowledge the trainees measured through pre test-postntesihodology.
Majority of the trainees belonged to the medium high level of knowledge after exposure to thenirag program. The
program was thus successful in creating awaremabiareasing knowledge of the participants abdrit 8 has provided
them the technical competence to motivate farmeradopt this methodology for resource conservadiod improving

their livelihood status.

Table 1: Distribution of Trainees Based on Their Etent of Satisfaction with the Training Program

S.No Level of Satisfaction

Aspects Great Extent | Limited Extent | Not Satisfied
1 Practical orientation of the course 65.21 34.78 -
2 Relevance of reading material 100.00 - -
3 Changes in daily course schedule 91.30 8.70 -
4 Quality of training 86.96 13.04 -
5 Fulfilment of expectations 73.91 26.09 -
6 Latest technical information in training course 82.61 17.39 -
7 Technical competence of faculty 95.65 4.35 -
8 Field work/visits 52.17 47.83 -
9 Class room facilities 86.96 13.04 -
10 Audio visual facilities 86.98 13.04 4.35
11 Transport facilities 47.83 47.83 4.35
12 Overall training program 78.26 21.74 -
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Table 2: Distribution of Trainees Based on Their Krowledge Level

Category Pre-Evaluation (%) | PostEvaluation (%)
Low (>21) 39.13 4.34
Medium (Score 22-35) 47.83 60.88
High (Score 36-45) 13.04 34.78
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