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PREFACE

One of the preparatory measures for the launching of the
National Adult Education Programme from 2nd October, 1978
is establishment of training arrangements. Two seminars on
training were organised for this purpose; the first one at Udaipur
from the 16th to the 25th January and the second at Pune from
the 6th to the 17th February, 1978. This Handbook is the
result of the work done in the seminars.

In the statement made by the Union Minister of Education
on the floor of Parliament on the 5th April, 1977, he had
declared that along with universalisation of elementary education
the highest priority in educational planning would be accorded
to adult education. After extensive consultations and much
thought a Policy Statement on Adult Education and an Outline
of the National Adult Education Programme were finalised and
have now been published by the Ministry of Education. It is
hoped that the guidelines for training contained in this Hand-
book would contribute substantially to the preparation of the
NAEP functionaries for grappling with the task which awaits
them in the field.

The seminars have been a rewarding experience in mutual
learning and purposeful camaraderie. It is hoped that the
guidelines prepared in the seminars promote a similar process
in the training programines and create a general atmosphere
for fruitful participatory learning by adults in all types of
situations.

For participation in the Seminars and preparation of this
Handbook the Ministry of Education acknowledges its gratitude
to the following:

* Seva Mandir, Udaipur and the Indian Institute of

(iii)



(iv)

Education, Pune for providing the physical, secreta-
rial and other facilities for organisation of these Semi-
nars and for enabling sev”al of their staff members to
participate in the deliberations.

* UNESCO for enabling participation of Dr. R. H. Dave,
Dr. Ansar Ali Khan, Prof. H. S. Bhola and Mr. T. M.

Sakya.
* FAO for deputing M/s. Kamla Bhasin.

* The British Council for arrangiiig the participation of
M/s. John Oxenham, K. T. El*on, M. V. Doyle and
John Spenoei.

* All the participants of the two Seminais for ving
tbeir best.

* Dr. Ivan IUich and Shri J. P. Naik for their thought

A special mention must be made of the contiibutiim t&adb
by Dr. (Mfs.) Cniitta Naik, who not only chaif"\gd the Pune
Seminar with success but spent several days after that seminar
editing the drafts whieh emerged from it. It is primarily due to
her efforts that it has been possible to bring out this Handbook
so soon after the conclusion of the second Seminar.

Shri D, V. Sharma, who acted as Chief Coordinator of the
two Seminars, and Shri S. P. Jain of the Directorate of Adult
Education took responsibility for various arrangements including
preparation of background material connected with these
seminars.

A. K. JALALUDDIN
Director
Directorate of Adult Education
Ministry of Education and
Social Welfare.

March 4, 1978 NEW DELHI.



INTRODUCTION

A massive National Adult Education Programme covering
about 100 million illiterate adults within about 5 years is going
to be inaugurated on October 2, 1978. It wiU involve in the
first year of its operation (1979-80) about 4.5 million learners,
150,000 instructors, 5,000 supervisors and 500 project officers.
In the final year of the programme (1983-84) it wiU cover 35
million learners over 1 million instructors, 40,000 supervisors
and 4,000 project officers. This is the most stupendous educa-
tional task undertaken in the country since independence.

The programme which will cover the entire country (22 states
and 9 tmion territories) and will be related to the physical envi-
ronment of the area and the socio-economic and cultural condi-
tions of the people, WSl necessarily have considerable diversity.
The occupational and cultural characteristics of the learning
groups will differ from area to area and so wil the elements in
the programme which is to serve them.

Many previous attempts at organising the adult literacy and
adult education campaigns including the selective programme of
Farmers’ Functional Literacy did not succeed to the eixtent desir-
ed for several reasons among which the most important was lack
of flexibility and even more so the lack of appropriate training
programmes for instructors, supervisors and other functionaries
directly responsible for conductiiig the whole operation. While
some agencies organized short training or orientation courses,
others did not arrange any training whatsoever. It is crucial to
the success of the new programme that this past shortcoming is
not allowed to recur.

The size and diversity of the new task will necessitate well-
organised training for all the functionaries involved in the

\%
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programme throughout the length and breadth of the country.
Even though the implementation of the programme is to be largely
decentralised and scope is to be given to the field level workers
to use their initiative and resourcefulness, all of them will need
a minimum training in order to assiimilate the values and objec-
tives of the NAEP and to grasp the various techniques essential
for achieving the objectives. The states, union territories and
voluntary agencies will have, therefore, to conduct a large scale
and well-designed training operation built on the objectives of the
KAEP and sound principles of adult learning. The task is not
easy by any means but it is absolutely unavoidable.

In this task of fundamental importance, the Ministry of Edu-
cation and Social Welfare decided to seek the assistance of national
and international experts and two International Seminars were
planned with a view to identifying the roles and functions of the
main functionaries in the NAEP and developing suitable guide-
lines for their trainingl The responsibility for organising and
following up these seminars was given to the Directorate of Adult
Education of the Ministry of Education and Social Welfare. The
first Seminar was held at Seva Mandir, Udaipur from 16th to
25th January, 1978 and the second at the Indian Institute of
Education, Pune from 6th to 17th February, 1978. This hand-
book is the outcome of the intensive labour of a group of per-
sons—officials as well as non-officials—who have been active
participants in devising adult education programmes along with
various developmental training programmes oyer a long period
of time, from the viewpoint of the relevant social sciences and
principles of education, organisation and management.

The handbook has been designed with the following purposes
in mind:

(1) To develop in the trainers and trainees an under-
standing of the philosophy of the new adult educa-
tion policy and details of the goals and priorities of
NAEP :
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(2) To provide a general outline of methodology to be
adopted in the training of the different types of func-
tionaries who would be involved in the NAEP ;

(3) To provide suggestive details for the training of pro-
ject officers, supervisors and instructors so as to em-
phasise their respective roles and functions;

(4) To suggest procedures of evaluation of the training
programme from several essential angles;

(5) To indicate the institutional and organisational
structure for the training prpgrammes; and

(6) To stimulate innovative ideas on the subject of train-
ing functionaries who are to be agents of social
change, so as to increase the possibilities of the
success of the NAEP.

The chapters on trainirig and evaluation are supported by
Annexures which give illustrative outlines of a possible training
programme as well as proformae for evaluation and feed back.

As pointed out in various contexts in this handbook, much
thought and energy would have to be ceaselessly devoted to
evolving carefully, presenting succinctly and examining the validity
of suggested arrangements and methodologies. Only after consi-
derable search would it be possible to find tentative answers to
questions like : How do adults learn new behaviours and re-
flect them in new types of tasks oriented towards change ? How
do the elitist educated adults become one with the concerns of
the poor, neglected and uneducated masses ? How does the
-oppressed adult leam to change his destiny ? How does a pro-
gramme of free and relevant learning manage to protect itself
from being swallowed up by the patent characteristics of the
formal system which has persistently attempted to patternize
‘basically free individuals and to leave out the disadvantaged ?

Althou” considerable thought and varied ideas arising out
of deep individual and group study and experience have gone
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into the preparation of this handbook, it cannot be said to be th*
last word on the subject. It is to be treated as a facilitating
document which serves to initiate the training progranmie rather
than as a standard, prescriptive text. When adequate experience
of conducting the training programmes becomes available, the
guidelines given in the handbook would be re-examined, refined
or modified. It is essential for every training agency, therefore,
to maintain a careful record of the experience gained so that a
revision and modification of the handbook or production of a set
of alternative handbooks becomes possible in due course.

This handbook is to be followed by a series of booklets beard-
ing upon the various aspects of training and thus reinforce tMs
foundational effort. More material by way of case studies and
theoretical formulations would become available as NAEP takes
shape and further insights are gained in its operation over the
next year or two. It would be a service to this national endea-
vour if its official and non-official organizers keep a watchful eye
on the field work as well as on the training courses with a view
to spotting out innovative and functionally important ideas; re-
cord them, write about them and through mutual contacts
generate an atmosphere of participatory development of training
programmes which is the most important activity for the success
of the NAEP.



Chapter |

THE NATIONAL ADULT EDUCATION
POLICY AND PROGRAMME

Adalt Edueatioii— Policy Sti™melit

E)Q:IusiO'l of a vast majority of the people from the process,
of education is a most disturbing aspect of educational and
social plannings This has been uppermost in the consideration
of the present Government ever since it assumed office in
March, 1977. While deteitnined efforts must be made to uni-
versalise elementary education upto the age of 14 years,
educational facilities must be extended to adult population to
remedy their educational deprivation and to enable them to
develop their potentiality. Indeed, universalisation of elementary
education and of adult literacy are mutually inter-dependcnt.

The Government have resolved to wage a clearly-conceived,,
well-planned and relentless strug”™e against illiteracy to enable
the masses to play an active role in social and cultural change.
Literacy ought to be recognised as an integral part of an
individual’s personality. The present thinking on adult education
is based on the assumptions (a) that illiteracy is a serious impedi-
ment to an individual’s gi'owth and to country’s socio-economic
progress; (b) that education is not co-terminus with sdKXding
but takes place in most work and life situations; (c) that learning,
working and living are insepai'able and each acquires a meaning
only when correlated with the others; (d) that the means by
which people are involved in the fwocess of development ai® at
least as important as the ends; and (e) that the illiterate and the
poor can rise to their own liberation through literacy, dialogue
and action.



Adult education should emphasise imparting of literacy skills
to persons belonging to the economically and socially deprived
sections of society. However, such persons often lack motivation
for sustained participation in literacy and follow-up programmes.
In this, context, stress should be laid on learning rather than
teaching. On use of the spoken language in literacy programmes
and on harnessing of the mass media. Motivation also depends
on an awareness among the participants that they can transform
their destinies and that the adult education programmes will lead
to advancement of their functional capability for the realisation
of this objective. Moreover, a literacy programme unrelated to
the working and living conditions of the learners, to the challenges
of the environment and the developmental needs of the coimtry
cannot secure an active participation of the learners; nor can it
be an instrument of development and progress. Adult educa-
tion, therefore, while emphasising acquisition of literacy skills
should also be :

— relevant to the environment and learners’ needs:

flexible regarding duration, time, location, instruc-
tional arrangements etc. ;

— diversified in regard to curriculum, teaching and
learning materials and methods; and

— systematic in all aspects of organisation.

Highest priority in adult education needs to be given to the
illiterate persons. In the post-independence period, the achieve-
ments in the field of literacy have been far from satisfactory. In
1947, the rate of literacy was 14 per cent which rose to 34.45
per cent (excluding the age-group 0-4) in 1971. Yet, owing to
population increase and half-heartedness of the past effort, the
number of illiterate persons has risen from 247 million in 1951
to 307 million in 1971. According to the Census of 1971 the
total number of illiterate persons above 14 years of age is 209.5
million, of which 97.1 million are in the age-group 15—35, which
is likely to be about 100 million at present. A massive pro-
gramme should be launched to cover this vast segment of popu-
lation in 15—35 age-group as far as possible within five years



of its launching. This implies organisation of special pro-
grammes for women and for persons belonging to Scheduled
Castes and Scheduled Tribes. The regions which have a con-
centration of illiteracy will also require special attention.

While the conceptual position stated in paragraph 2 and 3
needs emphasis, the need to view the programme as a mass move-
ment must also be underlined. From the organisational point
of view it is of utmost importance that elaborate preparations are
made before launching a massive programme. Identification
and motivation of the instructors, preparation of curriculum and
teaching/learning materials and training have been the main
area® of deficiency in adult education programmes in the past.
A satisfactory level of preparedness in these areas must be reach-
ed before the programme is to be launched. Besides, adult edu-
cation must cease to be a concern only of the educational autho-
rity. It should be an indispensable input in all sectors ot deve-
lopment, particularly where participation of the beneficiaries is
crucial to the fulMment of development objectives. A pre-
requisite of an adult education movement is that all agencies,.
Governmental, voluntary, private and public sector industry,
institutions of formal education etc. should lend strength to it.
Voluntary agencies have a special role to play and necessary
steps shall have to be taken to secure their full involvement.
Instructional work shall have to be done by the teachers, students®
and unemployed men and women. It would be of great advant-
age if unemployed or under-employed youth having the poten-
tiality to organise adult education programmes are provided
necessary training and then entrusted with the responsibility for
organising such programmes. To ensure effectiveness and sys-
tematic analysis of the problems, the programmes should have
built-in mechanisms for monitoring and evaluation as well as
for applied research. Finally, importance must be laid aw
follow up measures such as production and distribution of read-"
ing materials, organised learning and group action.

Adequate financial and administrative support will be essen-
tial for organisation of the massive programme. Provision shall*



liav« to  macfe for g (xjmpriwg literao™ a« w " as
«0viilKM\VBantal md social iiwaHtion, exteadi”™ 0 appjroxis™tely
300—350 hours or about 9 moaths, also taking into accmmt
other costs, Ilie required resources shall have to I% provided
by the Government, local bodieis, voluntary agencies, trade and
industry etc. A realistic assessment shQuld  njade of the size
and capability of the administrative and profe”ional apparatus
which would be necessary for the programme and necessary steps
taken to create it.

In addition to organising a massive programme for adult illi-
terates, it is necessary to provide special programmes for special
:groups based on their special needs. For example, progprammes
.are needed for

— urban workers to improve their skills, to prepare
them for securing their rightful claims and for
participation in management;

— Government functionaries such as office clerks,
field extension workers and police and armed forces
personnel to upgraide their competence;

— employees of commercial establishments such as
banks and insurance companies to improve their per-
formance;

— housewives to inculcate a better understanding of
family life problems and women’s status in society.

Programmes for these and several other categories of persons
could be organised through class-room participation, correspon-
‘dence courses or mass media, or by a combination of all these.

It is of the greatest importance that implementation of adult
education programmes is decentralised. It would also be neces-
sary to establish agencies of coordination and catalisation. A
National Board of Adult Education has been established for this
purpose by the Central Government and similar Boards should
be established at the State levels. Suitable agencies should also
be created at the field level for coordination and for involvement
of the various agencies in the programme.
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NATIONAL ADULT EDUCATION PROGRAMME

An Outline

This paper aims at delineation of operational details for giv-
ing effect to the Policy Statement on Adult Education. This is
not an attempt at laying down of rigid guidelines, but rather an
exploration of alternatives. It may be recapitulated that the ob-
jective is to organise adult education programmes, with literacy
as an indispensable component, for approximately 100 million
illiterate persons in the age-group 15—35 with a view to provid-
ing to them skills for self-directed learning leading to self-reliant
and active role in their own development and in the development
of their environment. The conceptual position and general
strategy is spelt out in the Policy Statement on Adult Education.

Phasing of the Programme

NAEP will be inaugurated on 2nd October, 1978.  How-
ever, for all practical purposes the period from now until the end
of March, 1979 will be treated as the period of intensive prepa-
ration. Preparatory action would include the following areas:

(1) Substantial stepping up of the programme from the
existing level of approximately 0.5 million to at least
1.5 million in 1978-79.

(2) Creation of an environment favourable to the launch-
ing of NAEP.

(3) Preparation of case studies of some signijficant past
experiences, particularly those where the failures or
successes have a bearing on the planning and imple-
mentation of NAEP.

(4) Detailed planning of the various segments of the pro-
gramme by appointment of expert groups—"this would
include preparation of detailed plans for each State
and Union Territory.



i(5) Establishment of necessary slriictiires for a<teainLs-
tration and coordination and necessary modification
of procedures and patterns.

(6) Identification of various agencies, official and non-
official, to be involved in the programme and taking
necessary measures to facilitate the needed level of

their involvement.

(7) Undertaking of necessary exercises to clarify the
required competencies, particularly in literacy and
numeracy, which would form part of all field

programmes.

(8) Development of capability in all States for prepara-
tion of diversified and need-based teaching/learning
materials as well as making available teachmg/
learning materials for starting the programme.

(9) Development of training methodologies, preparation
of training manuals as well as actual training of
personnel at various levels to launch the programme.

(10) Creation of a satisfactory system of evaluation and
monitoring as well as the required applied research
base.

Preparatory action will, however, not conclude at the end of
1978-79. Action on almost all the items listed above would need
to be taken for at least a year even after launching of NAEP.
Indeed, in a sense preparatory action for the following year, based
on concurrent appraisal, shall have to continue right upto the
conclusion of the Programme.

The annual phasing of coverage will have to be worked out
on the basis of the level of achievement reached in a preceding
year. The measure of preparation would include the probable
achievement of target. The success of the Programme will depend
on the manner in which the beginning is made in the first couple
of years and every effort shall be made to cover the entire



population in 15—35 age-group by the end of 1983-84. The
present projections of targets are as follows :

Y ear Annual Cumula-
Coverage tive
(in Cover-
millions) age (in
millions)
1978-79 (year of preparation). 15 15
1979-80 4.5 6.4
1980-81 9.0 15.0
1981-82 18.0 33.0
1982-83 32.0 65.0
1983-84 35.0 100.0

It needs to be clarified that these are effective targets and, even
if a very efficient programme is organised, there could be about
one-third wastage and the programme shall have to be organised
keeping this in view.

What is aimed is that by 1983-84 a capability to organise
adult education programmes for 35 million persons would be
built up. At that stage it would be necessary to diversify the
programmes—he aim then would be to strive for a learning
society in which life-long education is a cherished goal.

Creation of favoiirable enviroiiinent

The results of the Experimental World Literacy Programme
as well as the experience of the countries where illiteracy eradi-
cation programmes have successfully been implemented show
that a systematic effort must be made for creation of an environ-
ment favourable for launching of such a massive programme.
No country, however, perhaps with the exception of China, faced
the problem of illiteracy of the magnitude we are facing. And
hardly any country has had such a long tradition of respect for
learning and knowledge, or the vast resources which we have.
S/23 ESW/77—2



What is necessary, it is indeed a pre-requisite for motivation of
all persons to be involved in NAEP, is to engender a spirit of
hope and confidence. The Prime Minister and the Education
Minister have already declared that the hipest priority needs to
be given to adult education. Leaders of almost all political
parties in Parliament have wholeheartedly endorsed the pro-
gramme and have given assurance of support. This, it is hoped,
would be followed up by leaders in various other walks of life
such as trade xmions, trade and industry, students and youth.
A critical role can be played, in this context, by the mass media—
films, TV, radio, newspapers, publicity posters etc. This would
require an ingenious and coordinated effort, in which official and
non-official media shall have to converge to serve ttie objectives
of the Programme. In addition, a number of other methods
could be explored, including holding of seminars and symposia,
celebration of the World Literacy Day in schools and colleges,
etc. The various ways in which an environment can be created
shall have to be studied in detail and necessary measures taken
as soon as possible.

The Approach

The two most basic problems faced by our country are
poverty and illiteracy. One obliges a vast mass of our citizens
to live under conditions of want and degradation, the other
hinders opening of the doors of development and affects the
ability of the poor to overcome their predicament. Indeed, the
problem of poverty and illiteracy are two aspects of the same
stupendous problem and the strug”e to overcome one without
at the same time waging a fight against the other is certain to
result in aberrations and disappointments. For this reason,
NAEP is visualised as a means to bring about a fundamental
change in the process of socio-economic development; from a
situation in which the poor remain passive spectators at the
fringe of the development activity to being enabled to be at its
centre, and as active participants. The learning process involves
emphasis on literacy, but not that only ; it also stresses the
importance of functional upgradation and of raising the level of



awareness regarding their predicament among the poor and the
illiterate.

Traditionally, distinction is made between the selective and
the mass approaches—distinction being based on the extent of
coverage and quality of the programme. NAEP is a mass pro-
gramme with the quality of planning and implementation of a
selective programme. In fact, in relating the programme to the
needs of the learners, the NAEP is even more audacious than
the conventional selective approach. At the same time it has
to be recognised that a task of this size can be faced only if
NAEP is viewed as a mass movement, to which all sections of
people and all agencies must contribute.

One of the recurrent issues in adult education planning is
motivation of the adult learners. Even when they can be stimu-
lated to participate in adult education programmes initially, their
interest is not sustained and they tend to drop out. The problem
is particularly grave in respect of women and persons belonging
to the Scheduled Castes and Scheduled Tribes. It is true that
if the programme has organisational flexibility and relevance of
the content and methods with the felt needs and problems of
the learners, it would fulfil the pre-conditions of sustained
participation of the learners. Also, creation of an environment
favourable to the organisation of mass programme can act as an
effective motivation. However, these may not suffice and the
matter needs to be examined in a much greater detail.

Exclusion of the vast majority of adult population from the
organised system of education will not cease only by organisation
of one-time adult education programme. The perspective of
life-long learning, and provision of arrangements, therefore, shall
have to be kept in view in planning and preparing for NAEP.
From this point of view the NAEP will not conclude with the
end of the quinquennium. Systematic follow up programmes
shall have to be organised almost with the beginning of the
NAEP—"they would comprise a well organised system of mass
production of books and their dissemination and inclusion in the
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communicational circuit of the neo-literates. It would be desirable
to follow up adult education programmes with organised
developmental action.

It is important that the adult education movement should be
closely linked with the planning strategy, which emphasises
elimination of destitution through intensive area planning and
by giving employment orientation to development. For this
purupose close cooperation should be created with the dominant
development activity of the ai'ea, whether it goes under the rubric
of Integrated Rural Development or Integrated Tribal Develop-
ment or Employment Oriented Area Planning or DPAP, or
whatever. The adult education programmes should strive to
establish mutually supportive linkages with that developmental
activity.

Each State will decide about comparative priority to be
given to various agencies. However, as a broad guideline, it
may be mentioned that owing to the needs of careful local level
planning precedence ought to be given to voluntary agencies. In
addition to voluntary agencies, a humber of other agencies shall
have to be identified for implementation, these could include
Nehru Yuvak Kendras, Universities, employers of various
categories etc. The role of Government would primarily be to
coordinate the activities of these various agencies and to fill in
the gaps. In several parts of the country the Government may
have to take almost the entire responsibility. Wherever it
becomes necessary to do so, a beginning would be made with a
few selected districts and within a selected district with a few
compact blocks. The objective would be to concentrate effort
in well-defined geographical area and then to enlarge the activity.

In practice different agencies will organise programmes which
would appear most relevant and feasible to them. In all cases,
it needs to be underscored, the programmes would be expected
to be drawn up within the framework of the Policy Statement.
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The range of the types of the programme which may be organised
are indicated below :

— Literacy with assured follow up.

— Conventional functional literacy.

— Functional hteracy supportive of a dominant
development programme.

— Literacy with learning-cum-action groups.
— Literacy for conscientization and formation of
organisations of the poor.

Resource development

The conceptual position spelt out in the Policy Statement
implies creation and development of a resource base for NAEP.
The resource base should include creation of diversified and
need-based learning materials, equipping the various categories
of personnel for playing their role and infusion of a system of
evaluation and research to impart dynamism to the programme.
At the national level the Directorate of Adult Education as well
as the various agencies of the Central Government and national
level voluntary agencies would form the National Resource Group.
The important level in resource development is the State Resource
Centre (SRC) which, in cooperation with the National Resource
Group and continuously interacting with the field can become
the focus for resource development. One of the important
functions of the SRC is to strive for devolution of resource base
at the district or project level. SRCs are not to be institutions
working in isolation from other institutions, but rather as
coordinating agency for involvement of various institutions and
individuals having a contribution to make in resource
development. The efficacy of SRCs will depend on the
professional and technical capabilities developed by them, their
capacity to secure and coordinate resource (of institutions and
individuals) available in the region they purport to serve and on
the support provided by the State Governments concerned.
However, the primary responsibility for resource support to
the programme shall have to be at the district/project level.
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Resource development being of critical importance the Central
and State Governments as well as other agencies should be willing
to provide all necessary financial and administrative support lor
this purpose.

Involvement of the people, i.e. the illiterate masses for whom
this Programme is primarily meant, with resource development
will be crucial to the authenticity of the resource base. This is
also inherent in the conceptual position as spelt out in the Policy
Statement. A number of practical ways shall have to be tried
for this involvement. This would include :

—  WeU-designed surveys to ascertain the learners’
needs.

— Realistic testing and try-out of methods and materials
by securing uninhibited reaction of the potential
learners.

— Holding of frequent conferences and camps where
workers in the State/District Resource Centre think
and work with the rural people.

— Identification of a number of articulate village youth
and orienting them in the Programme with a view to
eliciting through them the latent as weU as manifest
problems of the potential learners groups.

— Systematic involvement of persons living and working
among the rural people.

In addition to the potential learners, it is necessary that the
Resource Centre, whether at the State level or at district level,
secures the contribution and criticism of their work by the
supervisors and instructors. Appropriate arrangements shall have
to be worked out to systematise this, without however letting it
get into stereotypes. What is necessary is to always remember
that NAEP should be dynamically linked with the existential
needs of the learners and for this purpose it is necessary to
organise a two-way traffic, from the experts and administrators
to the learners and the other way round.
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The wvarious resource components may be identified as
follows :

Teaching-learning materials—"The initial exercise in this
cormection shall have to be about identification of learners’ needs.
Detailed curriculum, indicating among other things the expected
learning outcomes, shall have to be spelt out on the basis of the
identified learning needs. On the basis of the curriculum and
after necessary testing, teaching aids and learning materials shall
have to be prepared with the greatest care. The Policy Statement
makes reference to imparting of literacy skills in the spoken
language. Without taking this to an absurd limit, it should be
possible to organise learning in the spoken language wherever
necessary with bridges built for the learner to acquire facility in
the regional language. Since it may not be possible to develop
teaching-learning materials at the district/project level within the
next one year, as an interim measure SRCs will prepare materials
in standard regional or sub-regional languages/dialects. By the
second or third year it should be possible to prepare materials at
the district/project level.

Training—The categories for whom training shall have to be
provided would include :

— Key functionaries at the national and State levels.

— Professionals and experts in specific areas such as
curriculum construction, preparation of teaching/
learning materials, training, evaluation etc.

m— Functionaries at the district, project and block
levels.

— Field level supervisors.

— Adult education centre instructors.

The Directorate of Adult Education, in cooperation with
UNESCO and several national agencies, is developing methodo-
logies and manuals for training. Training of key personnel at the
national, State and district levels has to be the responsibility of
the Central and State Governments. SRCs should be able to



14

coordinate training programmes for project and block level
functionaries as well as for supervisors and the responsibility for
organisation of training programmes for the instructors of adult
education centres shall have to rest with the agency responsible
for implementation of the programme at the field level. Various
alternatives shall have to be explored regarding duration,
comparative emphasis on one-time and recurrent training, methods
of training etc. Unless unavoidable, new training institutions
should not be set up; the existing ones should be encouraged to
develop capability for training of various categories of
functionaries involved with NAEP. Universitiess and other
institutions of higher education may have an important role to
play in this behdf. Generally speakmg, the agencies responsible
for training should function as coordinator to secure the assistance
of various institutions and individuals who can contribute in
organisation of satisfactory training programmes.

Monitoring, evaluation and applied research—A mass
education programme, inevitably, faces the risk of considerable
wastage and misreporting. In this connection the importance
of systematic monitoring and evaluation cannot be exaggerated.
It must permeate the entire programme and should provide feed-
back for introducing necessary correctives from time to time.
It is also important to have inbuilt arrangements for applied and
coordinated research so that the experience of NAEP is
systematically analysed and provides guidelines for future action.
The Central Government and State Governments are naturally
interested in systematic monitoring.  Universities and institutions
of higher education as well as SRCs will have an important role
to play in evaluation and applied research. Monitoring and
evaluation mechanisms should get built at the district and project
levels also, for it is mainly there that the feedback has to be used
for introduction of correctives.

The “IHistructional” agencies

The Policy Statement makes reference to the various agencies
to be deployed for organisation of instructional arrangements and
to share responsibility with Government for the NAEP.
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The governing considetation in assigning responsibility for
instructional arrangements should be the suitability of the persons
concerned to organise programmes with a grasp of the conceptual

standpoint

and with a spirit of commitment. The various

categories of persons who could be assigned instructional
responsibility would include the following :

(a) School teachers—An spite of several obvious

(b)

limitations based on the experience of their perfor-
mance, particularly authoritarianism and rigidities
connected with the formal system, the teachers may
have to be one of the main agencies for organisation
of instructional arrangements in NAEP. Although,
ultimately work in an adult education centre could
be made essential part of the duties of the teachers,
for the present it would be desirable to keep this
entirely voluntary. Even amongst persons who
volunteer to take this responsibility, a selection may
have to be made of persons who can be expected
to be genuinely committed to this programme. It
would also be fair to provide an honorarium of
Rs. 50 per month for this work. Involvement of
school teachers can be facilitated if the support of
their professional organisations is secured.

Students—"Either as a part of the National Service
Scheme, which may have to be suitably modified, or
in any other appropriate manner, students in
institutions of hi”“er education may provide a
valuable agency for organisation of adult education
centres. For this purpose it would be necessary to
involve the teachers of these institutions also. It
would be necessary to re-think regarding the present
timing of academic sessions, the system of credits,
certification etc. Student involvement in this
programme should be voluntary but the leaders in
the university system shall have to create an
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atmosphere in which students find this work worth-
while and satisfying.

Village youth—"There are a large number of
unemployed or under-employed village youth with
some education who could be entrusted this
responsibiUty after they are given a carefully planned
training for necessary upgradation of their academic
level and an orientation for this responsibility.
Besides, village youth who are not unemployed or
under-employed but who have had some education
could also be motivated to function as organisers of
adult education centres. Work among women and
tribal people can be greatly facilitated if persons
drawn from their groups are reintroduced as peer
leaders to organise the adult education centres. Such
persons can continue to pursue their vocation and
can be paid an appropriate monthly stipend. The
unemployed or under-employed youth, who take up
this programme on more or less full-time basis,
could also take responsibility for organisation of
nonformal education centres for pre-school children
or for 6—14 age-group. Apart from providmg a
most suitable category of adult education instructors,
this could also help generate a new class of rural
leadership and may also contribute to the reduction
of rural unemployment.

Ex-servicemen and other retired personnel—"This
category of persons can play an important role in
urban as well as rural areas. Retired personnel do
need financial supplementation of thek income,
equally important they also need an occupation to
keep themselves busy. Although there are certain
obvious limitations regarding their capacity to
organise programmes which would be in conformity
with the conceptual position stated in the Policy
Statement, they have the advantage of their
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experience and the respect in which they are generally
held in the community.

(e) Field level Government and other functionaries—
It might be possible to involve functionaries such
as the village health worker, gram sevika, bal sevika,
VLW, functionaries of Cooperative Societies and
Village Panchayats etc.

(f) Voluntary social workers—"Particularly among the
urban areas, there are large number of persons who
are willing to make their contribution to community
development. The energies of such persons should
be tapped and special arrangements made for their
involvement.

The implementation agencies

The Government wiU naturally have to gear up to shoulder
its responsibility in NAEP. On the basis of review, the existing
programmes run by Government agencies shall have to be recast.
It seems desirable that rather than spreading the programme thin
in all parts of all the districts in the country, in the beginning
effort should be concentrated in compact areas. The size and
the programmes of the Ministry of Education shall be
substantially enlarged with a view to widening the involvement
of various agencies. However, a mass movement which would
extend to such a large segment of population cannot be organised
by one Ministry or department. Every effort must be made to
involve other Ministries and departments with a view to sharing
the responsibility for organisation of adult education programmes.
The other Ministries/departments would be encouraged to
organise such programmes, with a component of functional
literacy, as well as to supplement the learning activity being
undertaken through the educational authority. It would be
necessary for those Ministries/departments to set apart within
their sectoral budgets funds for such adult education programmes.
WTiether the programme forms part of a Central scheme, or is
administered through any other agency, the State Government
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will have to play a most important role. For all practical
purposes it can be said that the implementation responsibility will
rest squarely with the State Governments.  Besides, the State
Governments will have to reappraise the adult education
programmes they have been running in the past and steps will
have to be taken to appropriately modify and strengthen them.
While the primary responsibility of coordination and implemen-
tation will rest with the State Governments, the Central
Government should be concerned not only with policy formulation
and issue of general guidelines but should also oversee that the
programmes are implemented by the State Governments in
accordance with the Policy Statement.

The programme which gives importance to flexibility and
diversity in organisation as well as its content can be best
implemented through voluntary agencies. At present the
involvement of voluntary agencies is somewhat limited and
systematic attempts shall have to be made (a) to involve all
voluntary agencies working at present in the field of adult
education or having the potentiality to do so, and (b) to create
circumstances for emergence of new agencies, particularly in
areas where such agencies are few. It is also necessary to
recognise the partnership role of voluntary agencies and it would
be desirable to consult them in decision making at all levels,
particularly in matters which might affect the work of those
agencies, as well as the procedures for making grant shall have
to be reviewed.

Whether or not NAEP becomes a mass movement will be
determined by the extent to which youth and students can be
motivated to commit themselves to this programme. It might
be comparatively simple to review the functioning of the Nehru
Yuvak Kendras and to concentrate their effort on adult education.
Similarly, youth men and women who have completed their
formal education and who feel stirred to participate in this
programme would be natural partners in this endeavour. The
critical group is the students in universities and other institutions
of higher education. For too long the universities have
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theoretically espoused about desirability of contact with the
community. The NAEP provides a challenging situation for the
universities and colleges to overcome their seclusion and to enter
the mainstream of mass education. What is needed is that adult
education should cease to be the concern of only one department,
but should involve all members of faculty and of course, the
students. Indications are already discernible that the university
system is preparing itself for the massive involvement and to make
necessary reorganisations in its priorities.

The employers, whether in private sector or public, must play
an important role in the spread of adult education among their
employees. It might be appropriate, in due course, to make
organisation of adult education programmes obligator™ for all
employers. Meanwhile, through organisations of trade and
industry and other employing agencies an effective beginning
could be made. The Government should provide leadership by
setting apart funds for this purpose in the public sector under-
takings as well as in construction works. The resultant reduction
in the hours of work and marginally higher expenditure would
be adequately rewarded by improvement in the quality of
performance of the workers and by their positive participation
in the developmental activity. Education of the workers in the
organised sector can be greatly facilitated if the trade unions
are actively involved in this Programme.

The local bodies, such as municipalities and panchayati raj
institutions, have been playmg an important role in the field of
formal education as well as social education. These agencies,
which have civic and developmental functions, have the advantage
of being in touch with the people—"their everyday problems as
well as their needs—and, therefore, they should be expected to
participate in the task of implementation of NAEP.

Planning, adminisfration and supervision

This is the first time that the Government have decided to
launch a well-planned programme of adult education for such a
large segment of the illiterate population. Planning for such a
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programme and its implementation will require support by a
large variety of persons including social workers, perspective
planners, management experts, systems andysts, inter-disciplinary
teams of academics and, of course, adult educators. Exercise
in planning have to take place not only in the Central and State
Governments but also in local bodies, voluntary agencies,
universities, professional organisations of teachers etc. The
Government, however, have to play a leading role in involvement
of the various individuals, institutions and organisations. It is
also necessary to set up appropriate agencies for coordination
and catalisation at the State and district levels. The State
Governments might examine the possibility of setting up State
Boards of Adult Education and simUat Boards could be set up
at the district level.

The existing administrative structures at the Central, State
and field levels are altogether insufficient for NAEP. A careful
examination has already been initiated to suggest the type of
administrative structures which would be most appropriate for
the task. Only broad Indications can be given for the present:

Central Government—"The set-up in the Ministry would
be appropriately strengthened keeping in view the
responsibility to be assigned to the Adult Education
Division. The Directorate of Adult Education will
have to substantially enlarge its activities and
necessary wherewithal shall have to be provided for
it to be able to play the expected role.

State level—Mmmediate steps are necessary to set up
State level administrative and planning machinery
with an independent Director, or an Additional
Director with the Director of Education at the helm.
Necessary supporting staff shall also have to be
provided to the State level organisation. Each State
Government would be advised to examine the need
for a separate division to deal with adult education
in the Education Department of the State Secretariat.
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District and block level—~The districts selected for the
programme may have to have an additional District
Education Officer with necessary supporting staff.
Similar set-up may have to be provided at the block
level. Emphasis shall have to be laid on adequacy
of staff for each project, for administration and
supervision, as well as for providing the necessary
technical support

Voluntary agencies—"Necessary support shall have to be
provided to national and State level voluntary
agencies. State Resource Centres etc. to set up
necessary machinery to enable them to make their
contribution to NAEP.

A programme of this magnitude must provide adequate
arrangements for supervision and guidance. The supervisor
should not be an inspector in the traditional meaning of the
word but a specially selected professional with an aptitude to
facilitate the work of the incharge of the adult education centre.
The voluntary agencies would naturally wish to have their own
supervisory arrangements. In the areas where the programme
is administered by the Government agency, it shall have to be
examined whether it would be desirable to have a separate
supervisory system for adult education or to combine it with the
elementary school supervisor. This matter should be examined
in detail by the Central as well as the State Governments.

One of the major deficiencies being faced by Government as
well as voluntary agencies is the absence of professional cadres
of adult educators. Existing facilities in universities for prepara-
tion of such personnel are extremely lunited and there is a cavse
for their expansion. Training programmes of varying varieties
for professional development shall have to be organised by
Government, universities and voluntary agencies. In addition
to training it would also be necessary to examine the pay structure
of the professional workers involved in adult education pro-
gramme. As far as possible, it would be desh*able to ensure



22

that persons coopted into adult education system continue to
grow and progress within the system rather than being pushed
out of it.

Financing the NAEP

The past experience has shown that owing to pressures of
various types it becomes necessary,for the State Governments to
divert funds provided for adult education either to other pro-
grammes of education or to other sectors of development. It is,
therefore, necessary to devise an arrangement under which funds
earmarked for adult education cannot be so diverted. At the
same time, it has to be fully appreciated that the responsibility
for planning and implementation of the programme in a state
must rest with the State Governments, with the Central Govern-
ment being assigned the responsibility for wider involvement of
voluntary agencies, try-out of innovative programmes etc.

In addition to the mechanics of funding, it is necessary to
emphasise adequacy. A Gi'oup of Experts drawn from the
Planning Commission and the Ministry has come to the conclu-
sion that the per learner cost would be Rs. 55, excluding the
expenditure on Central and State level administrative structures,
evaluation and monitoring and research and innovation. The
Group has calculated this cost with reference to the number of
persons enrolled and not those who will successfully complete
the programme. The number of those who will do so may be
about two-third the number of persons enrolled. It would be
safe to assume that the per learner cost could not be less than
Rs. 70. The expenditure on Central and State administrations,
evaluation and research etc. would be approximately 10 per cent
of the total arrived at on the basis of aggregate of per learner
cost. Adequate funds on the basis of these calculations will
have to be provided.

In addition to the expenditure involved in organisation of
adult education programmes, provision shall have to be made,
from the very beginning, for follow up and continuing education
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of neo-literates and persons who have acquired literacy in the
formal system of education. Detailed calculations in respect of
such programmes have not been made but it wéuld be reasonable
to provide an amount of approximately 20 per cent of the total
expenditure for this purpose.

Infemationfd cooperatioii

The frontiers of poverty and illiteracy eixtend far beyond
national boundaries. The experiences and insights gained by
one country ought to be shared with other countries by mutu”
exchange and continuing communication. Naturally, we cannot
but be conscious of our own financial and human resources,
which are not too limited when something so vital for the nation’s
destiny is at stake. In formulating NAEP and in. its implemen-
tation co-operation should be pledged to UNESCO and other
instrumentalities of international co-operation based on mutual
respect and equality. However, audacious the objectives of
NAEP be, we must begin humbly with a spirit to learn from
those who have been harbingers in this field and from those who
have developed special capabilities.

S/23 ESW/77—3






Chapter Il

THE STRUCTURE OF THE PROJECT
AT VARIOUS LEVELS

N order to achieve the objectives of the National Adult

Education Programme, the creation of a suitable administrative
as well as academic mechanism at different levels has been
envisaged. The existing administrative structures at the Central,
state and field level are altogether insufficient for implementing
this massive programme. The programme of this dimension
cannot move fast if a suitable mechanism is not evolved to imple-
ment the programme effectively. This set up has to provide
I)oth effective administi'ation and academic and technical guidance.
One of the important aspects of the new administrative structure
would be the autonomy that has been in-built in the system so
that the adult education functionaries could take quick decisions
at their own levels. In addition, resource structures comprising
of various development agencies, departments are visualised and
are being set up to provide special technical and academic inputs
for the success of this programme. In the past either there was
no separate administrative set up for adult education or even if
it was there it was subservient to the set up meant for formal
school system. TTie officers incharge of adult education came
to occupy their positions due to considerations other than their
competency in the field of adult education in many situations.
As far as resource structure for adult education was concerned,
it was not even thou”t of. These were some of the weaknesses
of the past progi'ammes. The present structure seeks to avoid
these pitfalls.

25
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The NAEP’s stress on flexible, diversified and relevant adult
education programmes necessitates sufficient freedom to be given
to adult “ucation functionaries at various levels to decide on
locale, content, material and methods of the programme. The
decentralisation of authority is therefore not only desirable but
would play a key role in the implementation of NAEP. This
needs to be understood and reflected in the training programmes.
Aaother important characteristic of the NAEP that needs to be
clearly understood by all concerned is that the whole programme
has been conceived in the spirit of a total project—comprising
of well defined small projects with definite project areas. The
following provides a description of the programme, project areas
and structure, as envisaged at different levels of implementation
of NAEP.

At fhe field project level

The critical level in the administrative and planning process
is the field level, where the programmes are planned and imple-
mented. TTie size of the field level project unit, for which a
suitable administrative structure is to be visualised, has to be
decided with care. It should be a viable unit for which an
independent programme could be designed. The main
characteristics of such a unit could be:

— where it may be possible to deal with reasonably
homogeneous groups,

— where the environment has more or less common
characteristics,

— where there is no overlap in administrative
jurisdictions,

— where communications are proper and the project
area is easily accessible from the project headquarters,
and

— where there is commonness in the development
programmes.
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Ordinarily, a project area should be co-terminus with one or
two blocks, and to the extent possible, there should not be more
than one project in one block. The minimum desirable number
of adult education centres in one project could be 150 and the
maximum could be 500. The project should ordinarily provide
educational programme for about 5,000 to 15,000 persons. It
is expected that a project would start with a smaller size and
would come to its optimum level in one or two years. In terms
of geographical area it would be desirable to start the pioject in
a compact area beginning with a small number of villages and
from there to enlarge the area of operation to the expected level.

Intimate and dynamic link should be established between the
project and the developmental programmes in the project area.
It should be possible for some of the projects to form part of
a dominant developmental activity, such as SFDA, DPAP,
Integrated Rural Development, Integrated Area Planning with
emphasis on full employment. Intensive Employment Projects
ctc. This would presuppose an effective coordination between
the developmental programmes and the project activities, a res-
ponsibility which naturally falls on the District Development
Officer (Collector, Chief Executive Officer, etc.). Adequate
support of the revenue, law and order and development machinery
is also necessary as the project activities would often aim at
organising the rural poor, which may (a) provide an extraordinary
opportunity for the success of the developmental programme
which should be seized by the district administration ; (b) on the
other hand create social tensions which will need imaginative
handling by them.

Project Officer

Autonomy would be the main feature of the project. Its
administrative autonomy WUl consist in the absence of unnecessary
inspections and “visitations” by senior level functionaries. Hie
Project Officer will not be under the District Education Officer
or the District Adult Education Officer and he will work under
the overall supervision of the District Collector. The entire
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administrative and academic structure of the project wil be under
his control but he wiH function as the first among equals, leading
a team ratho: than driving it. In financial matters, the project
staS would be aut<»K»nous in the sense that funds requu” for
project implementation would be spent more or less without any
reference to a superior authority when once the project budget
is approved. ThCTefore, in this regard the project officer shall
have to be “ven clear delegation and flexible norms for incurring
expenditure.

The project will work as an autonomous resouice unit in
respect of the following —

(i) Training—Necessary pre-pro”“amme tniii*g would
be prodded tb the instructors by the project staff
with necessary assistance from tiie State Resource
Centre, Nehru Yuvak Keiras, the staff oi other
nei”bouring projects and other suitable persons.
Each supervisor would have a monthly meeting with
the instructors MK?n payment of the honwarium
would be made and that day would also be utilized
for tiieir refresher training. The project officer and
his colleagues would also determine the need for
their own further training and in co-operation witihi
the State Education Department and State Resource
Centre would avail of opportunities for further
training.

(if) Teaching[Learning materials—On the basis of an
assessment of the needs of the potential learners
and keeping in view the guidelines provided by the
State Government, State Resource Centre and the
Directorate of Adult Education, a curriculum would
be developed and teaching/learning materials would
be prepared and/or adopted/adapted to suit the
needs of the clientele. The position in this respect
would vary from project to project. Each project
is expected ultimately to prepare its own materials
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suited to its situation, try out new methods and
innovative media. However in the be”nning projects
would use materials prepared by the various Resource
Centres or otherwise available.

(iii) Evaluation and monitoring—A system of evaluation
and feedback shall be devised for better management
of the project and to identify deficiencies in the
implementation of the programme and to take
remedial measures. The major responsibility for
this will be borne by the project stal5 though technical
help could be obtained from the State Resource
Centres and other resource persons available in the
neighbourhood. The project would also be the main
level for monitoring of the programme and normally
reports will be sent directiy to the concerned persons
in the State Government, with a copy endorsed to
the office of District Adult Education Officer.

(iv) Post-literacy activities.—Follow-up action not only
for retention and use of literacy but to harness tiie
interest in development programmes aroused during
tiie instructional phase would be one of the essential
activities of the j>roject staff. With the help of
silk-screen printing equipment or other available
ways, it should be possible to bring out inexpensive
post-literacy material.

Supervisor

Each project officer will be assisted by 5 to 20 supervisors
depending upon the size of the project. Each supervisor is
supposed to supervise 30 centres. The supervisor will be a
whole-time functionary who will provide on the spot technical
guidance and administrative support to the instructor. In
addition, the supervisor will assist the project officers in organising
initial training of the instructors and organise follow-up training
programmes for the instructors.
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At the District Level

The primary responsibility for the whole programme will rest
with the Collector/Deputy Commissioner/Chief Executive Officer.
The Collector would be the controlling officer of the project
officers in the district. However, it may be necessary to assist
the District Collector by an officer of the rank of District Educa-
tion Officer. The major role of the district level administration
would he to organise coordination :(—

(a) among the various adult education activities within
that district, including activities organised by students,
Nehru Yuvak Kendras employers, etc.;

(b) between the formal system of education and adult
education programmes;

(c) between adult education projects and the various
relevant developmental activities and agencies;

(d) among different NAEP projects in the same district
, if there are more than one project in a district.

The district administration would also be responsible for organising
evaluation and monitoring of the programme and for ensuring
that regular and in time reporting of the progress of the programme
takes place.

The staffing pattern at the district level would depend on the
size and complexity of adult education activities being taken up
in the district. It would also be desirable to keep in view the
available structures, including the structures created for specific
f)rogrammes, such as Integrated Tribal Development. However,
administrative structure required at the district level would be
sniall because the main responsibility for educational and
administrative action for NAEP at the field level would ultimately
rest with the project officer and his staff at the field project level.
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At the State Level

The major responsibility for the preparation of State Adult
Education Programme and its implementation would rest with
the State Government. NAEP envisages involvement of a large
number of agencies, which would make the planning complex and
administrative responsibilities rather difficult. Very often the
agencies will have to be inspired to become aware of their role
and they will have to be provided guidance and encouragement
in an imaginative and farsighted manner. Involvement of a
large variety of agencies will also make evaluation and monitor-
ing of the programme important as well as difficult and special
machinery shall have to be devised for this purpose.  The State
Governments, in collaboration with State Resource Centres, wiU
have to prepare a careftiUy worked out system of evaluation. In
this, institutions of higher education, research orgaiiisations and
other appropriate agencies could be profitably involved.

At the Centrsd Level

The outline of the National Adult Education Programme has
emphasized that while the responsibility for planning and imple-
mentation of the State Programme shall rest with the State Gov-
ernments, the Central Government shall also have to play an
importaiit role in NAEP. The role and functions of the con-
cerned Central Government agencies can be spelt out as follows:

(a) Policy formulation and issue of guidelines for imple-
mentation of NAEP and providing assistance to the
States in planning of the State Adult Education
Programmes.

(b) Overseeing that the planning alnd implementation of
the progranmie at the State, District and Project
levels, as well as by various other agencies are in
conformity with the Policy Statement on Adult
Education.



32

(c) Coordination at the national level with a view to
securing involvement of the various official and non-
official agencies including trade and industry, orga-
Inisations of workers and peasants, students and
youths and various other voluntary agencies.

(d) Assuming leadership role in creation of an envirrai-
ment favourable to National Adult Education Pro-
gramme; manifesting the political ccmmiitment of
the country’s leadership in relation to NAEP, through
various ways including the use of mass me”a.

() Necessary nohilisation of financial resources.

(f) Resource development—"particularly —development
of methodologies for training, curriculum develop-
ment, production of teaching/learning materials
and development of evaluation techniques.

(g9) Monitoring and evaluation, innovation and research.

Resowce slracfure

Besides the administrative structure, there is a need for re-
source structure for the effective impleme!nttion of National
Adult Education Programme. This may, however, be kept in
mind that the administrative and resource structures are not
parallel structures. Both the structures have to mutually support
each other and have to work in close collaboration with each
other. At the project level, the administrative structure and the
functionaries visualised for implementing the programme will also
comprise the resource structure. The creation of a suitable
mechanism for providing technical and academic support to
functionaries is an essential step for the success of the pro-
gramme. The resource structure envisaged at different levels
will serve this purpose.

The Adult Education Programme which the nation is pro-
posing to launch is not a programme of mere literacy. It is a



33

comprehensive programme encompassing all aspects of the indi-
vidual and the commmiity’s life. Such a programme cannot but
be multi-disciplinary in its content. A programme of this
nature will naturally bank upon resources other than those of the
Ministry of Education and Departments of Education of different
States. Although the taodal responsibility for implementing this
programme will be that of the Ministry of Education, it is essen-
tially a programme of all the Ministries and Departments. It is,
therefore, imperative that agencies and departments of other
Ministries which have inputs to make are recognised as important
resources and are persuaded to provide inputs. Some of these
agencies and the departments are already doing this in their own
way. An iiitegrated and coordinated effort has to be made to
utilise those resources for strengthening the National Adult Edu-
cation Programme. Therefore, while visualising detailed re-
source structure, the role of these agencies should be identified
and highlighted. Such agencies should be identified at all
levels—"national, state, district, block and village.

National Level Resources and Functions

Some of the national level resources are—"Ministry of Edu-
cation, Directorate of Adult Education, National Coimcil of
Educational R™earch and Training, Ministries of Health, Agri-
culture, Civil Supplies and Cooperation, etc., All India Voluntary
Organisations like Indian Adult Education Association and
certain uiiiversities like Jawaharlal Nehru University (which
has a centre for studies in the field of Adult Education). This
list is only indicative, many more agencies at the national level
can be identified.

Some of the functions which the national level resource may
perform in relation to National Adult Education Programmes
are —

(a) Trailing and orientation of key persons.
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(b) Study of metbods of adult education and curriculum
development.

(c) Support to state level resource agencies.
(d) Research and evaluation.

(e) Dissemination and clearing house activities.

State Resource Centres and their Functions

Similarly, one can identify some of the state level resources
like State Resource Centres, State Level Voluntary Organisa-
tions, State Departments of Agriculture, Health, and Education,
State Councils of Educational Research and Training, State Imti-
tutes of Education, Youth Organisations working at state level,
etc.

The functions of these agencies at the state level could be
visualised as follows :

(a) Developing capabilities for curriculimi preparation
and training.

(b) Examination of the curriculum prepared by the dis-
trict agencies.

(c) Developing model syllabi and appropriate methods.
(d) Support to innovations and their dissemination.

(e) Establishing channels of communication between
national level resources and the field.

(f) Communication and clearing house activities.

(9) Research and evaluation.
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The State Resource Centres are expected to play the role
more of coordinators and catalysers rather than taking up things
themselves like established institutions. Each State Resource
Ceiitre would be expected to prepare inventories of the institu-
tions and individuals of the concerned State who can contribute
to resource development. If the coordinated use of the resources
is made, it should be possible for the Resource Centres to play

a significant role in the promotion of National Adult Education
Programme.

District Level Resources and their Functions

Similarly, at the district level, the District Education
Departments and other Development Departments could act as
resource for implementing the programme. The local self-
government institutions like the Boards and Panchayats can
also be utilised as district level resources. The other Depart-
ments, such as, Health, Agriculture, Cooperation, etc. could pro-
vide active support for the programme. The functions of these
district level resources would be (a) to adapt curricula and mate-
rials to local conditions, (b) to organise orientation and training
courses, (c) to provide feed-back to the State Resource Centres,
aiid (d) to organise publicity campaigns for creating awareness
about the programmes of adult education.

Block and Vnia™ Level

Similarly, resources could be identified at the block and
village level. Village and block level health workers, agricul-
ture extension workers and the like conld provide very valid m-

puts for the programme. Their cooperation ougjit to be always
SOUj.

To sum Up, the success of the NAEP would to a very large
extent depend upontil”/fifficfioSm~ and re-

source set ups atv”. vari*us-ievek"SMiiMcoordination that is;

A LI
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developed amongst them. The coordination function is to be
largely performed by tiie Resource Centres to be established
specifically ef the NAEP at diflEerent leveis. Hence a major

responsibility for spearheading the programme would rest on
them.



Chapter |l

METHODOLOGY OF TRAINING

The methodology of training the functionaries in the NAEP

would acquire its direction primarily from the objectives
of the programme which is radically different from aU earlier
attempts at mass adult education in India. "While literacy—"ty
itself or interlinked mainly with occupational skills—"as the
obvious goal of past attempts, the new programme emphasises
the ccmscious participation of the masses in identifying and solv«
ing the socio-economic problems which hamper individual and
national development. Such participation implies awareness of
restrictive socio-economic circumstances and a critical analysis
of their nature so as to find solutions to problems by acquisition
and use of Inew socio-economic techniques, including literacy.
As the main aim of adult education is to safeguard the autonomy
and dignity of tihe individual with a view to liberating his crea-
tive energy, ceaseless vi*ance will have to be exercised to see
that the methods of teaching-learning and traming ensure free
participation of the learners in the educational process.

The earlier attempts for imparting literacy were modelled
after the formal educadon system. The new programme requires
almost a complete break from the form” system. The NAEP
functionaries will have to develop new methods of apjH'oaching
the people and working with them. Some of the techniques of
working with the people would differ from group to group and
can be developed only in a face-to-face relationship with
them, on a footing of equality and in an atmosphere of

37
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shared learning.  This process presupposes that learn-
ing can proceed effectively if it recognises the independence and
personal worth of each participant. During the training of func-
tionaries such methodological issues will have to be fully dis-
cussed and settled so that they may fully grasp the essentials
of a structured yet flexible non-formal adult education.

The training programme itself is fundamentally a process of
adult education and has to reflect the main characteristics of the
methodology that the functionaries would have to follow while
working with the learning groups at the grass-roots level. First
of all, the process of adult education recognises the fact that
every adult is always capable of unkaming and re-learaing,
imbibing new values and developing new attitudes, acquiring new
skills and readapting the old ones. But the urge for a change
has to come from within the adult himself. If a proper atmos-
phere exists around him, the adult begins to feel such an urge
and responds to it creatively. In the methodology of training,
therefore, the creation of an atmosphere co'ndudve to learning
to change, invariably needs to receive the highest importance.
Within such an atmosphere, the functionaries will be able to take
care of their own training without much intervention from the
‘trainers’. Methodology that attempts to direct, manage and
regiment the learners has no place in the NAEP at any level
whatsoever.

The system of training : Basic elements

In order to work out this approach to traini'ng, the following
process would have to be gone throu” :

1 Helping the trainee to take the first few steps towards
*self-knowledge” or what some social scientists call “value clari-
fication”. Thou” this attempt at self-knowledge must continue
throughout one’s working life, during the training period each
trainee would ask and answer for himself or herself questions such
as the following : Do | have faith in the basic strength of the
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people | seek to serve? Do | believe in equality and social
justice without considerations of race, sex, caste and creed ?
Do I know the nature of the social and economic privileges that
I enjoy and others do not? Would | be ready to surrender
some of these privileges for the common good? Am | commit-
ted to the philosophy of NAEP or am | in the programme just
for the sake of a job and a salary so on and so forth ?

This process of value clarification could be handled some-
times anonymously and sometimes openly in group meetings.
Answers may be simply summarized for the group or discussed
further.  Groups may work with a previously developed set of
questions or make up their own questions. The purpose of this
process is simply to ask oneself the questions one has never ask-
ed before and to learn to face one’s own values and personal pur-
poses with honesty. By so doing commitments can be examined
and built up consciously.

2. When the trainers and the trainees get together for the
training course or training workshop, they come to form what
we may call a “small society”. This “small society” may have
its superiors and its inferiors. It may begin to avoid all dis-
agreements and come up with unanimous but wrong decisions in
regard to their own training. Or the workshop participants
may perhaps become divided into opposing factions and make
learning impossible. Neither of these situations would help
realise the objectives of training. Therefore, the trainees would
have to be helped to develop a “social eye” which enables them
to reflect on the training set-up and processes as a “small society”
and guard against developing either inertia or divisive forces
that arise from less than frank or outright dishonest considera-
tions. Communication in the group should be honest and free
with mutual respect as its foundation. Considerable learning
from each other should occur in such an atmosphere. It is im-
portant that the trainees and the trainers must learn to look at
themselves as whole persons and deal with each other as such.

S/23 ESW/77—4
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This will ensure the relationships necessary for learning, living
and working together for a cause.

3. An authoritarian training progranime cannot produce adult
education functionaries who are non-authoritarian. The values
that are sought to be inculcated in the learner cannot be built
except through a learning process which reflects these values.
In the new training strategy, therefore, the trainees must be help-
ed to see the values implicitin various approaches, methods,
procedures, techniques and tools of training and learning.

An additional point which has to be borne in mind is that
educational approaches, methods, procedures, techniques and
tools are not only value-laden but are quite often culture-bound.
While they may work in one culture, they may not work equally
well or not at aU in another culture. The trainees must become
aware of these factors also and learn to choose the right learning
approaches and techniques with competence.

4. The trainees must be helped to acquire the information
and skills that they would need to function well in the performance
of their tasks. These may include use of the dialo”e technique,
identifying the learning problems through discussion, making up
literacy materials, preparing a wall-newspaper, conducting a
radio forum or a newspaper reading centre, taking quick focused
surveys, maintaining informative records and tapping various
learning resources available locally.

5. Finally, the trainees must be helped to see their own parti-
cular role in relation to the roles of all others involved in the
NAEP, those who would be affected by the NAEP in some way
or the other and the possibilities as well as limitations of the role.

Though due to the constraints of time and resources and
types of trainees training courses and schedules will have to be
differently adapted in different places, the five training principles
enunciated above would certainly serve as the essential guidelines.
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General features of training methodology

All training programmes of the NAEP would generally have
the following features :

Training should be participatory.—In planning the programme,
running it and in evaluating it, the responsibility would be shared
by the trainers and trainees to the maximum extent possible.
There are various ways in which such participation can be
achieved. For example, instead of giving a readymade programme
and time-table to the participants on arrival, these may be
developed with their help. This would be a good first exercise
in helping people to open out and express themselves. Joint
decisions would help the group to feel responsible for the pro-
gramme and its successful conduct.

Another aspect of participatory training would be the sharing
of responsibility by each person for some task or the other in
the training situation. For example, in a training camp or a
residential training situation, the participants may be involved
in the day to day arrangements for conducting the programme,
looking after residential conveniences, etc. This is more effective
with long-term training but even in short-term training some
imaginative avenues can be found for this kind of arrangement.

Training should be an opportunity for mutual learning.—
Training should be considered to be a learning situation where
mutual learning is to take place. Every one in this situation is
a “Vidyarthi”—a student, a co-learner. In any group there
would be people with different skills and knowledge, which should
be utilized for mutual learning.

For example, in a group of instructors under training there
might be persons with different backgrounds. Someone might
be a teacher, another a farmer, another an artisan. Someone
might be good in music or sports. To maximise group learning
what needs to be done is to identify the skills and knowledge of
different participants and give them an opportunity and the
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responsibility to take care of different aspects of training. This
would also increase the self-respect and self-confidence of all
participants and help them to organize a similar process withl
other adult learners.

Emphasis on group discussion—"\\here training emphasises
mutual and group learning, emphasis on discussion will be
inescapable. Equals talk with each other and this is best done
through a discussion. The more discussion there is on a subject
the more thoroughly would it be analysed and understood.
Different aspects of the subject under discussion can be brought
out by different people who might have different ways of looking
at the same problem. A group discussion needs to be properly
guided so that everyone gets an opportunity to contribute and
it is not monopolized by the few vocal and assertive members.
Lectures and relevant presentations do have a place in the
training but they should be such that discussion, questions and
answers are necessarily inbuilt into them.

Learning should emerge out of experience—eLearning should
emerge out of, be related to and built on the experiences of the
participants. There should be enough opportunity in a training
prcfamme to interact with one another, to narrate one's
experiences so that what one is learning is related to one’s own
life and is thus a real thing and not just an intellectual exercise.
The wide and varied experiences of participants can provide a
wealth of learning material, which then can be analysed and
systematised. The experiences of resource persons should also
be made use of whenever necessary.

The other aspect of experiential learning is that one should
experience what one is learning rather than only listen a lecture
on it. For example, if the group wants to learn public speaking
each member should be given an opportunity to actually speak
in a group. Only theoretical knowledge does not bring about the
desired behavioural change. Practical experience is extremely
important. Therefore, in every training programme there should
be a good amalgam of theory and practice.
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Training situation should be as close as possible to the field
and to the realities—"Instead of organising training programmes
in situations and places which are far removed from the life
situations in which the trainees would have to function, training
should be held in a setting which is as realistic as possible.
Field visits should also be organised to study the actual situation,
to see an on-going adult education centre, and to draw lessons
from all that is observed. After the initial training, subsequent
training should be built on the experience of the functionaries
in the field. For this purpose, the initial training must develop
in them perception and reporting skUIs.

Training should be an experiment in community living— a
training situation includes the above features it would
automatically take the shape of an experiment in community
living. This experiment would mean the practice of those values,
attitudes and principles which the functionaries of the NAEP are
to imbibe and practice as a result of training. This should be
an egalitarian community, sharing responsibility and work, helping
one another in mutual learning, taking decisions democratically,
and avoiding building up of competitive power structures within
the group of trainees and trainers.

Principles of adult learning and those of NAEP as related fo
methods

When we speak of the training of project officers, supervisors
and instructors we need to remember that they are themselves
adults and working with them is subject to precisely the same
general principles and methods as, for literacy work. The
training process, therefore, has to illustrate through its
organization and through the personal experience of the learners,
those principles and methods which they should understand and
apply in their turn as project officers, supervisors and instructors.

Here are some brief notes about adult learners and learning :
— Adults learn best in adult ways.
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These ways differ significantly from child learning
because—"Adults have much accumulated experience,
sldUs, knowledge, opinions and prejudices. For
them learning is best done by building outwards
from these foundations, rather than in items
presented separately and memorised.

Accumulation of experience makes adults differ
more from each other than children and young
people. This needs to be borne in mind in devising
learning opportunities for them.

The education of adults (and especially that of some
of the people who will need to be trained for the
NAEP) is concerned with helping mature and
experienced people to change : to accept in the light
of critical thinking new knowledge that challenges
their previous assumptions, to adopt new attitudes
to people, to cope with new situations and problems.
It will not only have to help them to make a start,
but to be ready for continuous awareness of
changing requirements that involve new and
differing but always sensitive responses.

However, because of then: existing knowledge and
experience, adults are also resistant to change. New
learning and new attitudes may be uncomfortable
or painful experiences for them.

For adults the cooperative group is a more important
learning medium than for the young. It can also be
used to provide them with the support and security
which will enable them to face more confidently the
pain of change. It is also the most effective context
in which they can buUd the confidence that enables
them to become autonomous learners and accept
responsibility for their own thinking, learning and
action.
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What has been said in an earlier chapter about the
fundamental principles and objectives of the NAEP will be seen
to be closely related to what is said here about adult learning.
It aims at awareness and sensitivity. It is an educational activity
in which people participate as equals and share responsibility
on a democratic basis. It aims at helping people discover in
their lives and in themselves the potential for growth and
development and making them free to pursue it fully in thought
and action.

The methods of training for NAEP workers which we suggest
rest upon what has been briefly said here about both adult
leaining and about the aims of the NAEP. Memorising and
mechanical repetition of handed-down information is unsuitable
not only because it is particularly ineffective as a learning process
but also because it isolates the learner from the group, places
him in a subservient position, does not use his experience, and
prevents the learner from accepting responsibility for himself
and within the group. The methods of training must aim at
using the particular learning skills and resources of the adult
learners to the full. They should also try to make the fullest
use of existing experience. Most of all, they need to provide
not just the necessary knowledge and skill and understanding;
they must do so in a manner that leads inevitably to personal
change and growth which would enable the trainees to adopt new
and creative personal attitudes towards their respective jobs.

But if this is to be achieved, their existing experience cannot
be sufficient. Training must provide them with new and
demanding experience of their new responsibilities and operate
on these. It should, tiierefore, always be closely related to
practice in the field. The closer it is physically to actual work,
the more likely it is to lead to that fuU synthesis of knowledge,
skill understanding and personal attitude at which our methods
should aim, and which will alone enable training to be properly
continuing education for the trainees and trainers both. One
further and extremely important principle follows from this : it
is unlikely that anyone can train anybody also for work of which
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they do not themselves have experience which is up-to-date,
practical, and which tI*y can thoroughly analyze and understand.

General methods of training

Generally speaking, the aim in training should be to create
situations which stimulate active participation of the trainees so
that they leam from experience, and which give them responsi-
bility so that they acquire the habit of participation. In this
approach the maximum involvement and participation of the
learners ought to be the cornerstone of al methods employed,
so that they learn by discovery. The application of the
participation methods in acquisition of awareness is quite obvious.
So is their application in identifying the functional needs of
learners and in the acquisition of functional knowledge and skills.
Questions can arise, however, in regard to acquisition of literacy
skills by participatory methods. Can literacy skills be gained
by participatory methods and, if so, how?

There are, of course, many methods of gaining literacy.
Paulo Freire’s method of promoting literacy is fully participative.
Those who follow this method design their literacy materials
after some significant themes which have been discovered by the
learners through a process of discussion and participation.
Other methods of literacy are often much more structured and
sequenced. But in these methods also there is scope for
participation by the learners. Participation can and must be
built into even the structured literacy methods. It would be
necessary to develop literacy material and supplementary
materials related to the conditions and interest of the group of
learners by the learners. If readymade materials are used their
relevance has to be tested by discussion (dialogue) and whether
a particular lesson relates to the realities of the lives of the
learners has to be elicited from the discussion.

Literacy combined with awareness is one of the major
objectives of the NAEP. It must find expression throughout the
process of training. Therefore, learning how to produce and
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use literacy materials with a considerably high degree of skill
would be a part of the training programme for all functionaries.

Some typkal methods of trainii®

This section deals with some typical methods of training,
their processes as well as their contexts. Their application to
particular jobs would be apparent in the context of the training
of project officers, supervisors and instructors. These methods
may be classified under four broad heads. The first two involve
groups learning together, the third is individual, and the fourth
combines various methods. It should be noted, however, that
these four groups are not mutually exclusive.

1 Activity-based methods—/"The main emphasis in these is
to involve the trainees in group or individual work in which they
are themselves active, rather than passive participants. In this
way the rich variety of experience of life with which they are
all endowed can be utilised to generate learning. It will take
much thought and imagination on the part of the trainers and
trainees to plan together really meaningful activities from the
point of view of the adult learner. Their choice will depend
upon the objectives and content of training at a particular
moment. Relevant equipment and materials must also be
produced or obtained for organising such activities, which may
be as varied as group discussions (may be requiring material for
prior reading), field visits (requiring observation schedules),
surveys (needing record material), workshops, (needing agendas),
etc. Preparing materials, learning certain skills, use of varied
equipment and the like will also need detailed planning and
facilities. In many instances the preparation of materials after
a full discussion on their production and use may in itself be a
useful part of the active training process.

(a) Problem solving

Learning to take responsibility for one’s own actions and
their consequences for other people must be a crucial feature of
Gaining for the NAEP. Among activity methods, those which
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involve problem solving and the making of decisions are
especially important because they demand participation which is
not only active but responsible. Genuine problems that arise
during the course of training may be taken up for discussion and
the search for solutions, or some issues and problems can be
identij&ed which are of common interest, and activities can be
woven round them. Through these the trainees would analyse
the problem, sift the evidence, search for causes, suggest alter-
native solutions and—"finally—"ake decisions on the measures-
which ought to be taken to solve the problem and follow it up
by further action. Such a process might be considered as
training in responsibility as well as participation. It includes
various other results, such as the development of skills in decision
making on the basis of evidence, utilising community resources
for the solution of a problem, and joint action.

The amount of time required is perhaps the major constraint
in utilising this method of training, partly because it does take
longer in the first instance (though not usually in total) and
partly because it needs a substantial amount of time from
trainers for planning and producing materials. For these
reasons the problems should be small ones. They should also
be of immediate interest to the trainees.

This method involves a fundamental change in the trainer’s
role. The traditional one of giving information and making
rules for the trainees is to be completely discarded. At best, he
becomes a co-ordinator. The emphasis shifts to the participants™
to the resources used, and to the creative contribution of the

group.

Problem solving, sometimes, is not a practicable training
activity. Appropriate problems may not be available, or they
may be too sensitive for trainees to tackle, or there may not be
time enough to deal with them responsibly. It is important on
these occasions to remember that real people are not laboratory
animals, and to respect their rights and personalities. For these
and various other reasons simulations of various kinds, including
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case studies and role playing, may be used. They are active
methods which attempt to represent the real situation and generate
intense involvement and motivation for better learning through
discovery and experience. Participants may start by thinking that
simulation methods are artificial and used only for fun. But
when they soon get completely involved and absorbed in the task
they realize how valuable these methods are. The process also
illustrates in practice that learning should and can be an enjoyable
and even entertaining process.

Another advantage of simulation methods is that they are
higWWy adaptable to groups of mixed ability. They offer natural
opportunities for working in groups and demonstrating that
participants of differing abilities can help each other and learn
from their peers.

An important characteristic of simulation is the realism which
can be achieved through careful preparation of the simulated
material from real problems. It has all the features of learning
in real life, with the powerful difference that in real life mistakes
could be expensive. In simulations—even in role-play if it is
conducted with care and sensitivity—"mistake can be made with-
out harm to the trainee or damage to others. The atmosphere
of calm analysis and good-humoured support from the trainer and
fellow participants make it possible to analyse and evaluate the
solutions offered and to discover the reasons why mistakes might
have been made that can then be avoided in future. Simulation
may also have the advantage (for training purposes) over real
problems that it can concentrate on what most needs to be
learned, and excludes irrelevancies. Role playing is one form
of simulation which especially explores relationships. It is thus
particularly suitable for developing sensitivity and tolerance
based on each other’s point of view, and the realisation that a
whole range of viewpoints could be equally valid. Role playing
and learning games can be used to help learners understand their
own solution better and identify the causes in forces which operate
in the situations.
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In this activity, too, the trainer’s role is that of a supportive
partner and not of a judge. Ample preparation is needed for
all these types of activity, so that genuine interest is created,
and fruitfully directed. Naturally these exercises should be based
on issues with which the participants are immediately concerned.

In addition to its active realism the value of simulation lies
in developing social skills, such as co-operating within a group
to solve problems, accepting other people’s solutions, their
contribution, and their right to disagree.

(b) Project Method

Taking up small projects in the field is another profitable
training method. Projects provide ample opportunities for
learning by doing, by investigating. They are also a way for
the individual to learn within the group, and the group to learn
from the community. It is in this principle of live contact with
the community that the project method is significant for the
training of adult educators. In this process they are expected
to venture out to seek information, collect from the local people
the raw material which is to be systematized into the learning
content and seek their assistance in the task.

Though the focal point in a project is the end product which
may be in the form of a report, a completed model, or a task
in the community, the process itself, is for training purposes.
This is because it involves participants in work according to their
own capacities and pace of work, it thus makes use of their skills
and experience for the benefit of the group. Apart from the
group work, individuals may also take up voluntary assignments
for which they feel competent.

At all the three main stages of a project, viz. planning,
execution and reporting, active involvement of the trainees is
necessary. It would be in the fitness of things to develop
projects on tasks arising out of the felt needs of trainees and the
tasks which are similar to those which the trainees are expected
to undertake after training.
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Since some projects can be time-consuming care should be
taken to select projects which could be completed within the
limited training period. Hence, care should be taken in making
the choice of projects. It is also essential to ensure that the
project can be successfully carried out by trainees, in order to
build up their confidence, and that it has the goodwill and support
of the host community and institution. Training should never
court failure : adults learn far better from their successes than
from their mistakes.

(c) Discusiion

Discussion needs to find a place throughout training; it is
essential to activity-based methods. Many adult educators have
emphasised the importance of initiating discussion with the
learner. Discussion presupposes treatmg the learner with the
same respect that the trainer expects from the learner. The
learner should have as much freedom to question the behaviour,
the assumptions and the opinions of the trainer as the trainer
will eventually have towards the learner, and vice versa.

One important technique of startiag discussion is by sharing
experience around the theme to be discussed. The trainer could
start the process, but often he is mdVie likely to get gobd discussion
going if he encourages group members to begin rather than
starting with his own contribution. A critical analysis by the
trainer of his own contribution is another way of eno)uragiQg
discussion, bringing trainees out of their shell, and demonstrating
the fact that all are togeflier in trying to improve their
competence. Some adult educators have suggested the use of
various stimulants for discussion—e.g. posters which dramatise
social problems—"% that discussion may grow out of answers to
the questions thus posed. Here, as always, it is important for
the trainer to be more a listener and a catalyst than to speak
first, or too much, or to dominate discussion. In discussion he
should be a stimulant and an initiator: a person who asks
questions and listens creatively, so that learners find themselves
talking more sense than they knew they had. If he starts by
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speaking too much (may be under the impression that this will
encourage others) the discussion is likely to become a monologue.
Training should usually start as it means to go on.

2. Lecture, Lecture-demomtration, and their links with
discussion—"Lecturing and demonstrating are well-worn
traditional methods of teaching. Their drawbacks are well
known. Therefore, in the training of adult educators, where
the natural emphasis is on participation, a lower priority needs
to be given to them. However, they do have some place in the
total range of techniques. Lecturing may be a poor way of
stimulating thought and changing attitudes and is far less
efficiept than reading in imparting information. The lecture is
a good way of supplying a framework to a subject into which
learners can slot more learning as they acquire it
through other methods. Well conducted, it can bring a broad
range of understanding previously acquired in life and stimulate
enthusiasm. It may help in showing how a variety of items of
factual information (e.g. on policy, or rules and regulations)
which have been learned by reading, fit together.

In the same way a good demonstration can show what a
skilled performance looks like. It provides a trail of visual
clues which are much easier for learners to grasp than words
alone. Demonstration in the use of audio-visual aids can prove
most helpful. But demonstration is most helpful of all if trainers
set an example by doing normally and regularly themselves what
they suggest their trainees ought to do.

Both lecture and demonstration should therefore be employed
thoughtfully and sparingly. The trainer’s skill in them lies in
the way he provides opportunities for raising questions. In-
variably these methods should be interspersed with small group
work, discussion, individual projects, and other activities which
question and explain the passive experience. Lecture and
demonstration when selectively and properly used can be quite
useful method of learning/teaching.
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3. Individual learning—The educational situations which
have been described so far involve groups of people, though the
balance between teachers and learners differs. But there are
also many and important aspects of learning which demand the
individual and personal effort of the learner. Thus factual
information of any kind is most easily acquired by reading—which
is a process that takes place in as private a place as possible,
and therefore does not take up precious and expensive training
time. If the new worker is to learn to understand and use his
experience he needs not only to discuss it with others but he
must also analyse it and reflect upon it himself. This can be
encouraged with the help of specially prepared observation
schedules, field exercises and other tasks which are reported on
in writing. It is advantageous if these exercises are designed in
such a way that some of the suggested reading has to be done
to make performance of the exercise possible, and some more to
enable the trainee to record it and comment on findings in the
required manner. In this way it is possible to ensure that reading
and thinking, and not only action and conversation, take place.

In building reading, writing and personal exercises into the
training programme it is, however, essential that they should be
fully appropriate to specific needs. They have to relate closely
to practice in the field, for which plentiful illustration by examples
and in other ways is required. Above all they must be expressed
in language which is entirely accessible to the reader.

The purpose of individual learning in the training programme
is not to study academic subjects in themselves but to direct them
as tools to the solution of problems which are inter-disciplinary.
This can be done even at the simplest level, for instructors. If,
as seems desirable, additional material in the form of leaflets or
pamphlets is produced on specific topics and for the different
kinds of functionaries, then it might well be a useful exercise
for the more senior ones, as part of their training, to be given
the task of “translating” some of this long and complex material
into short and simple leaflets for the rest.



4. Combined methods.—"As mentioned earlier in this section,
the three categories of methods which have been outlined are
not mutually exclusive. Most of them can change from one to
another according to the ways in which they are used, and it is
natural to combine them dehberately and in carefully devised
ways in order to achieve specific objectives. The following
examples are given as illustrations. They are by no means
exclusive or in any way preferable to others not here listed.

(a) Residential or camp training

Residential courses may sometimes be necessary but their
main pcysitive characteristic is that, properly used, they are
particularly effective in helping people to acquire a new and
more positive understanding of values and to change their
attitudes. This means that residential training is more than
ordinary training carried out under one roof. It requires a
considerable commonaUty and sharing of conditions and of work
between all trainees and trainers to demonstrate in practice what
common living, sharing, participation and joint responsibility
mean. In this context group discussion will help to clarify and
appraise what is happening; common field projects may express
it; reading and study may well have prepared people for it; may
be a final lecture will crystallise for ~ the underlying values
of the common experience.

(b) Field operational seminars and other forms of combining
training with field work

Essentially, these involve trainees in common field projects
under semi-controlled conditions, together with group discussion
and other forms of reflection to develop and articulate the
experience. More complex and fruitful models may include the
provision of structured observation and other exercises to be
used in the field. Where the project itself does not provide aU
the necessary experience it may be possible to use simulated
materials such as case studies and case histories as the basis of
wider, vicarious, experience. Both in connection with these and
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in order to study real field problems encountered by trainees,
role play may be appropriate.

(e) Both in the early stages of initial training and later
workers may well derive much use as well as encouragement and
support from various forms of correspondence education which
enables them to link their developing field experience to further
study and reading. Moreover, it may well be appropriate for
them to meet as regularly as may be practicable in order to link
and pool their individual progress through discussion in a
continuing training group, which may well be a leaderless one.

Training as a conlinuoiis process

We have now spoken about methods of training in some
detail and related them to ways in which different methods can
be appUed to different training purposes. For this we adopted
the analogy of a spectrum of methods from which we select
different bands according to the immediate purpose. But training
also happens as a process in time and needs to be looked at as
part of the personal life history of the worker in the programme.

Whether the worker enters the programme with  some
experience or as a complete newcomer, he begins with initial
training. Some of this is likely to take place before he actually
begins his new duties, and this we call pre-service training. The
rest of his initial training and any later follow-up we call in-service
training regardless of whether it is supposed to be part of initial
or follow-up experience. The relative length of pre-service and
INSET are bound to vary according to practical conditions such
as distance, transport and other facilities. Here we simply seek
to suggest some underlying principles atnd some possible aims to
pursue.

The aim of initid training is at least to provide the worker
with a “first-aid kit” which will enable him to function adequately
and lay Ae foundations of subsequent learning and develgpment.
A first-aid kit should consist not merely of a set if recipes. It is
irriportant above all that it should liable the new worker to
S/23 ESW/77—5
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cope with the essentials efficiently by using the experience he
akeady possesses with intelligence and commonsense, with an
understandmg of the situation, the learners, and their main needs.
Initial training ought to lay down the foundations of skills and
understanding required for a particular job and its purposes ; of
understanding the learning processes of adults individually and
in groups ; and of being able to use such knowledge, skill and
understanding with personal attitudes that enable other people
to benefit from them.

We have already shown that these matters are best learned
at, or as close as possible to, practical work in the field. We
would therefore suggest that pre-service training should be
reduced to as small a proportion of initial training as may be
practicable in each set of circumstances. Ideally, it might consist
of an orientation period to begin the formation of the caring and
cooperative group; and to explain purposes and methods.
Reading, reflection, discussion and group work are of importance
in tiiis pre-service stage.

Thus prepared, the functionaries would go out into the field
in order to carry out structured exercises there. It is such deli-
berate use of practical experience in the field and its sharing in
the training group which will buUd and fix new attitudes.
Structured exercises in observation, survey, some practice teaching
under supervision, and the study of this experience under group
work conditions, will be helpful here. We therefore see the
major part of initial training as a process by which the training
group moves regularly between practice and study. It builds up
its experience in the field, returns to the group meeting to
illimiinate and articulate it through study and discussion, and
returns to the field to test and apply what has been learnt.

The development which has been described is continuous.
There is thus no obvious or necessary end to initial training of
this kind. It may be said to be completed when trainees feel
they are adequately prepared by successful and conscious ex-
perience to carry out their duties on their own responsibility.
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But we do know that mere adequacy is not enough to aim
at in a continually changing situation. Besides, professional
development is a little like swimming upstream : if we stop for
one moment we are swept backwards. This is why in-service
training needs to be a continuous activity undertaken by the
individual and the local group on their own responsibility and
also provided by the organisation itself. The methods it employs
will be the same as for initial training. They will seek to help
the trainees to benefit from their own growing experience by
systematic reflection on it and by the study of materials which
wm help to illuminate it and make it available for improved
practice for themselves and others.

In-service training conceived in this way is important to the
trainees not just because it will produce those best fitted to take
on more responsible work in the programme. It is also needed
as a transition from the more secure world of the training group
to the isolation and exposure of the individual worker facing
inertia or even hostility to new ways and ideas. It provides him
with the support of a caring group of people who face similar
problems. Finally, it is the expression of that continuing growth
and development for the functionary in the NAEP which it aims
at for the learners. Whether someone happens to be an instructor
or the director of a state resource centre—“t will be possible for
them to serve the learners only if they continue to be learners
in their own right, sharing in their own way and in the company
of their own working group, the burdens, the pains, the thrill
and the fulfilment which the programme offers to the illiterate
adult.

In conclusion it may be added ihat to a large extent the
success of the total training programme would depend on the
orientation of the first cycle trainers, a group of persons engaged
in the operation at the national and the state levels. Here persons
would be drawn from the State Resource Centres, voluntary
agencies and other specialized organisations in addition to the
personnel from the Directorate of Adult Education. They need
to be committed to the programmes as well as fully conversant
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with the effective methodology of adult education which leads
to literacy, functionality, and awareness. It would therefore be
necessary that general principles and processes of participatory
learning are put into practice in then: orientation. They ought
to demonstrate what they would want the trainees in subsequent
cycles  (project officers, supervisors, instructors training) to
practice.



Chapter IV

TRAINING OF INSTRUCTORS

he instructor is the front-line worker in the NAEP. He is
T the actual ‘doer’ of adult education in the community.
The quality and success of work in any centre is going to depend
upon the capacity and sincerity of the instructor. His training
has to be so designed and conducted that he can develop the
necessary skills, attitudes and qualities of character to perform
his work effectively and to maintain his own growth. In design-
ing a suitable training programme several considerations are
involved. These are posed as questions and suggestive answers
are given in the following pages. These are just guidelines which
could be helpful to the trainers of Instructors to carry out a
similar exercise for the particular group of instructors they
have to train and plan their own training programmes.

Question 1: What is the learning situation in which the Instroctor
has to function ?

An attempt is made here to analyse a learning situation as it
exists now, if not in aU the villages and towns at least in many.
Typical learning situation for NAEP is visualized as follows :

An adult education centre may be situated either in a village
or in a town or a city. In the case of a rural adult education
centre the learners may form a group of persons having a similar
occupation and background. Unlike it, in big cities the learners
may belong to different occupational, social and religious groups
among whom there may exist a sort of rivalry, hostility and
tension. But, as the Policy Statement on Adult Education points

59
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out, they are poor and illiterate. This is the common factor for
all of them. As such they have a low social status. Their
opinions are never asked for. They are not involved in any
decision-making. As poor coolies, landless labourers and
similar unorganised workers, they are always dependent on others.
They may have lost their seK-sufl&ciency and they may not have
any confidence in themselves. If this is the status of men, the
status of women may be still worse.

In many cases these men and women may not come to the
learning centres out of their own personal conviction but be-
cause they are brought to the centres either by their neighbours
or the village leaders or the government officials or the instructor.
They may have different economic and social aspirations and
expectations. Some of them may expect that throu™ the
learning in the adult education centres their status will be
bettered economically and socially. Many of them may not be
aware that they are deprived of certain economic and social
facilities which they should have. They are bom and have
grown up with it and they may have got used to it. But in
general, the life situations of these people are not always favour-
able for them to attend the adult education centre regularly.

Much of this could be said of the instructor also. The only
difference is that he or she has studied a bit and as such may
enjoy a little more influence in the community and may be able
to command a little respect. This is a front-line functionary in
the National Adult Education Programme.

The learners are all adults. Some of them may be of the
same age or even little older than the instructor. Some of them
may be cleverer, wiser, more intelligent than the instructor and
may have learnt more from life and its experiences. Some of
them may be real experts in the occupations and jobs they are
engaged in.

The third factor involved in the learning situation is the
teaching/learning material. Generally, these materials are centrally
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prepared and distributed to the instructors. Such materials may
not have a local meaning and usefulness for the learners as
well as the instructors and may fail to evoke and keep up their
interest in learning as well as teaching.

The fourth factor is the location of the centre. K the centre
is located in the part of the village or town where the econo-
mically and socially weaker sections of the population live, then
the landlords, master-weavers and others may become curious
to know what is exactly happening in these centres and they may
arrange to have the classes closely observed. Sometimes they
may succeed in making use of the government officials also for
such observation. In the case of centres for women, the husbands
and male relations of these women closely watch what is happen-
ing in these centres.

The adult education centres may be closely watched by the
local village or political leaders and also by the government
officials, sometimes with real interest which is helpful or with
anxiety and also with suspicion, if the instructors were young
and happened to belong to a particular caste, religious or poli-
tical group or were known to be a little rebellious or radical in
their thoughts, words and actions.

A few instructors may enjoy the privilege of making use of
the village school or the panchayat samiti building or the church
or temple for conducting the centres. In many villages the
centres may have to function in the verandah of a house or
imdemeath a tree. In many places there may not be arrange-
ments for proper lifting. Even the available lighting arrange-
ment may not be put to optimum use.

This is a fairly typical learning situation in which the instructor
has to function. If the main features of this learrdng situation
are kept in mind, the process of training will be more practical.
Secondly, the planners and organizers of the programme will have
to find ways and means of removing some of the constraints with
which the instructor’s job is fraught and making the learning
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situation for a bit more conducive for achieving the objectives
of the NAEP.

The ideal learning situation in NAEP is visualised as an
organised group of adults who gather regularly at a place and
with the help of the instructor undertake mutually supportive
learning activities. This learning activity has to extend naturally
beyond the meeting place or the learning centre to their homes and
place of work and draws upon all available resources in the
neighbourhood and community. The learning centre in this
situation is a focus and a meeting point of resources and their
users where the instructor is the co-ordinator and key supporter
of the learning efforts of the members of the group. The most
effective learning groups evolve out of the shared interest of the
members. More likely than not, they will cover a homogeneous
community with a common pattern of occupaticms. Since the
illiterate are also the poor, their houses are usually clustered in
one neighbourhood which may have different local names in
different parts of the country. The learning centre and the in-
structor have to be intimately concerned with the life of these poor
neighbourhoods. They have to be active leaders in the efforts
for the improvement of their life conditions. The learning
has to be related to these efforts. Every care wiU be taken in
the ideal situation to give preference to women and other weaker
sections of the community, who have not been able to develop
their potentiality in the past and special learning groups would be
organised for them wherever necessary. Several such factors
can be added to the ideal situation which, however, would be
complex.

An example of a good centre : Bori in Rajasthan

Bori is a small mixed-caste village with 50 households of
small farmers and artisans. The learning centre which was
started at the initiative of one of the village youth, Bansilal, is
situated in his home. Bansilal has had schooling upto VIII
class and continues to work on the family farm. A farmers’
functional literacy class is held every evening at the
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centre where 20 to 25 adults gather. Bansilal who
has received training and has developed a number of direct
contracts with several resource agencies, is the instructor. He
shares with the learners the communications he receives from
various sources, maintains a small library for neo-literates which
is regularly replenished from the supporting voluntary agency that
runs adult education programmes. As an educated leader of
the village, Bansilal is also called upon to take up, on behalf of
the village, problems arising with various government depart-
ments. He recently helped to get resolved a dispute with the
neighbouring large farmers’ village regarding the common
boundary of their pasture lands. Once a month, he visits the
voluntary agency and together with other instructors in the area,
reviews his work, prepares reports and makes plans for the
month ahead.

Since there is no primary school in the village, Bansilal also
runs a non-formal education centre for children during the
morning hours. He is also planning to organise a women’s
group with the help of knowledgeable women in the community.
As a part of the Farmers’ Functional Literacy Programme some
of the learners have taken up demonstration of improved farm-
ing. A First-aid box has been supplied to the Centre and one
of the members has received training.

From the foregoing presentation, the main feature® of a good
learning situation emerge as follows :

1. The learning situation consists of an organised group
in a small neighbourhood community with a place
to meet and an Instructor to coordinate its activities.

2. Learning is merely focused at the learning centre, it is
not confined to it.

3. Learning activities are closely related to the commu-
nity’s efforts to improve its living conditions. The
Instructor has to provide leadership in the learning
aspects of those efforts.
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Question 2 : What is the background of the instructor ?

The instructor is the most vital link in the whole NAEP.
His/her goal is to make the learners literate, initiate a process of
awareness among the learners, induce a process of development
in the community; and help the learners to acquire certain func-
tional and organisational skills so that they may improve their
economic and social conditions.

As far as possible the Instructor should be from the same
background as the majority of the learners and be a resident
of that locality. The maximum educational qualification should
be completion of the middle school. This qualification is re*
laxable if the person has leadership qualities and/or no one
else is available jn that area.

The Instructor should be at least 18 years old. This limit
may be relaxed in special cases. It is preferable if he/she has
actually done some community work and is progressive in his/
her views e.g. free from prejudices of caste and community and
has some concern for fellow-beings. An understanding and
tolerance of other people’s faiths and beliefs and an attitude of
hope and faith in the capacities of the people should be considered
an asset.

The various categories of persons who have varying back-
ground anc| experience could be requested and encouraged to
participate in the National Adult Education (Programme as
instructors e.g. :

1. School Teacher : The teachers of primary and secondary
schools may prove to be one of the main categories for
drawing instructors. Their involvement in this pro-
gramme should, however, be entirely voluntary and
only such teachers should be selected as are genuinely
concerned about the plight of the poor and the illite-
rate.

2. Students : Students in the institutions of higher education
may provide a valuable agency for organisation of



65

adult education centres. Their selection must also
be purely voluntary keeping in view their sincerity and
enthusiasm for such work. Suitable conditions must,
however, be created for them to function effectively by
modifications in the present timings of the academic
sessions wherever necessary, the system of credits,
examination and certification, etc.

3. Unemployed or under-employed youth : A large number
of young men and women who reside in the locality
and who have necessary educational qualifications and
personality qualities could be the most suitable category
of adult education instructors.  Careful selection
should be made to get the right kind of instructors
who are committed to the task.

4. Ex-servicemen, other retired persons and social workers :
This category of persons can play an important role as
adult education instructors both in urban and rural
areas. They could utilize their time well and give
the benefit of their experience and knowledge to the
programme. Voluntary social workers could also be
an asset to the programme, if they are given resource
support. But a modernization of outlook would be
essential for all these.

5. Field level government and other functionaries
Every effort should be made to involve village health
workers, gram sevaks and gram sevikas, balsevikas,
functionaries of cooperative societies and village pan-
chayats to join as part-time instructors.

An important consideration in the selection of the instructor
is the candidates’ standing in the community as a person posses-
sing responsibility and concern. This could be ascertained from
the members of the community and from potential learners
wherever possible.
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An important step in selection is explaining of the programme
outline to the potential learners and the instructors, the functions
expected to be performed by the instructor and support expected
from the community and the learners, and help to be available
from the outside agencies. A discussion on these aspects could
help develop the capability as well as attitudes of the instructor
and help the process of selection.

The identification process has to take into account the special
needs of women learners. If mixed groups are formed husband
and wife team of instructors may be more suitable. In any case,
for women’s groups separate \yomen instructors will have to be
identified and considerable relaxation will have to be made in
all requirements except literacy level, concern for learners and
ability to mobilize resources.

Question 3 : What is: the instractor expected to do in this
programme ?

As a frontline worker in NAEP, the functions of the instructor
would be :

(1) Generating awareness among the learners and in the
community regarding their situation, their predica-
ment, their rights, their problems and their
possibilities.

(2) Disseminating functional information which would
help the learners acquire practical skills in their
occupations and skills of management to their own
advantage as a group.

(3) Imparting literacy skills which would help the learner
to fully master at least given levels of reading, writing
and numeracy in a fixed period of time. The literacy
skills should be related to the lives and needs of the
learners.



67

The instructor has to play the following roles in order to be
able to perform the functions :

1. Organiser of the Centre :

As an organiser of the centre, the instructor may take the

following steps to motivate and involve the potential learners
and the community :(—

(a) Contact the prospective learners and the leaders of
the community;

(b) Help the supervisor to conduct a simple survey of
the community;

(c) Explain the programme and its objectives to the
people ;

(d) Help create a learning environment;

(e) Help to organise a village local adult education com-
mittee comprising local leaders and social workers;
interested in adult education ; and

(f) Enrol an interested group,
2. Teacher of Literacy :

As a teacher of literacy, the instructor is expected to provide
the basic stimulus throu” a dialogue with the learners about
their handicaps which reduce their self-confidence and lower
their place within the status and power structure of the community.
But it is necessary that to bolster the learners’ self-esteem the
Instructor strives to give them the reading, writing and compu-
tation skills in a spedfied period of time. The literacy material
should not only relate to the lives and needs of the learners
but should arise from these and should be used in a manner
which requires the active participation of every learner. Dialogue
and discussion should be an integral part of the pre-literacy
process, acquisition of literacy and post-literacy action.

About 120— 150 hours are generally necessary for the learners
to acquire the basic literacy skills in a structured and sequential
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manner. Once literacy is acquired, the instructor should mainly
~Nide the learner to read, write and learn further on his/her own.
The emphasis should be on self-learning and independence in
terms of seeking new learning.

Literacy should be so imparted as to make the learners self-
reliant readers. After the learners have completed the reading
and writing of basic literacy material, they should be provided
swith supplementary reading materials which would promote
discussions both in the class and the community.

The task of the instructor would be to organise a learning
Aoup at a centre. The location and timing etc. of the centre
‘Should be decided in consiiltation with the leameis. The timing
*of the centre should be flexible enough to suit their convenience.
If they cannot come to the class regularly during limes when
the load of work is heavy, the instructor should make arrange-
ments to compensate for the loss of learning time. This flexibility
mshould, however, not mean slackness in the learning effort.

3. Initiator of discussion for generating awareness :

The instructor has to have a degree of awareness himself.
He has to understand what ‘awareness’ means in the context of
the programme. He has to be well-informed about all important
matters that relate to the life of the community, e.g., tenancy laws,
land and labour laws, development schemes and loan facilities,
liealth and extension services. He should be familiar with the
resources from where this information can be gathered reliably
and which will help in the follow-up action. He should be able
to communicate effectively with the learners and set up arrange-
ments for open access to information for open discussion,
dialogue and development of common understanding. Often,
awareness is heightened when special occasions, problems or
crisis situations arise in the community and through action taken
lo deal with these. The instructor has to be able to guide
rational reflection and understanding under these circumstances.

The real sources of the difficulties of the poor in the local
rand larger society will have to be understood by the instructor.
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It may be necessary to set up separate learning groups for the
poor who are invariably exploited and are dependent on the
local power structure and the local ofi&cials. The instructor has
to be aware of his position in this situation and of the importance
of maintaining liaison with the supervisor and the project ofl&cer
(and through them with the Block and District administration)
in order to be able to get timely help in the interests of the poor
when the need arises. In dealing with the local power structure
he would have to use considerable discretion.

4, Disseminator of functional information :

The instructor is required to give demonstration, advice and
guidance to learners for improvement oi occupational skills and
for proper management. He can do this most effectively if he
is also a successful practitioner of one or more of these skills.
If he is not, he should be able to develop a close working
relationship with a successful local practitioner as a resource.
He should be able to draw upon the resources of various extension
agencies and other resources available locally, set up channels
for mutual learning amongst members of the group and arrange
simple skill development programmes wherever possible. He
should also be able to develop and maintain a system of obtaining
guidance for functional improvements through correspondence.
In this role the instructor has to put the group’s interests above
his own. He has to give special attention to the learning needs
of the weaker sections who suffer from multiple disadvantages.
He has to help them tap available sources for getting loans for
equipment, credit, seeds, fertilisers or whatever is available that
can assist in improving their economic condition. Guidance for
dealing with procedures and formalities would have to be given
and, on such occasions, literacy effort could be strengthened.
A variety of information would be receiv® and disseminated by
the instructor. Legal rights, minimum wages, health services,
credit facilities, development plans would form part of such
information.

The role of an instructor is to give information which is
relevant to the learners in a way that is understandable to them.
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The information which is to be disseminated should be given
to the instructor during the training programmes and later on
through simple information sheets, circular letters, magazines
and appropriate reading materials. This continuous flow of
information is extremely important for conducting the learning
centres.

5. Mobiliser of resources :

Another role of the instructor is to apprise the supervisor
about the needs and problems of the area and to secure his help
to mobilise human and material resources required for the
improvement of tiie functional skills of learners and consequently
their socio-economic conditions. With the help of different
government or voluntary agencies, and the supervisor, certain
short term training courses in agriculture may be organized if
the learners are farmers or in other skills for these who are
artisans or unskilled labourers.

The instructors cannot at any time be experts in everything
themselves. But they should be resource identifiers and coordi-
nators so that the learners get througji them help of a technical,
social or economic nature that will lead to greater self-reliance
and further motivation for learning more of what is useful for
them,

6. Leader-organiser of cultural and recreational programmes :

The learners and other members of the community should be
helped by the instructor to organise programmes of cultural and
recreational activities which serve to enliven and enrich the life
of the learners : drama, role-playing, bhajans and kirtans, games,,
exercises, athletics, etc.

7. Recorder oj the process of change and learning :

The instructor should systematically note and record in a
daily diary whatever they observe, the problems they face in
carrying out their tasks, or the changes that they observe in the®
community. For better planning and evolving of realistic policies.
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and replicating successful programmes, it is essential to know in
detail what happens at the grassroots level. By writing about
their experiences and ideas the instructors should be able to
establish a flow of information from bottom to top.

8. Manager of the Centre :

The instructor’s role in relation to the management of adult
education centres would include the following tasks :

(a) Finding a suitable meeting place in consultation with
the local leaders and prospective learners;

(b) Maintenance of progress record of the learners and
other reports prescribe by the pToject management
and sending timely returns ; and

(c) Contacting the drop-outs and finding out the reasons
which led them to discontinue and making an attempt
to bring them back. (This will also have to be done

with persons who show flagging interest).

Question 4 : What competencies (knowledge, skills, attxtades,
and values) the instractor should develop for doing
Ms work ?

The instructor should be able to develop following
competencies through training, experience and self-study :

Knowledge :
The instructor should develop :

— understanding of the National Adult Education
Programme and its role in socio-economic develop-
ment of the society;

— understanding of basic principles of contents, methods
and materials of Adult Education ;

— understanding of his role as change agent in the
socio-economic milieu;
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understanding of interests, aspirations, needs and
problems of the learners through observation, dialogue
and discussions ;

understanding the constraints in his work.

The instructor should be able to :

utilize different forms of group-interaction like dis-
cussion, dialogue, role-playing, simulation games, etc.
for awareness and learning motivation ;

elicit the participation of the learners and the com-
munity for different activities;

impart literacy skills related to the level of desired
proficiency;

develop among the learners a rational and critical
outlook and make learning a vital, meaningful and
attractive experience;

help the supervisor to mobilise the community as well
as the development resources available in that area
to improve the socio-economic conditions of the
community;

effectively evaluate the progress of individual learners
as well as of the group and the extent of community
involvement in the process ;

prepare reports and maintain records of the centres ;

develop simple aids for the learners with their help
and that of community resources.

Values, Qualities of Character, Attitudes :

All educational and developmental effort implies a basic set
of values or preferences. Values derive from certain accepted
beliefs about the nature of a particular society, its development
and the role of education in relation to this development. They
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provide a basis for the justification of the enterprise, its inner
working principles and its desired outcome. Thus, a State-
sponsored adult education programme is based on the belief
that education is not separable from development and that it has

to be supported by the State as a part of its overall development
effort.

The policy and the programme formulations in the NAEP
have placed a high value on the self-motivated, voluntary sector
for implementation of the NAEP, and support arrangements such
as training and resource development. A high degree of dedi-
cation is visualised in State sector effort also. Again, although
it is a large scale programme great value is being put on decentra-
lized and variegated effort for which intensive and careful
preparation must be done by all. Recognizing the situational
diversity, the emphasis is on non-standardized, situation-specific,
and region-specific modes of implementation. This implies that
innovativeness and capacity to adapt have a high value in the
programme. There is multi-dimensionality in the adult education
effort and this implies a multi-functional role for the functionaries,
especially the instructors. The programmes are primarily for
the illiterate poor. This would require the functionaries to have
a faith in the capacities and the ability of the poor to improve
their lot.

In the above discussion it is not intended to suggest that the
values and their operational aspects are explicit in the NAEP
or that there are no inconsistencies or internal contradictions.
These are inevitable in a policy and programme which have to
contend with the legacy of the past on one hand and a call for
peaceful march towards radical social change which is to be
initiated jointly by government and the voluntary sector whose
operational styles contain fundamental differences. However,
it is necessary and possible to identify some basic values implicit
in NAEP and translate these into possible attributes and attitudes
of workers and design training to develop them.

Operationally, values which motivate social change are
reflected in the day-to-day behaviour of the functionaries. But
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in the past, training in adult education and extension emphasized
mainly techniques and information and neglected the values
aspect. However, training that is devoid of value-concerns
results in the absence of commitment to the people’s cause and
failure in motivating the learners.

From the view point of character attributes and attitudes of
the functionaries, in particular the instructor, the following values
seem to be important. (However, one must be realistic in
expectations from the instructors). Care should be taken to
develop some of these qualities through training and practice :

(a) A belief in the possibility of adults chan”ng throu”
learning and a commitment to its promotion.

(b) Self-motivation, self-awareness and voluntary action.

(c) Concern for the many-sided disadvantages of the
illiterate and poor and a determination to help them
to overcome these.

(d) Efficiency and responsibility in performance of tasks
assigned.

(e) Faith in the people and respect for them and hope
that the NAEP would help them.

(f) Belief in cooperation and mutual aid.

(g) Imaginativeness, initiative, capacity to improve and
adapt.

(h) Commitment to equality and social justice.
(i) Patience and, courage.
(j) Belief in organising and doing rather than preaching.

(k) Capacity to reflect with others, loyalty to the
group.
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Question 5 : What kind of iiaining pro”™'*nme is necessary ? How
can it help develop the skills and qualities desired ?

Training is assumed to be concurrent at least with one prog-
ramme cycle i.e. the full duration of 10—12 months. This can
be divided in the following phases :

(a) Pre-programme phase of upto 2—3 weeks
(b) Mid-programme phase of upto 1 week
(c) Monthly meetings with supervisors and

(d) Self-training while on the job.

The curriculum of training which integrates content and
methods, provides for the acquiring of skills and knowledge and
development of attitudes and qualities of character the instructor
needs for his or her job as an adult education worker. Its main
features can be summarized as below ;

INSTRUCTORS’ FUNCTIONS AND THEIR CURRICULAR
ASPECTS

Curricular Aspects in Training

Generator of Awareness

Grasping simple local suivey techniques and methods of
social understanding, to identify the needs and problems of
learners, learning how to record and reflect on one’s own and
in group, developing the ability for dialogue; gaining a know-
ledge of sources of relevant information, learning to analyse own
and others’ perceptions and understanding and how to correct
these. Motivatmg the learners for participation in NAEP.

Instructor as Adult Education Centre Organizer and Adult
Literacy Teacher

(The following units are suggestive. There can be many
other ways of organizing the content).
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Unit I— Understanding the National Adult Education Programme

Concept of adult education, characteristics and objectives;
National Policy on Adult Education and major programmes of
adult education in the country throu” readings, presentation and
discussion.

Unit I1—Role and functions of the instructors

The roles and functions of instructors in programmes of
National Adult Education. (What he/she is expected to do)
i.e. organiser, teacher, initiator, disseminator, mobilizer, recorder,
leader of cultural and recreational activities, etc.—eliciting
throu” dialogue and discussion.

Unit I11—Generator of Awareness

Learning of local survey techniques and methods of social
understanding, to identify the needs and problems of learners,
learning how to record and reflect on one’s own and in group;
developing the ability for dialogue; gaining a knowledge of
sources of relevant information; learning to analyse own and
others’ perceptions and understanding and how to correct these.
Motivating the learner’s for participation in NAEP (why they
should participate ?).

Unit IV—Curriculum and Material Development for Adult
Education (NAEP)

Concept of a flexible and locally relevant curriculum in adult
education, understanding and elaborating the planned curricula
and linking the needs of the learners and community with the
curriculum; adaptation of a given curriculum; applying and adapt-
ing the curricula to materials prepared e.g. reading cards, games,
dialogue, pictures, primers, readers, supplementary books and
improvised visual aids—"earning to use these materials and aids.

Unit V—Principles of Learning

From known to unknown, simple to complex, concrete to
abstract, correlation of ideas and facts. Relating these
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principles in the situational context to the acquisition of skills
of better living, including literacy skills, giving examples to
promote dialogue and discussion.

Unit VI—Organizing an Adult Education/Literacy Centre

(a) Motivational campaigns to secure community
support, enrolment, involvement of the learner,
organisation of the programme, co-operation from
other agencies.

(ib) Class management securing teaching and reading
materials, arran”~g accommodation, proper lighting
and other facilities, participant—~"teacher relationship,
democratic atmosphere in the group, abolition of
the classroom concept.

(c) ldentifying the slow and fast learners and making
arrangements for helping them.

(d) Maintenance of records, such as attendance and
progress reports, stock register accuracy, regularity,
etc.

Unit VII—Teaching of Adult Literacy Skills

Methods and techniques of teaching through dialogue and
simple projective techniques like discussing pictures or key-
words; reading-writing and mathematics through improvised
materials leading to standard material—practice through
simulation, demonstration or actual organization of an adult
education centre.

Unit VIII—Assessment of learners’ performance

Purpose of assessment—"self-evaluation by the teacher of
the programme implemented by him. Programme evaluation—
observation techniques; periodic assessment of the learners.
Participatory nature of evaluation.
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Unit I X—Follow-up

Organizing a reading circle or literacy club, utilizing rnpbile
libraries and libraries in the schools. Organization of periodic
meetings, improvising the learners® self-confidence. Learning
how to acquire, organise and communicate new information and
skills for improvement of health and occupational skills; to set
up and use demonstrations; to identify successful practices in the
community; to work with training reasources and to organise train-
ing sessions or clubs in agriculture, animal husbandry, fishery and
forestry, home crafts, environmental education, population edu-
cation, marketing of goods etc. and removal of harmful social

practices.

As Social Organiser—"Resouirce for the poor

Learning about existing social organisations in the community
and their state of functioning; the rules and procedures for
approaching Block and District ofiBicials and agencies for
IMormation, help redress of grievances, maintaining a system of
communication in these matters with the learners and the
community resources.

As a self-org;anisied and self-motivated persivbii

Learning how to visualise own place and role in the
programme and in the community; to prepare and carry out a
plan of functioning for the learning centre and one’s own plan
of work for specific time periods; to carry out self-evaluation.

IMethods of Training

Just as curriculum and material preparation are to be done
in a flexible and adaptive manner, methods of training will also
have to be developed through conscious experimentation and
analysis of this keeping in view the overall objectives and spirit
of the programme. There are no ‘expert’ methods or a ready-
made package of training that will work in all situations. If
used uncritically the best methods turn out to be routine
procedures or mere gimmicks. After becoming'familiar with
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the basic approaches and methods in awareness—"functionality—
literacy oriented adult education, the trainers of instructors
should have full freedom to evolve methodologies pertinent to
their own needs and the project situation, in co-operation with
the trainees and field-level resources.

Teaching practice

— Will include practice teaching through simulation
techniques, discussions, dialogues and other
participatory methods.

— Practice of actual teaching and concurrent evaluation
of teaching by each trainee demonstrating at least
2 learning sessions with a minimum duration of half
an hour for each session.

It is suggested that during the instructor’s training the
ssupervisor will work both as a trainer and as a participant. He/
e has to participate in the entire programme of training to have
a complete understanding of the total programme. Each group
of instructor trainees must have a few more participants than
the number of centres to be opened.

Practice orientation to training is very important and can be
ensured in the following manner:

(1) Maximum efforts must be made to organise an actual
learning centre in the vicinity of the training
programme. This centre once opened must be
continued to completion in due course. The
instructor trainees should be given the opportunity
to do the actual teaching of the basic material and
practice of the participatory methods. Five or six
centres may be opened for this purpose.

(2) In some areas where the centres may already be
working, a group of 5 or 6 instructor trainees may
visit the centres, observe the working and participate
in teaching at appropriate stages.
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(3) In addition, each trainee should have simulation
teaching practice on parts of the basic material,
including participatory aspects and preparation and
use of simple teaching aids.

(4) Exercises : Every instructor may be trained to
develop a clear understanding of the purpose of the
reinforcement exercises usually found in a lesson.
He/she must also be able to do these exercises
him/herself so that he/she is able to help the learners
to attempt these exercises.

(5) Instructors of special groups : So far as possible,
instructors of women’s centres should be women and
their training may include practical problems of
health and family or socio-economic conditions which
concern them and the skills which will help them
in improving their occupational skills and life-
situations.  Similarly for the weaker sections, the
instructor should preferably be from the same group
and should be trained to use the interests and
problems of that group for organizing the learning
content and method. The approach and the content
of training for these special groups should be suitably
adapted.

(6) Continuing training : The initial training has to be
followed by continuing training through refresher
courses, monthly meetings (pay-day) supplementary
training materials and field visits.

The project officer must conduct the continuing training
programmes, discuss their practical problems and help to solve
them.

Question 6 : What resourcesi and aids for the training of
instructors are suitable and how can these be
mobilised ?

In a participatory and ongoing training process the basic
training resource are the trainees and their cumulative experience
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and learning. These have to be carefully recorded, organised
and used as inputs for the group and by the individuals them-
selves. This is learning-by-doing and learning from each other.
It happens as a matter of course but when organised as a
component of training it can give a sense of reality and relevance
to the task. Examples of this can be the sharing of success
stories amongst the trainers, visits to each others’ centres and
cluster meetings of neighbouring centres’ instructors.

The project officer and supervisors are the key resources for
training, concerned with planning, organising and coordinating
the training effort for the fullest development of the competencies
and attitudes of each instructor. Training is the most important
aspect of their job. The quality of the programme will be shaped
by their understanding, their example and their way of managing
it.

Before the initial training of instructors takes place all the
necessary teaching/learning materials and aids, record forms,
etc. he/she is expected to use in the centre must be procured by
the project officer and provided for training.

In addition to the supervisors, other resource persons
conversant with the interests and problems of the group preferably
from the same area should be involved in the training. Workers
of development departments/agencies such as planning,
agriculture, health, cottage industries, cooperatives, etc. should
be involved.

Question 7 : How can the effectiveness! of training be assessed?
Infonna] Procedure:

In the last analysis the effectiveness of training can only be
assessed by the performance of the instructors and the
achievements of the learners. In the course of their work the
supervisors can try to gauge to what degree the impact of
training is discernible in the activities of the learning centres and
in the instructors’ performance. In evaluating the achievement
of learners and in review of the centres* functioning, an attempt
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can be made to relate these to what was done during training.
Instructors should be full and equal partaers in this exercise.

Even in the short run it is possible to get some idea of the
value of training if ah attempt has been made to spell out the
objectives of training clearly. In addition, if these objectives
have been arrived at and shared with the trainees, they too can
participate in a proper evaluation. Without the trainees*
participation, evaluation is seldom reliable. In this process
evaluation takes the form of ‘stock-taking’ or ‘Checking the
course’. The training programme is a course of action or doing
what is expected to lead to certain learnings, understandings,
new ways of living things, new ideas of relations etc. Evaluation
precede from the questions : what progress are we making to-
wards these goals, are we on the right track, are we getting
there, what modifications, if any, are needed in our efiorts, where
are the weaknesses, what strengths need to be taken note of?
Evaluation takes the form of a group discussion around these
questions and is conducted periodically in the course of training
and at the end.



Chapter V

TRAINING OF SUPERVISORS

N the NAEP, the tasks of supervisors would be concerned

with making the instructors effective in the field. They will
have to get the programme moving, try to improve it in every
respect, and see that it does not deviate from the very important
triple objectives of ‘awareness-functionality-literacy’ which guide
it. In five years one hundred million adults in the age group
15—35 are to be educated. Who are these people ? They
are, by and large, landless labourers, marginal and small
farmers, artisans, slum-dwellers in urban areas, tribals, and
women (forming the main bulk in all the above categories).
They are poor, ill-fed, illiterate and oppressed. Although they
are capable and intelligent, they have not been able to grow
because adverse socio-economic forces have been too strong for
them to content with. Many of them accept this condition and
are resigned to it. This situation is a negation of the
principles of equality, social justice and freedom and dignity of
the individual so clearly enunciated in our Constitution. The
NAEP aims at changing this situation through education.
Improving the material conditions of the oppressed, developing
in them the ability to solve at least some of their problems and
enabling them to stand up against the forces which keep them
down can possibly result from this educational effort which aims
at making them aware of the fact that these conditions can be
altered and changed through their own efforts, if they know how
to do it. And this knowledge is power—‘Lok Shakti’. The
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supervisors have to understand the magnitude of this effort and
the roles within this context.

Roles and Functions

What are the roles a supervisor must play for the success of
the programme ? Supervisors are expected to guide and support
the work of a cluster of about 30 adult education centres as
visualised in the project structure. Their tasks are varied, and
each one of them is important. They are as follows :

To enlist community co-operation and support—"This
support can best come through the formation of local adult
education committees. The functions of the committee will be :
(i) to arrange free and suitable accommodation for the centre,
(i) to prepare a list of the learners with their age and occupation,
(i) to select suitable persons, preferably from among the commu-
nity, to be trained as instructors, (iv) to secure the co-operation
of local resource persons to participate in the learning programme
and group discussions, and (v) to help the supervisor in the task
of supervision.

This may gradually help to change the adult education centre
into a community centre responsive to the diverse educational
needs of the people. The adult education centre must strike roots
into the community and become a permanent part of its life. If
it does not, it will just wither away.

To help survey the area and assess the learners’ needs.—
Through survey and assessment the supervisors will get to know
their areas, and the people who live in them. The supervisor
therefore needs to know, before the programme begins, about the
learners, their social and economic background, and their
particular problems. In this way an appropriate learning and
development programme can be prepared based on their needs
and designed to help them. This may involve planning a special
curriculum which will be meaningful to the learners and relevant
environment, and this in turn will require preparation of special
learning/teaching materials. Surveys can best be done with the
help of the local committees, the instructors and the learners.
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To help in the training programme of instructors—"The
supervisors are expected to take an active part in the training
programme for instructors. They need to learn the techniques
and methods of initiating a dialogue and discussion; imparting
literacy skills to adults ; changing their mental make up; organising
not a class but a learning group; preparing and using simple
teaching-learning aids; organising group action and learning
games.  They should contact the resource centre, voluntary and
other competent organisations for conducting the training courses.
They should also try to involve local resource persons and govern-
ment extension agents for this purpose.

To help prepare flexible, need-based curricula arul materials.—
la the beginning, it is not expected that the supervisors would
prepare the curriculum materials themselves. But they should
be able to contact available sources of materials, such as resource
centres and other competent agencies, and select those which are
most suitable for their project. They need quickly to acquire
the ability to sketch out a curriculum plan based on the needs of
particular groups of learners, so that the- resource centres can
develop a full set of relevant materials. In addition, it is essential
that the supervisors learn to Write simple and effective lesson
sheets in the local form of the language for literacy and post-
literacy work.

To plan and organise the programme.—The supervisors have
to ensure that the programme runs smoothly and deal with
obstacles as they arise. It is their responsibility to see that neces-
sary materials, funds and services reach the centres on time.
They may need to contact government and other agencies for the
supply of information, inputs and other facilities for health,
agriculture, cottage industries, etc. The success of adult education
centres will depend on the extent to which they help the learners
to improve their health, reduce their poverty and increase their
self-confidence. To achieve this, supervisors have also to help
the learners to form cooperatives, production groups, etc.

To keep open channels of communication.—Supervisors are

important in maintaining the flow of communication in a number
of directions. The following diagram illustrates the roles of the
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supervisor in relation to the flow of information and in connecting
needs of the learners with various kinds of inputs.
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To evaluate and guide the work of the centres—”Evaluation
here does not mean sending a routine report to the project officer
about progress and attendance. Evaluation in this context is
meant to help the instructors to run the programme effectively.
How is this to be done ? Supervisors have to observe through
regular and frequent visits whether the centres are moving ahead,
slowing down, or coming to a halt. If the centres are not doing
well, they have to find the reasons for this : teaching techniques
may be wrong; teaching-learning materials may be unsuitable;
development inputs from other agencies may not have arrived on
time; adult education centres may not have been able to create
a fruitful relationship with the community; attendance may be
falling off. The supervisor must try to put these matters right.
But Supervisors should be able to convince the instructors that
they are there to help them to improve the programme and attain
its objectives. Supervisors, learners, instructors and the com-
munity all have a part to play in evaluation. This has to be
done freely and without fear, and in a constructive spirit.
Evaluation is not routine inspection.

To publicise the programme.— mass programme like NAEP
cannot succeed unless its message reaches all parts of the country.
Radio, television and newspapers have a very important part to
play in this respect. The supervisors, with the help of the pro-
ject officers, may use these media where available and try out
other means too. The objectives of the programme and its
different aspects should be pictoriaUy displayed at places where
people congregate. The local newspapers may be requested
to g?ve coverage to the programme. Pada jatras—"walking
throu”™ the villages and discussing the project—can be orga-
nised by the supervisors with the help of the community.
Dramas, puppet shows and shadow plays can be powerful means
of entertainment, instruction ahd motivation. The supervisors
should try to use all these means to create a favourable climate
for the programme. Learners who complete the course should

be given due recognition at a public function and the instructor
should be felicited.
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Son™  Hie rotes iuid reispoQsMiiUit® wh&”"i are listed atrove
may appear heavy. But NAEP is a prictainine for cbaige on
a vast scale. For s«ch a progranHiie the roJes and responsibi-
lities are bound to be heavy. However, supervisors are eij™\ct-
ed to ~rform all these tasks in a lanited area with the cooj>era-
ti(m and sigjport oi the project officer, Uie instr*Ktors, G ~rn -
ment a” o r a”ocies, reasource persons from among the local
people, and abcwe all with the help erff the commiinity. Hie
programme can go forward only if this heip is secured by tfee
Supervisors.

Selection of Snjpcrvisors
Criteria for selection of supervisors are suggested as under :

(a) As far as possible, the supervisors should be drawn
from among, the ranias of experienced and success-
fid adult education teachers, extension workers,
NSVS, NSS and Community Social Service Volun-
teers, social workers, and also those who may have
academic qualifications in adult education.

(b) They should be familiar with the local language,
and as far as possible be residents of the project
area or a similar area. Hiey must be willing to
live in the cluster area to which they are eventually
allotted.

(¢) The minimum qualification should be completion of
a full high school course, but this may be relaxed
in special cases. (Such special cases are Itkdy to
be most frequent among women and tribals).

(d) Supervisors should be at least 21 years of age.
Besides the normal procedure of selection through adver-

tisement, interview and consultation, the “plicants can be ask-
ed to submit in advance a full and honest account of their under-
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standing of the NAEP and the tasks of the supervisors within
it, and assess their suitability for such a post.

Content of Training for Supervisors

If supervisors are to perform their roles efficiently, certain
knowledge and skills are a prerequisite. Training is expected
to build up some of these skills. But skills alone are not
enough.  With skills must go dedication and commitment to
the progranune. No training programme in itself can create
these qualities. And without these qualities skills lose much of
their efficacy.

For the sake of convenience, the content of training has
been divided into two parts. Part | deals with the concepts
and knowledge and Part Il outlines the practical learning situa-
tions to be created during the training period. This will enable
the su{>ervisors to equip themselves with necessary skills and
develop competence in them for implementation of tlie
programme.

PART |

Content Area one : Understanding NAEP

India’s position on the world map of literacy, the causes of
low literacy levels and its implications for socio-economic deve-
lopment; methods adopted to remove illiteracy in different
countries; India’s effort—"government and voluntary—"or
adult education in the past; what the NAEP is; how it differs
from other programmes in the past; what its main objectives and
operational plans are; the roles of the supervisors and their rela-
tionship to the work of other fuiietionaries in the fW*o"amme.

Content Area two : Understanding the community and the rieeds
of the learners

Understanding adult learners and their learning abilities;
assessment of k)cal needs throu™—simple survey methods which
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include commuiiity participation; collection of data from Various
sources; discussion with local leaders and personnel of the deve-
lopment agencies, and community meetings; making use of data
thus collected for plaxming a suitable programme in urban and
rur®l areas. Special attention should be paid for planning
pi~gramme$ for women and tribals.

Content Area three : Preparation of curriculum and use of learn-
ing materials

Guidelines for curriculum design; learioing materials—basic,
~aded, supplementary, and follow-up—and theu: use at different
stages; pr~aration and use of simple visual aids; assessment of
available material; selection of suitable materials and preparation
of new matwials with the help of resource centres and other com-
petent agencies; methods and techmques of using literacy and
other materials.

Content Area jour : Organisation of Centres

(1) Pre-operational stage—setting up adult education com-
mittees, their composition, purpose and functions; obtaining
physical equipment and learning materials and ensuring their
timely supply; assisting instructors in enrolment drives; contact-
ing and enlisting support of government and voluntary agencies
in the area.

(2) Operational stage—ensuring progress and expansion of
the centre through close and personal contact with the learners,
instructors and the community; maintenance of records.

Content Area five : GcUrdng community support and
participation

Gaining support for the programme through contacts with
local leaders, liaison with local voluntary orgaiiisations and sett-
ing up of local adult education committee. Publicising the pro-
gramme through local newspapers, display of posters, use of



95

exhibitions, festivals, fairs and other indigenous media like
puppetry, Tamasha, and Padyatras.

Content Area six : Supervision and evaluation

Purposes of supervision and evaluation in the NAEP; super-
vision and evaluation ,techniques ; how to write progress reports
and returns; familiarisation with evaluation tools at the level of
instructor and learner; periodical and concurrent assessment; how
to use evaluation data for improving the programme.

Content Area seven : Training of instructors

Systematic  consideration and discussion of the purpose,
process and methods of training instructors as outlined in the
preceding section.

Content Area eight : Follow-up

Provision of reading materials related to development schemes,
«elf-help and recreation; organisation of short-term skill impart-
ing courses ; use of local libraries ; setting up of reading circles ;
planning periodicals and newsletters for new literates; encourag-
ing other agencies and publishers to produce material for new
literates.

Content Area nine : Developmental programmes in the area

Discussion of various developmental programmes in the pro-
ject area, such as SFDA, DPAP, Integrated Rural Development,
Higih Yielding Variety Programmes, Animal Husbandry, Com-
munity Health Workers’” Scheme, Family Welfare and Population
Education Programmes, Applied Nutrition, Small Scale Cottage
Industries, Cooj*ratives, Land Reform Measures a*nd Bank Credit
‘Services, Workers® Education Programme, Workers’ Health
Insurance, State Insurance, Rehabilitation Programmes for
sworkers etc. Facilities available under each programme and
Tiow to create an interest atad develop abilities in the learners to
sutilise the schemes for their own benefits.
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PART I

Besides discussing the contents mentioned under Part | the
supervisors will also be provided practice experience in acquir-
ing necessary skills to perfwrn their functions with confidcnce.
The list of learning situations given below is suggestive and can
be modified according to the requirements of the training ;

(1) Visit to communities for understanding the needs of

(2)
(3)
(4)

®)

(6)
()

(8)
(9)
(10)
(11)

(12)

the prospective learners and environment.

Development suitable programmes based on the field
data collected through surveys.

Preparation of heed-based curriculum or adaptations
of the existing available curricula.

Critical examination of the available teaching/

learning materials (specifically the ones to be used
in the programme).

Demonstration in use of teaching/learning mate-
rials.

Practice in use of teaching/learning materials.

Acx™uaintance with and filling in of records and
returns of progress assessment.

Field visit to adult education centres.
Preparation of curriculum for training of instructors,
Preparation arid use of simple visual aids.

Experfence and demonstrations in techniques of
participatory evaluation.

Self-study assignments.

Dwation and Nature of Training

It must not be thought that a sin®e pre-service training
course is all that is necessary for the supervisors to start work

effectively.

In a programme of change and growth, all “MEXe
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who are invcdved in it constantly face new situations, new prob-
lems. A solution to one pHroblem may give rise to another.
Work becomes more complex but no less challenging. The
daily experieike of the functionaries makes them urUeam many
things and learn new things. These call for new courses of
action. Learning must move into action and help the pro-
gramme to grow further. This is what makes the programme
dynamic. If it becomes static it dies.

Suggested patterns of training are as follows :

(a) After selection, there should be an initial orientation
for supervisors lasting about three days. Project
officers should prepare guidelines for the new
appointees, in order to enable them to go into the
field with an ability to make structured observations
of their area and its people. During this period in
the field it will be their task to observe and note the
living conditions of the communities they are to
serve, and try to see in what ways education might
bring about changes in these conditions. The initial
orientation is expected to prepare them for the pre-
service training which is to follow.

(b) Pre-service training of two weeks, or about eighty
hours, “tould be residential, azd its nattcre should
be that of a camp, a shibir. It should be planned in
such a way that the trainees also absorb the values
Ad  attitudes essential to the programme : simpli-
city, equality, self-reliance and mutual help.

(c) Hie ”"e-service training course should be followed
by a “ocess of recurrent training sessions through
montMy meetings, refresher courses and correspon-
dence.

It should again be emphasised that apart from this suggest-
ed plan of training, the supervisors should treat every day as a
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kind of training experience. Tliey must observe new situations,
react to new problems, reflect on them in the light of their
experience, and then try to act on their reflections. Reflection
and, action should continually reinforce one another. Situations
may arise crop failure due to flood or scanty rains forcing
learners to leave the area; outbreak of epidemics and these situa-
tions may need some positive action. The normal functioning
of the adult education centre may be rendered impossible. Out-
side assistance may be required to solve the problem or com-
munity action need to be stimulated. By reflecting on the over-
all situation of the communities they serve, they can act appro-
priately by contacting the concerned organisations like Irriga-

tion, Agriculture and Health Departments, local Banks, DPAP
schemes, etc.

Training Methods and Techniques

Training methods and techniques should embody the same
principles and assumptions all the way from the project oflicers
to the instructors. A common understanding of these principles
is vital for the progress of the work.

All training within the NAEP must keep constantly in focus
the nature of the learners, their needs, qualities and potentiali-
ties. Methods and techniques, therefore, should derive from the
following principles and assumptions :

(1) The learners have the capacity to direct their own
development.

(2) They already possess a considerable fund of know-
ledge and wisdom. This must form the base for the
teaching/learning programmes, and be kept in mind
throughout.

(3) Learners should participate actively and fully in the
learning/teaching situation. Dialogue, discussions,
planning sessions for joint action, and learning
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games—"these are some of the ways through which
active participation can be achieved.

(4) Throughout the learning/teaching process efforts,
should be made to create awareness in the learners of
the forces and circumstances which have prevented
their growth, and help them to overcome them an<f
stand on their own feet. Self-reliance is one of the-
main objectives of the programme.

(5) Both learners and functionaries must feel that they
can contribute to each other’s learning, and that it
is not a one-way tralSic. Mutual learning can be

very productive, and can dispel feelings of inferiority
in the minds of learners.

These assumptions and principles should also fibed expression’
in the various media of training. It would be wrong to assume-
that there is no place for guided learning in the programme. At
the literacy stage guided learning cannot be avoided ; but even:
here there is room for active participation by the learner.
Lessons can be built in such a way as to lead to discussion and’
dialogue, even at the early stages of literacy.

Methods and techniques should not be concerned only witb
the transfer of information. They should also aim at bringing
about changes in the attitudes of the learners and helping them-
to form cooperatives and other action groups.

Audio-visual aids can help learners to understand topics for
discussion.  Supervisors should be given some training in the-
preparation of such aids. However, if they are to be made in
large numbers, or are too complex and technical in nature, then’
the resource centre should be asked to help. Role playing and*
learning games can be used to help learners understand their own-
situations better, and identify the causes and forces which operate-
in these situations. Learning games need not be imported from'
abroad; there are ample indigenous forms in all parts of the-



country which can be modified and adapted to the needs of the
learners. Indigenous fcams of enteitainmenl; can be closely
associated with the learning process. But they have to become
orieated to the devek”ment of the learners. M this way such
adapted forms of entertainment can enrich ccmtent and enlarge
the scope of the learning process.  Supervisors should be
acquainted during their training with the range of available
learning aids, careful and purposeful observation games and
methods for dialogue and discussion, etc., which can be used at
the adult education centres. In this way supervisors themselves
can pass on this knowledge to their instructors. Trainers should
attempt as far as possible to utilise all these aids and methods
in the training of the supervisors.

In initial orientation courses the methodology wiU mainly be
(1) guided observaticHi, (2) analysis of situations, (3) discus-
sion and dialogue on these situations, and (4) field visits.

In pre-service training courses all the methods and techniques
relating to literacy learning, group discussions and dialogue, and
planning of joint action should be included. Information regard-
ing available resources in the project area as well as local cultu-
ral and folk forms of entertainment, etc. must also be given.

In-service sessions may be expected to consist mainly of dis-
cussion and exchange of information and experience.

Organisation of Resources for Training

In order to organise training programmes of any kind the
organiser should ensure in advance the following :

1. Facilities

This will include the venue of the training programme, accom-
modation for participants, arrangements for group activities and
secretarial services. The venues for initial orientation courses
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can be Project and Block headquarters or Voluntary Agencies
located within the project area.

Prfservice training courses can best be organised in insti-
tutions like State and District Resource Centres, Extension
Training Centres, Teacher Training Institutions and Voluntary
Agencies. It should be residential on a camp format, with all
sharing responsibilities in order to learn from each other’s ex-
perience, in an atmosphere of mutual help and equality.

Inrservice sessions and short refresher training courses (2-3
days’ duration) can be organised at project headquarters, or
preferably at adult education centres.

2. Training Materials and Equipment

For the initial orientation courses, the essential materials
needed are: posters, pamphlets, booklets, charts etc. on NAEP;
documents giving details of the area and its environment, mate-
rial designed to provide guidance for collecting relevant infor-
mation from the Md and on structured observational visits.

For the pre-service training programmes a much wider range
of material will be needed : a mini-library on NAEP includ-
ing both literature and references on adult education; sets of
teaching/learning materials related to literacy, dialogue, skill
proficiency, follow-up, guide-books and visual aids and games
for trainers and instructors.

For in-service training, it is important to present any new
material which has become available.

3. Resource Personrtel

ject oflScer with the help of the fuiKitionaries of the Develop-
ment Department and representative?! of voluntary orgamsations.
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For the pte-service courises, it will be useful to involve as
wide a range of personnel from development agencies afe possi-
ble, such as from agriculture, health, cooperatives, representa-
tives of voluiltiary orgiinisations and State and District Resource
Centres. Experienced instructcnrs can also be associated in

these training programmes.

4. Field Visits

Field visits should be arranged in the training programme,
wherever possible, preferably at instructors’ training centres,
vocational training centres and adult education centres.

Evaluatioii and FoOow-i™ of Training

All training programmes should be constantly assessed by
the trainers and organisers with the help of the trainees. The
purpose of this is to permit continuous improvement in training.
Assessment may be made informally through discussion and
exchange of views. More formal methods of assessment are:
questionnaires for the trainees to complete, asking for their re-
actions to different aspects of the courses (this can be done at
the end of the training programme as well as after the tramees
have been in the field for sometime when they can make
judgements in the light of their practical e”erience); encourag-
ing tramees to make their own assessments without organisers
or trainers being present, meetings between the participants and

organisers.

It is important to realise that training continues in the field,
and dialogue should therefore be encouraged among the trainers
and trainees through visits, correspondence, news-letters, etc.

A suggested proforma for evaluating the training pro-
gramme is gjven in the chapter on ‘Evaluadon’. This can be

adapted according to need.



Annexure a

A SKETCH OF AN INITIAL ORIENTATION
PROGRAMME FOR SUPERVISORS

1. Purpose :

The purpose of this initial orientation is to enable the newly
appointed supervisors to get to know one another and the project

ofi&eer and his/her staff.

It also aims to prepare them to learn

about and understand the project area and its people. This
must all be done in an informal and relaxed manner. The aim
should be to reflect the informal and participatory nature of

adult learning.
2. Duration:
3. Venue:

4. Trainers:

5. Tentative Programme:

Day 81 Sessions:
Previous Evening:

SI12S ESW/77—8

Three Days.

Project/Block Headquarters-

Project Officers; Project Staff, Block
Level Functionaries of Development
Departments, Experienced Instructors
and learners.

Programme.

Arrival.
To take full advantage of the training
the supervisors should arrive previous
evening and have a meal together.
This can be very effective in allowing
the supervisors to get to know one
another. This process of knowing
each other and getting benefit from
each other’s experiences through
informal methods will continue in
subsequent days,
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First Day Forenoon Session |

(1) Self-introduction by trainees and trainers (Project
Staff). Presentation of Tentative Outline of the
Training Programme.

(a) The supervisors and trainers will give brief intro-
duction highlighting their previous experiences of
working with adult education programmes.

(b) Iie project ofl&eer presents his/her suggestions
for programme components and asks the super-
visors as a group to draw up a programme con-
tainting these components and any other additional
elements they may consider necessary. Suggested
components’ outline might be distributed.

(c) Each participant is given the following reading
material for self-study :

(i) Handouts on the NAEP.
(i) Document giving aims and objects of the project.

(iii) Acquaintance with the project area with special
reference to socio-economic conditions of lear-
ners and environment.

(iv) Developmental agencies working in the project
area.

It is suggested that this information is provided to
the supervisors in the form of pamphlets or cyclo-
styled material. The project officsrs should collect
this information well in advance before the coni-
menceme'nt of train’ng programme.
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Session |1

(2) Self-study and Group Discussion among supervisors
themselves.

The supervisors will read the material and discuss
among themselves in group : the phasing out the
components of the programme, proposed plan of
work for the next two and a half day, allocation of
time for different activities, methodology and expla-
nations for the programme evolved by them.

(3) General (Discussion on the Tentative Outline of the
PTogramme framed by the participants.

Afternoon Session
Field Visits.

The supervisors will visit one or two communities to
acquaint themselves with local conditions, socio-
economic conditions of learners and constraints under
which they are living. The observations made and
data collected during this visit will form the basis
of discussion.

Evening Session

Discussion on Field Visits—"Verbal presentation of the
account of their visit to project area.

Second Day Forenoon Session

(1) Acquaintance with survey techniques and use of data
for developing effective programme of adult educa-
tion.

The project ojEficer will demonstrate and explain
the proformas to be used in the project area
for obtaining requisite information and data. He will
also explain techniques of collecting data through in-
formal discussions, observation, simulated interviews.
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Inter-learning exercise in group.

The supervisors will learn from each others*
experiences—methods and techniques of collecting
data for preparing adult education programme. They
may develop their own proforma for collecting the
requisite information.

Afternoon Session

Field Visit.

(1)

(2)

The supervisors before proceeding for field visits will
be explained the purpose of visit and tasks they are
expected to perform.

If adult education centres are running in the project
area, the supervisors should also observe the func-
tioning of these centres. They may have separate
discussion with instructors and learners to find out
their reactions and problems.

Night Session

Verbal reporting by group members on the visit in an

Third Day

informal meeting on dining table.

Forenoon Session

Institutional Field Visits.

(1)

The supervisors will be acquainted with the major
developmental programmes going on in the project
area. The assistance of Block functionaries may be
taken up in this respect. It will be better if a brief
write-up on each programme is prepared and
distributed to the supervisors. It should be followed
by discussion.
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This preliminary discussion will b?. followed by visits
to some of the on-going developmental programmes
in the project area such as SFDA, Local Bank Pro-
grammes, A.N.P. Programmes. This should also
include visit to Block headquarters.

Verbal reporting in group followed by general
discussion.

Afternoon Session

Planning their own programme in the Field.

(1) On the basis of this initial orientation the supervisors

(2)

3)

will individually prepare their own programme for
the period they will be spending in field before they
are sent for pre-service training. The project officer
may call some of the experienced instructors or
social workers from each cluster when these super-
visors will be placed. They may discuss the tentative
programme outlined with them.

Discussion on the programme outline developed by
supervisors.

There will be a general discussion on pro-
gramme plan of each supervisor. The plan will be
modified in the light of the suggestions.

Individual counselling by Project Officer.

The project officer will meet informally with
each supervisor and will try to develop confidence
in them so that they can take up the job with
dedication.
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Departure
Evening

This orientation training will only be effective if it is followed
by a pre-service training programme within a period of one
month. If this is not in prospect and longer delay is likely, then
the initial orientation course will have to be extended so as to
include literacy instruction and other essential elements of the
content areas proposed for the pre-service training programmes.



Annexure B

A SKETCH OF A PRE-SERVICE TRAINING COURSE FOR
SUPERVISORS

1. Purpose :

The supervisors when they come to attend this course, will
have already completed their initial orientation training held 2 or
3 weeks ago at their respective project/block headquarters.
Now they have a broad idea of the task and their roles, under-
standing of some of the methodologies of working with learners
and actual living conditions of the learners. The pre-service
training can be built on this understanding and knowledge. It
should aim at developing an understanding of the NAEP, its
objectives and operational structures; tasks of the supervisors
and their relationship with other functionaries; adult learning;
organisational and operational structure of adult education pro-
grammes; training of instructors; different types of teaching/
learning materials available; methods and techniques of partici-
patory evaluation and their use in field situations.

2. Duration: —Two weeks.

3. Venue: —State Resource Centres or selected
Voluntary Agencies and Extension
Training Centres having requisite
physical facilities and experience

of organising such programmes.
4. Trainers: —The team of trainers will include:
{a) Staff of the institution selected
for organising training pro-

grammes.

(b) Functionaries of the Develop-
ment Department.
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(c) Project officers working in the
area.

{d) Local resource persons (expe-
rienced instructors, learners,
progressive leaders),

5. Guidelines for organising Training Programme :

(a) Before the training starts the training incharge should
have a brief session with different trainers and explain to them
the purpose of training, background of the participants and the
methodology to be followed. They should be explained that lec-
tures and talks as such should be minimised and dialogue,
discussions and techniques which enlist active participation of
supervisors are essential.

(b) The participants already possess a considerable fund of
knowledge and field experience. This must form the base for
developing the training programme, and be kept in mind through-
out.

(c) Supervisors should participate actively and fully in learn-
ing situations throughout the programme.

(d) Demostrations and practice in preparation of curricula
and use of literacy teaching materials must find a prominent
place in the total training programme.

(e) The tentative outline prepared by the trainers should be
discussed formally and informally with the supervisors. They
should be actively involved at various stages of planning and
finalisation of the programme.

(f) The supervisors be instructed to arrive a day before the
training starts to get acquainted with one another, the trainers
and the venue. On the first day, after getting to know each
other through informal methods (informal discussions on dining
table, hostel rooms, informal guided group discussions with staff),
cyclostyled material on the suggested ‘content areas’ will be
distributed. The trainees should divide themselves into small
groups to discuss and reflect on the material distributed. They



can meet after 2 hours to suggest changes and seek clarification
from the trainers. This dialogue between the trainees and
trainers should continue right through the course.

(9) The content areas suggested in the ‘curriculum for train-
ing of supervisors” should not be regarded as rigid. They are
just suggestive. The trainers and trainees themselves may
change their order or priority keeping in view the regional require-
ments and overall objectives of the training programme.

6. A Sample Programme Illustration :
Day & Sessions Previous Evening
Programme.
Arrival of Supervisors

(1) ‘Getting to know each other’ through informal
methods such as discussions on dining table, hostel
rooms, informal group discussions.

(2) Distribution of pamphlets and other reading mate-
rial on NAEP and other content areas of the
programme.

First Day Forenoon

(1) Self-introduction by trainees and trainers and pre-
sentation of tentative outline of the Training Pro-
gramme.

(2) Participants to divide themselves into smaller groups
and discuss freely the components of the training
programme. Each group should prepare its own
plan of the training programme keeping in view their
regional requirements and overall objectives of the
programme.

(3) General discussion on the programme outlines deve-
loped by the groups.

(4) Discussions on the field and other problems of the
supervisors, relating programmes with their needs.
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Afternoon :

(1) Self-study of the material distributed, followed by
general discussion.

Second Day Forenoon :
Content Area. One : Understanding NAEP

(1) India’s position on the world map of literacy,
methods adopted to remove illiteracy in different
countries. This will be explained in brief with the help
of a world map of literacy. The participants’ atten-
tion will be drawn towards the magnitude of the
problem of illiteracy in India and its consequences
leading to poverty, ignorance and exploitation.

The pamphlets giving brief description of the methods
adopted to remove illiteracy in other countries will
be distributed in advance to the participants. They
will be asked to give a critical appraisal on the appli-
cability of these methods in Indian conditions. This
will be followed by a group discussion.

Afternoon :

(2) Presentation of the outline of NAEP followed by
general discussion. The operational structure will
be explained with the help of a Structured Chart.
The project budget and other details will be dis-
cussed in groups.

(3) Functions of the Supervisors and other functionaries.
Group discussion-cwm-general discussion.
Evening :
(1) Informal Group Meetings on Roles and Functions.

(2) Self-study of the material and writing their own
experiences.

(3) Film show if possible on ‘Literacy for Progress’ or
‘Innovative Literacy Programmes’.
Itis just a sample illustration for one unit. The trainers will

develop plan for other 'Content Areas’ keeping in view the above
illustration and general guidelines.



Chapter VI

TRAINING OF PROJECT OFFICERS

What is a Project Officer ?

A Project Officer is not a State employee only. He or She
(S/he), is any person who is responsible for directly support-
ing the Supervisors of groups of Adult Learning Centres. He
or she supports the Learning Centres also, but mainly in an
indirect way, through their Supervisors. Non-governmental orga-
nisations will have persons with similar responsibilities. For
convenience, we will use the term Project Officers’ for all.

2. The Project Officer is the chief support of the Supervisors
and the Instructors. S/he must enable the Supervisor and Ins-
tructor to do their work properly. They, for their part, must
feel able to rely on him/her for help on any matter which affects
their Work as educators. Equally, the adult learners and their
leaders must feel that S/he is available to them also, for consul-
tation and help in their educational needs. The Project Officer
then is the foundation of the good spirit and effective operation
of the Centres in his/her care.

3. When the Supervisors, (or Instructors or Learners) require
help, the Project Officers need to respond and ’act rightaway.
That is why they are to be given power to act independently and
quickly. It is hoped that this will be equally true of govern-
mental and non-govemmental organisations.
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4. Before there can be Supervisors and Centres to support,
there must of course be a Project. Planning one and putting it
into action is the first duty of a Project Officer.

This means that a Project Officer is a person of initiative,
who can get things moving.

What is expected of a Project Officer ?

5. The Project Officer is there to support Supervisors, Ins-
tructors and Adult Learning Centres in three broad areas :
(1) education and training, (2) management and (3) public
relations. The most important area is education and training.
Nevertheless, the Project Officer as a professional educator will
not be fully effective, unless s/he has a sufficient grasp of manage-
ment and public relations. We shall discuss each area in turn
and then take up the question of what the Project Officers need
to learn to do their job well. If they do their job well, their
behaviour as educators, trainers, managers and communicators
will be wholly consistent with the objectives of the NAEP.

6. Some of the roles and skills of a Project Officer are com-
mon to all three main areas of function. We may take them
first and call them ‘General Functions and Skills’.

General functions and skUIs

7. In the first place, the Project Officer will be expected
to know his/her project area thoroughly. The characteristics of
its people, their social and economic groupings, their needs and
afflictions, the distribution of power and influence will need to
be known for the development of relevant learning programmes.
So, too, will the physical, climatic and human opportunities for
and obstacles to social and economic improvement. Accordingly,
appropriate skills in surveying and in interpreting data will be
necessary.

8. (a) By ‘appropriate skills in surveying’ is meant some-
thing akin to Action Research which seeks the minimum sufficient
information for action. These skills will be important in the
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pre-planning implementation and evaluation phases of the pro-
gramme. We also intend that the skills should include those
which involve local groups and communities in surveying them-
selves. In this way, outside elements would be reduced. More
important, the real needs of various groups are more likely to
be reflected and these groups will from the outset be shaping
their own education.

8. (b) Of course, in any project area, separate surveys will
need to be made by each Supervisors and the Instructors.
Accordingly, the Project Officer is expected to be able not only
to conduct surveys, but to train others in them, also.

9. Similarly, the Project Officer needs to know what resources
are available in the form of governmental service and welfare
agencies and voluntary bodies which might both contribute to
and be strengthened by the NAEP. S/he must know, too, what
organs of public communication exist : newspapers, local radio
stations, publicity agencies, theatre groups, cinemas, etc. A point
of particular importance is close acquaintance with the State
Resource Centres.

10. It is of course, not enough to know about these services
and agencies. The Project Officer is expected to inform them
about the NAEP : what it is trying to do, how it will work
locally, who will be affected, its progress. More vitally, s/he
must enlist both their goodwill and their active collaboration in
support of the Supervisors and Adult Learning Centres. In return,
the Project Officer must be watchful for opportunities for assist-
ing these services and bodies through the NAEP. If assistance
flows in two directions, it will last longer and even grow stronger.
In particular, keeping State Resource Centres informed of needs
and opportunities for new learning aids is a priority for project
Officers. Procedures and mechanisms for ensuring the flow of
information and the realiability of cooperation will need to be
considered in the training of the Project Officer. So will forms
of leadership.



116

11. The Project Officer is expected to keep an expert
-eye on all aspects of the Project. Are the Adult Learning Centres
working properly ? Are their curricula relevant to them ? Do
they get the help they request from other agencies ? Are the
morale and effectiveness of the Supervisors high ? If not, why
not ? Perhaps, the training and support from the Project Officer
her/himself is defective ? Is there lively public interest in the
NAEP ? Most important of all, are the Adult Learning Centres
developing new education and action ventures of their own ?
Have their members learned to make much wider use of the
possibilities open to them ? All these questions can be answered
reliably and fully, only if the Project Officer is skilled in moni-
toring and evaluating the operation of each pan of the project,
educational, managerial and public relations.

Professional Funcfions and Skills

12. Because the Project Officer is first and foremost a pro-
fessional educator, we call her/his educational area the profes-
sional area. We deal it in two sections : (1) Training and
Supervision, (2) Developing curricula and learning materials.

13. Training and Supervision : First, the Project Officer is
expected to help Supervisors and, to a lesser extent. Instructors
to learn how to do their jobs. This help must be organised
and offered in such a way that the Supervisors and Instructors
themselves become creative persons, able to see and respond
positively to unexpected opportunities, able to see challenges in
problems and able to act on their own initiative. A most im-
portant element in the training organised by the Project Officer
will be helping the Supervisors set themselves realistic and worth-
while goals and giving them the skiUs to achieve them.

14. Such help cannot, of course, be completed in one short
course of training. The Project Officer wil be expected to
reinforce it through two means. One will Be supervision through
visits to Adult Learning Centres. Such visits will not be strict
inspections. Rather, these will be occasions for sympa-
thetic investigation of difficulties, careful analyses of pro-
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gress and successes,—so that the lessons can be transmitted
to other learning centres,—and most of all for the recognition
and encouragement of effort. At the end of a visit from a Project
Officer, the Supervisor or Instructor should feel heartened and
even more energetic. Equally important, s/he should feel that
s/he has contributed to the general improvement of the project,
that what s/he has communicated to the Project Officer will be
communicated to all the other Learning Centres and may even
affect general policy.

15. The second means of reinforcement will be regular,
relatively frequent in-service training. Project Officers are ex-
pected to organise such occasions on the basis ot the aclial
experiences of the Supervisors and Instructors. Analysing such
experiences, reflecting on them and building new understanding
from them will be the major activities of in-service training.

16. The training function is not confined to Supervisors and
Instructors.  Project Officers are expected also to orient the
members of government services, non-governmental agencies
and, equally important, leading members of the local public.
Such orientation will concern mainly what the NAEP can offer
to other programmes, what the NAEP needs from the other
programmes. It will of course be important that the services and
agencies learn how to offer their help in ways consistent with
the principles of NAEP. Their learning thus is the responsibility
of the Project Officer. Meeting this responsibility depends partly
on the initiative and tact of the Project Officer. But it also
depends on support from the State anld clear indications that
other agencies are expected to take NAEP seriously.

17. Developing curricula and Learning Materials—"Project
Officers are expected to develop curricula and learning materials
for two main groups, their own personnel of Supervisors and

Instructors,—training curricula,—and the members of the Adult
Learning Centres.

18. Curricula and materials for the second group will of
course be more numerous and varied than for the first. The
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participants of the Adult Learning Centres may, after all, consist
of women, agricultural labourers, small scale artisans, urban
workers and many other types, with widely different interests
and needs. Developing or even adapting programmes for such
a variety of people within perhaps one project area will require
much skill, flexibility and creativeness from the Project Officers,

and the Supervisors.

19. Indeed, to satisfy such requirements Project Officers will
need to know and enlist that help of such agencies as the State
Resource Centres or voluntary organisations. They will also
need to learn how to help set up more local Resource Centres,
possibly with state assistance, and/or with non-governmental

support.

Managerial functions and skKills

20. The Project Officer has one central task as a manager,
coordinator or administrator. It is to ensure that the system
of communication, procurements, deliveries and payments works
efficiently and punctually in his/her project area. Without it, the
Supervisors and Adult Learning Centres will be disrupted in
their work. They will be frustrated, their morale will sag and
the risk of failure will be high. Therefore, the Project Officer
is expected to give due attention to planning, to organisation and
to communications.  Skills in office, financial and stores-manage-
ment will also be expected, even though specialised assistance in
these areas will be provided by the staff of the project office.
The Project Officers need also to be able to write reports. As
with surveys and data collection, the principles here should be
to provide the ‘minimum sufficient” information and to be

economical with words and paper.

21. In planning, the Project Officer will need to provide for
the expansion of the Project, the development of the Adult
Learning Centres, the training of the necessary personnel,—"the
procurement and delivery of books, lamps, oil.—and the avail-
ability of supporting services, such as health workers, agricultural
extension agents, family welfare officeTs, labour officers, etc.
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S/he will need to anticipate bottle-necks and possible occasions
for improvisation,

22. In organisation, the Project Officer will be expected to
arrange for training, to secure suitable accommodation and
facilities, suitable food supplies, adequate transport etc.

23. The managerial function of the Project Officer includes
personnel management. Her/his personnel include not only the
Supervisors and Instructors, but also the office staff. These last
will be pivotal in ensuring proper support for the Adult Learning
Centres. Accordingly, the Project Officer is expected to have
skills of leadership in maintaining morale and effectiveness, in
the sympathetic but judicious handling of personal problems,
grievances, inefficiency, misbehaviour or even dereliction of duty.
The recognition and encouragement of good work are also skills
to be expected in a Project Officer.

24. Personnel management includes personnel selection. The
Project Officer will almost certainly have some influence in the
choice of Supervisors, Instructors and office personnel. S/he
win accordingly need some skill in selection. The selection of
Instructors—in some cases even of Supervisors—/"Yray well involve
local leaders and prospective adult learners. Therefore, the
Project Officer wiU need to develop for her/himself some Thinirrmm
criteria from which to negotiate. Negotiation is an important
factor here. Instructors and Supei®isors must not be imposed
upon unwilling Adult Learning Centres. On the other hand,
unwise local choices could risk failure, against which the Project
Officer is obliged to guard. Clearly, then, the Project Officer
requires skiUs in selection and in developing procedures for
safeguarding the initial quality of Instructors and Supervisors.

Publk relations fonctions and skifls

25. For the NAEP to succeed, two conditions will have to
be met. (1) People everywhere must know abclut it. In parti-
cular, the prospective participants miist be convinced that the
NAEP exists for their sake and that its staff are eager for them

S/23 ESW/77—9
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to use it. (2) Local Leaders, non-governmental service organisa-
tions, development agencies of all kinds, as stred earlier,
need to be fully aware of two points : how they can support the
NAEP, and how the NAEP can support them (Let us repeat,
unless the support is two-way, people will have no incentive to
disturb their own work for the sake of the NAEP).

26. The Project OlRcer therefore is expected to popularise
the NAEP in general and her/his own project in particular. A
basic ccmdition for her/his success is his abihty to create good-
will, rapport and communications between her/himself, the local
population and the agencies whom s/he would need to involve.
Skills in stimulating and mobilising support and making good
use of what is offered will be important for the Project Officer.
So will skills in creating and maintaining helpful publicity.

27. Quite as important, of course, will be her/his ability to
help the Supervisors and Instructors popularise their projects and
use local opportunities for support. A team of some 500 people
in a project area cannot help but secure vast goodwill and co-
operation, if it works together and on sound principles.

28. Necessary to gain such goodwill and co-operation will
be the following qualities :—

— concern and commitment, dearty demonstrated, for
improving the immediate human situation of the
project area.

— appr(Michat>ility and openness to Uie people, a
willingness to work with them as a common -man,
sharing a definite common cause.

— pains in explaining the NAEP in terms of everyday
language and in the context of everyday life.

— willingness to help in other work and programmes
to the fullest extent compatible with the needs of the
NAEP.

— alertness to use all possible media of communication
for the NAEP—-circus troupes, theatre or puppet
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groups, newspapers, cinemas, local radio stations,
etc.

— alertness to draw on local writers, artists and other
talent to create local educational materials.

— pains in maintaining good communications and
working relations with such media and talent.

29. At times, groups of adult learners may feel that their
thoughts for action will bring them into conflict with powerful
people/officials. The Project Officer will need to be ready to
consult with them on the best approaches to negotiation with such
people. If conffict does indeed appear unavoWable, the Project
Officer must be prepared to mobilise power to protect the adult
learners.

Who w{Ufl>e tl|e,Rroject Officers ?

This list of what is expected from the Project Officers is
considerable.

Will these functions and qiialities call for super-people? If
they did, th"e N~JEP wouljd purely fail. The Project Ctficers will
I17e ordin” J*ople who Jwhe 3<Jopted worthiwhile goals *  jwho
ljave worked out for themselves effective ways of achieving the”
goals.

30. For the first year at least. Project Officers will be a
mixed bunch. Some wiH have had experience of adult education—
they may even have worked in such schemes as the Farmers
Functional Literacy ProgrimMnes. Others may have worked only
in schools. Some may have University degrees, but littite
eMvrience of jvorking wth disadvantegedi pe<®le. Q”ers may
have no university degrees, bjit be rclj in e*p”~ence of experi-
ment and innovation in adult education. Some may find the
INsAP ex<?itipg. O&ers m™y rfp” iJOcy is j%|ly clear
or even that it is unrealistic. In some >p[fes, “e Trainers may
be invited to help select the Project Officers. Elsewhere, they
may simply be asked to receive people w”eon tltey liuve never
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seen before. However, to whatever extent is possible, Trainers
should press for the appointment of people with substantial
academic training and experience in adult education. (Where
Trainers are offered a say in selection, they may find the criteria
suggested in Annexure 1 to this Chapter helpful).

31. Only one thing is certain. It will be a very rare Project
Ofl&cer who has organised a group to learn about social develop-
ment, economic skills and literacy all at the same time, who has
then actually seen her/his group successfully reach all their
goals and who has helped the group keep going on to fresh
educational ventures. When such a Project Officer appears.
Trainers must capitalise on her or him as a very precious resource.

What does this mean for trauiing Project Officers ?

32. All Project Officers will have a potential for change and
growth. But their various backgrounds point to two golden rules
only. First, in order to be consistent with the approach to
training outlined in Chapter Il each Project Officer must leam
through a complete experience as an ordinary Instructor. S/he
needs to know all the opportunities and problems at first hand.
The Trainers must create a programme for this need. (In
Annexure 2 to this Chapter, a couple of ideas are offered on
how this might be arranged).

33. Second, there can be no standard or single short course
for Project Officers. Their mixtures of experience require the
Trainers to be flexible to the utmost. The watchwords should
be

(i) to capitalise on the experience of those who have
worked in adult education ;

(i) to help the Project Officers train each other as much
as possible;

(iii) to help each Project Officer learn to train her/
himself.
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Training approaches, contents and methods

34. The training of Project Officers must be completely m
tune with the kind of person expected from the Adult Literacy
Centres. It must also ensure that each Project Officer has
sufficient opportunity to develop all the abilities and skills neces-
sary to his/her job. Accordingly, approach and content are
equally important. The methods by which the Project Officers
learn their job are as vital as what they learn. The following
principles of training need then to be applied to each component
of content.

35. Training principles

(i) To the extent possible, the training must be partici-
patory. That is, the Project Officers themselves
must take charge of their own learning. They must
clearly understand and accept the responsibilities
and goals set by the NAEP. Even so, they should
be left as much freedom as possible to work out the
best ways of fulfilling the responsibilities and
achieving the goals. On the other hand, of course,
the ways they develop must be acceptable to their
employees, their Supervisors and Instructors and to
their Adult Learners and communities. Participatory
training then calls for a balance of authority,
autonoiny, dialogue and negotiation.

(ii) Abilities such as creative thinking, resourcefulness,
analytical thinking and critical thinking need to be
given as much emphasis and scope as possible.

(iii) Interplays between theoretical thinking and real
experience need to be promoted. The Project
Officers should be encouraged to offer their own ex-
periences for theoretical analysis and understanding.

(iv) Skills and, habits of individual reflection on daily
experience need to be encouraged.

(v) Appropriate experiences need to be built into the
programme of training.
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36. In tune with these principles, tiie folio”ifig JissiMlilJtions
are iha” about th© of (Mii&ig :

(i) Fkiw Traiainf and direct experience will be the
main lase of the training programme and shall be
provkied throu” a variety of ways. The techniques
of Field O~ rational Seminars will fee utilised
Wherever possible.

(ii) TTieofetical parts of the trainiiig will be &
practical orientation through participatory a*“oaches
such as small group discussions, individual study,
workshops, role playing, etc.

(iii) Different components of the course will be integrated
through panel discussions with specialists in related
subjects and Adult Education experts. TTie panel
discussicms wiH, however, be preceded by individual
study informal exchanges of views with experts,
periodical lectures™ etc.

(iv) Opportunities will be fJrovided to trainees to assess
the requisites of NAEP and devise wafys and means
to achieve its objectives.

(v) Practical exercises will be provided, keeping in view
the expected roles of the trainees.

(vi) The trainees will be ejtpected to observe current
foitris of noriformal education and to assess them
against the aims of the NAEP, When possible, they
iNill undertake teaching and evaluation in  Adult
Leafning Centres of the NAEP.

(vii) After the first batch of Project Officers has been
established in the field, the trainees in the subsequent
batches wiH be attached with a trained Project Officer
for a period of one month immediately after the
coitlpletioft (rf theif initial training, itt oder to ensure
thorough understa/fdifi® of flife dfteYation of a project.
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37. IUasinrfiTe contmt mtas «nd (raMng fieciMiigjiies

The content areas presented in the foliowing pages are
suggestive and need to be modified/adapted keeping in view the
backgrounds and experiences of the trainees. For example, the
project officers (Trainee) having University degree in social
sciences and experience in adult education may need shorter
training and thus lesser coverage of the» proposed contents than
a trainee who may have only high school certificate and with
field experience but no formal training in adult education.

Content Area 1

Adult E"Hncatkm
A. Contents

(a) Adult Education (i) its concepts, objectives and
operational strategies for planning and implementa-
tion, (ii) the psychology of adult learning and
motivation, (iii) the place of literacy in adult
education, approaches to literacy instruction.

(b) National Policy on Adalt Education—Historical
developments of Adult Education in India, NAEP—
its concept, objectives, plan of operation, expected
outcomes.

(c) Project Structure—"yoles and functions of the super-
visors, iflstructors and other functionaries in the
project.

(d) International developments in Adult Education.

B. Proposed training methodsfapproaches

(i) Group work (problematic approach) followed by
discussion with the help of resource persons (The
discussion groups may be formed around certain
issues/areas of adult education).

(i) Presentation of NAEP followed by group discussion.
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(iii) Case stiidie§ of certain™ innovative projects, pro-
grammed etc.
(iv) Visit tb on going adiilt education pro®ammes.

(v) Practicum—"the trainees will be required to perform
the role of an instructor and supervisor during the
course of the training.

Content Area 2
38. Curriculiaii and Instructional Material Development

A. Contents

(a) Principles and processes of curriculum development.

(b) Preparation and use of : (1) Training materials in-
cluding teaching aidSj (2) Teaching and learning
materials including learning aids, follow up mate-
rials etc.

(c) Sources of assistance in developing and producing
curricula and teaching—"learning materials, (local,
state, national, international).

(d) Process of production.
(e) Methods of teaching, reading, writing, arithmetic as
components of an Educational Programme.

B. Proposed training methods/ approaches

(i) Lecture-cum-discussion.
(i) Small group discussion.

(iii) Individual and/or group assignments for the prepa-
ration of proto-type training curricula, teaching
learning materials including audio-visual aids.

(iv) Field Operational Seminars.
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Content Area 3
39. OiManising Training Supervision Programmes
A. Contents
(a) Principles and practices of training adult educators.
(b) Mechanics of organising training programmes.
(1) Pre-training exercises.

(2) (i) Identification and selection of potential
trainees in concert with other interested
parties.

(i) Training strategies.
(iii) Identification and mobilisation of training re-
sources (human, material and institutional).

(3) Conducting training programmes for different
categories of personnel. Essential conditions/fac-
tors for successfully conducting the training/
orientation programmes for different categories of
people, Supervisors, Agricultural Extension
workers.

(4) Evaluation of the training programmes.

(c) Objectives and process of Supervision.

B. Proposed training methods/ approaches

(i) Small group discussion.

(i) Lecture-cum-discussion.

(iii) Panel discussion.

(iv) Practical exercises to prepare, a detailed outline for

organising a training programme for supervisors/
instructor.

(v) Developing tools for evaluating a training
programme.
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(vi) Role playing. The trainees will be jHOvided an
opportunity to play the role of a Supervisor.

(vii) Practicum in orienting members of the public and of
various agencies.

Content Area 4

40. Leadenbip Development and Group Dynan”
A. Contents

(a) Leadership developBient—/Wffo is a Leader? What is
leadership ? Leadership in different situations.
Power structure in community. Leadership identi-
fication and development process.

(b) Group dynamics—"W\hat is a group ? Factors con-
tributing to the formation of a cohesive group, roles
of different members of a group, between groups
aHd gro«ps hitefactioif.

(c) Negotiation and conflict management.

B. Proposed training methods/ approaches
(i) Small group discussion followed by discussion with
the assistance of a resource person.

(ii) Self studies—"bio™aphres of natic*al and other
leaders.

(iiif) Case studies on topics such as functioning of diffe-
rent types of groups, emergence and maintenance of
leadership, etc.

(iv) Lecture-cum-discussion.

(v) Role inaying for leadership and negotiation in diffe-
rent situations.

(vi) Observation of group interacticm.

(vii) Practical exercises to identify power structure in a
given community.



Content Area 5
41. Commimicatioii Process
A. Contents

(a) What is communication? Communication process
and mcchariisms.

(b) Modes of communication.
(i) Spoken, written and visual,
(ii) Individual, group and mass.

(c) Factors affecting eommimication (helpful and obs-
tructive).

(d) Row of communication from Headquarters to field
and vice versa.

B. Proposed training methods/approaches
(i) Lecture-cum-discussion.
(ii) Small group discussion.
(iii) Field demonstration (Field Operational approach).

Content Area 6

42, smd itmMmlag thSmmg and edwatfen
A. Contents

(a) Concepts, simple tools and techniques for evaluating
tramin” and edtieatioQ.

(b) Concepts and techniques of iiidividual and participa-
tory evaiuatiod.

(c) Monitoring mechanisms to get feedback from train-
ed workers for pro®amme hnprovement.

(d) Organisation of learfiCK' evaluation—initial and
subsequent phases.
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B. Proposed training methods/approaches

(i) Lecture-cum-discussion. «
(i) Small group discussion.
(iii) Practical assignments for the preparation of :
(a) an evaluation scheme, including development of
relevant tools.
(b) tools for learners’ evaluation at the initial and
subsequent phases.

(iv) Interproject visits to study evaluation and monitoring
mechanisms.  (Group of Project Officers/Supervi-
sors will visit other projects to study the procedures
and mechanisms being followed).

(v) Case studies.

Content Ar™a 7

43. Project Pfonning and Resource Mobilization
A. Contents

(a) Simple surveys : purposes and procedures and tools,
sources of data, types of data needed, treatment of
data etc. with the objective of understanding the
milieu (social, p(ditical, cultural, economic a:nd phy-
sical aspects).

(b) Alternative strategies for programme development.

(c) Project preparation, emphasising the plan of work and
implementation.

(d) Criteria and procedures for the selection of Adult
Education Centres.

(e) Criteria and procedures for the selection and
appraisal of project personnel.

(f) Educational mapping.
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B. Proposed training methodsfapproaches
(1) Field Operational Seminar approach.
(i) Small group discussions.

(iii) Dialogue : (1) with the concerned functionaries
local leaders and if possible the potential learners for
evolving personnel selection and appraisal criteria
and procedures.

(2) With the potential learners, other community
leaders, instructors and supervisors for the selection
of adult education centres, mobilizing and using local
resources for programme.

(iv) Lecture-cum-discussion.

(v) Individual study.

Content Area 8
44. Principles of Project Management

A. Contents
(a) Need and approaches for collaboration with other
agencies.
(b) Communication mechanisms and procedures; report-
ing.

(c) Financial management. Budgeting, obtaining funds
and controlling expenditures.

(d) Office management.
(e) Participatory management.
(f) Personnel Management and Leadership.

B. Proposed training methods/approaches
(i) Lecture-cum-discussion.
(i) Small group discussion.
(iii) Visit to a project office,
(iv) Study of filling systems, etc.
(v) Case study on successful participatory manaigement”
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Content Area 9

45, An Overvim”~ i“ndes «ul Pro-
g"nmivihes

A. Contents

(a) Roles, objectives, functions and operational proce-
dures of all agencies engaged in service and deve-
lopmental programmes in the area.

(b) Elements of local agriciiiture, animal husbandry,
health, industry, population education and other
developmental programmes in the context of NAEP.

B. Proposed training methods/&ppro<ackes

(i) Lecture-cum-discussion by representatives of respec-
tive organisation (It should however, be ensured
that the resource persons should be fully conversant
with not only the generM roles, fuactiowfes iiad pro-
cedures of their organizations but should also have
thorough understanding of their local field pro-
grammes).

(i) Panel discussion to determine the mutually suppor-
tive roles of agriculture, animal husbandry, health,
industry, population, education, NAEP and other
development programmes.

(iii) Dialogue with resource persons.
(iv) Case studies of successes and failures of programmes.
(v) Field visits.

Content Area 10

46. Public Relations

A. Contents

(a) What is public reWons—"need for f>i"Uc relations,
role of public relations person, pufelic celations tech-
niques.
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(b) Identification of local resources for effective public
relations.

fi. Pmposed training methods/ approaches

(i) Lecture-cum-discussion.

(if) Visit to the Office of a public relatioa person or Pub-
lic relations firm, wherever possible.

(iii) Individual study (Review of public relation mate-
rial).

(iv) Practicum in preparing a Public Relation plan for the
promotion of NAEP within a project area.

Operational strategy for training

The proposed content areas will serve as the starting point
for a continuous training programme. It would, however, be
essential that the project officers under training should have a
clear perception of the conceptual framework of NAEP and its
operational strategies before going to the field. To accomplish
this objective would require designing a sufficiently long train-
ing programme. But it is also clear from NAEP document that
the prclgEEunme has to be launched soon. Tlierefore, consider-
ing all the requirements and the given constraints, the following
operational strategy is suggested for the trainmg of project offi-
cers. This stratcigy envisages part of the training in lace to face
workshop preceded and followed by atkwger period of individual
study. The proposed strategy will have three phases :

(i) Correspondence Phase.

(i) JFace ,to Face Worikshop Phase.
(iii) Ftdlow-up %ase.
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I. Correspondence Phase

The duration of this phase will be about 6—8 weelcs. During
this phase, the trainees will be provided with 6 correspondence
lesson units for self-study. A set of questions will be given at
the end of each lesson unit and the trainees would be required
to answer and send their completed assignments to the training
institution for evaluation and feedback. In general, the exercises
given in the lesson units would be of a practical nature and thus
require active participation of the learners in completing them.

Roughly speaking, following areas can be taken up for deve-
loping correspondence lesson units :
(1) Adult Education (content area~1).

(2) Curriculum and Instructional Material Development
(content area—2).

(3) Organizing Training Supervision Programme (content
area—3).

(4) Leadership Development (content area—4).
(5) Communication Process (content area—5).
(6) Evaluation and Monitoring (content area—=6).

(7) Project Planning and Resource Mobilization (con-
tent area—1).

It is, of course, vital that a correspondence unit be set to
work as urgently as possible.
Il. Face-to-face Workshop

The duration of this phase will be about 3 weeks (residen-
tial) . The programme of this phase will include a review of the
correspondence phase with special reference to the clarification
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of issues and problems faced by the trainees in studying corres-
pondence lesson units and attempting the given assignments.
Such a review may be done in a panel discussions and tutorials.
The panel may be composed of the trainees as well as other re-
source persons. In addition to this review, the trainees will be
exposed to content areas such as project management, public
relations, and developmental programmes of other organizations,
and to concrete materials collected from international, national
and sub-national agencies. However, most of the time will be
spent in practical exercises such as development of training pro-
grammes including curricula, teaching-learning materials and
visual aids, evaluation tools, public relations plan, and visiting/
observing various programmes in the field. The participants will
also be required to go through the process of observing, conduct-
ing and supervising adult educational sessions according to the
prescribed schedule in the nearby locality almost every day in
the evening throughout this phase. A variety of training
methods will be used during the course of this phase depending
upon the nature of subject matter, facilities and objectives of the
programme.

I1l. Follow-up phase

During this phase, practical work based on the activities ot
the second phase will be carried out. Some of these activities
may include field practices such as, pre-operational studies, pro-
ject planning, educational mapping, developing selection criteria
for instructors, and adult learning centres, organizing local com-
mittees etc. etc. It is expected that the Project Officer will receive
regular and frequent visits from their trainees.

It should, however, be kept in mind that the return of assign-
ments during the correspondence phase may not be encouraging
unless some positive steps are taken to ensure that every trainee
goes through the correspondence lessons and sends his/her
assignment in time to the training institute for evaluation and
follow-up comments. This would require joint action by the

S/23 ESW/77710
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Central Government, State Government and the respective train-
ing institutes. One of the possibilities could be to recruit Project
Officers on the condition that their services in the programme can
only be regularized if they qualify within six months in the
proposed in-service training programme.



Annexure 1

SOME CRITERIA FOR SELECTING PROJECT OFFICERS

Preliininary

There may not be much possibility of choice in the selection
of Project Officers. Where there is, a few criteria should be
applied to distinguish the more suitable candidates from the less
suitable. No elaborate scheme is necessary. It should be
sufficient to cover the three major areas of responsibility ;
(1) Education, (2) Leadership and (3) Organisation.

The best guide to a person’s future behaviour is often her/
his past history—even though it is by no means 100 per cent
reliable. Accordingly, a candidate’s career should be examined
as closely as circumstances allow. Where documents and
references do not provide assessment of a desired quality, it
may be necessary to probe by means of one or more aptitude
explorations. These are merely simulations of situations which
the candidate is likely to face as a Project OfiBcer. S/he is
asked to respond to the mock-up in realistic fashion. The way
s/he responds will give some idea of whether s/he is the sort of
person being sought.

Edn€atioiial Qaafifications

A starting point for selecting personnel is often a minimum
educational qualification. We believe this is not necessary for
Project Officers. In the first place, each State and non-govem-
mental organisation will have its own views on the place of such
qualifications; sp”ification by this hand-book would be
redundant. More important, we believe that certain personal
qualities outlined below—should be given a much hi®er priority
than scholastic attainment. Indeed, in many cases, they should
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override the latter. Nevertheless, where candidates have actually
been academically trained in adult education, they should obviously
be given special consideration.

Interest in Adult Education

The best proof of an interest in Adult Education is actual
activity in helping adult groups with programmes of education.
In the context of the NAEP, such activity should include working
with disadvantaged people in either villages or towns. Further
the activity should be of a long-term nature. It should not be
simply helping a group for a couple of months only. Patience
and perseverance are to be looked for. The questions to be
asked then are :

— has the candidate any experience of adult education ?
—- has s/he worked with disadvantaged groups ?

— does her or his experience indicate an ability to work
patiently for long term goals ?

Supportive Leadership

It is clear from the job description, that a Project OfiBcer will
be responsible for maintaining the morale and effectiveness of
her/his supervisors and instructors. Much of this function will
be satisfied simply by ensuring that equipment and supplies reach
the Adult Learning Centres in good time. The rest will be met
by behaviour which supports and encourages the Supervisor and
Instructor. How can such behaviour be predicted from what is
known of a candidate ? A possible pointer is—"wes s/he at any
time leader of a team in sports, guides, social work ?

Alternatively, a simple ‘aptitude exploration’” might be
attempted. For example, the candidate could be asked to observe
a simulation session of an Adult Learning Centre and then to
advise the instructor on how the session might have been improved.
How s/he handles the task will at least show whether s/he knows
the elements of supportive leadership. It will also indicate how
easily s/he communicates with other people.
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Ability to Plan and to Oi™nise

Ensuring that equipment and supplies reach suppervisors and
Adult Learning Centres on time is a most important responsibility
of the Project Officer. It demands an ability to plan and to
organise. ldentifying his ability may be possible from the career
of the candidate. If not, an ‘aptitude exploration™ might be tried.
The candidate could be asked to set out on paper how s/he
would go about organising a 3-day training programme for a
group of Supervisors, taking into account all the needs of the
trainees, and all the possible problems of delays and shortages.
How the candidate foresees the needs, arranges to meet them
and orders them on paper will provide some guide to her/his
planning aptitude. A possible drawback to this device is that
a good organiser who does not have a long period of schooling
behind her/him, may be at a disadvantage on paper. If this is
suspected, her/his aptitude might be better explored through
asking him to work out a diagram on a black-board.






Annexure |l

CREATING A FIELD AND EXPERIENCE BASED
PROGRAMME OF TRAINING FOR PROJECT
OFFICERS

Preliminary

To be consistent with the approach to training required by
the NAEP, all Project Officers should have the complete experien-
ces of both Instructors and Supervisors. Ideally then, there should
be no instructor until at least the first generation of Project
Officers has organised classes, conducted them thdr full length—
coping with the problems of irregular attendance and drop-out,
finding opportunities and methods for maintaining interest and
zest—and carried them forward to new educational programmes.
Similarly, there would be no supervisors until the first generation
of Project Officers had experience in training and supporting a
batch of new instructors. Such an ideal evolution is not permis-
sible under the schedule of the NAEP. The Trainers of Project
Officers need, therefore, to develop compromises, which wil allow
the schedule to be fulfilled and at the same time allow the
Project Officers adequate experience of actually conducting and
supervising Adult Learner Centres.

Two ideas for such compromise are sketched here. LET IT
BE EMPHASISED THAT THESE ARE ONLY IDEAS, NOT
RECOMMENDATIONS. THEY ARE INTENDED SIMPLY
TO DEMONSTRATE THAT COMPROMISES CAN BE CON-
CEIVED, THAT ALTERNATIVES ARE POSSIBLE. Trainers
will need to create other options of their own, better suited to
the circumstances of their particular Project Officers.
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Option 1 : The Splitting Cell

Amoeba Cells multiply themselves by perpetually splitting
into two. In this way they both experience growth and expand
at a very rapid rate. The principle might work as follows :

Step 1:

The ‘cell’ here begins with 2 Tiuiners and 20 new Project
Officers. At the conclusion of a short spell of preliminary
training, they split into two batches. Each consists of 1 Trainer
and 5 pairs of Project Officers.

Step 2 ;

Each pair of Project Officers goes to the Project Area of one
of them and open only one Adult Learning Centre. The pair
run the centre as co-instructors for the first four to six weeks.
They assess each other’s performance, try to identify opportunities
and problems and generally help each other learn and improve.
They spend most of the rest of their time preparing for the next
phase of expansion. Then: Trainer should visit them at least once
a week for reflection and discussion. If possible they should
meet the other nine pairs at least once for an afternoon of exchange
and mutual training.

Step 3:
The pairs of Project Officers split up.

The Project Officers already in theif Project Areas take on
3 new Supervisors each and continue their Adult Learning Centre.

The remaining Project Officers go to their Project Areas,
take on 3 new Supervisors each and open one centre each.

The new Supervisors act as assistant instructors during the
sessions of the centres. During the rest of the time, they receive
other training and also prepare for their own future work. The
trainers continue their supporting visits.
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Step 4 :

After 4 to 6 weeks, the Supervisors leave their Project
Officers and open one centre each in the Project Area. At the
same time, they take on 3 Instructors each. The Instructors act
as Assistant Instructors to the Supervisors during sessions of the
centres and have other training during the rest of the time.

Meantime, the Project Officers take on 3 jnore new Super-
visors each to assist in the original centres. Besides training the
new ones, they visit the first Supervisors at least once a week.

Step 5 :

After 4 to 6 weeks, the Instructors leave their Supervisors
and open their own centres—again of course only one each.

The first Supervisors continue their Centres, but take on 3
more Instructors for training. The second Supervisors open
centres and take on 3 more new Supervisors.

And so the process of growth-on-the job and splitting repeats
itself, until the Project Officers and Supervisors have all had a
complete experience in conducting an Adult Learning Centre.

Using this process, one Project Officer could, within 15
months, train about 12 to 15 Supervisors. In their turn, the
Supervisors could train between 200 and 300 Instructors,

Option 2 : The Partnership

The basis of this option is that each Project Officer—and
each Supervisor—undertakes responsibility for one Adult Learning
Centre, acts as its main Instructor, and commits her/himself to
participating in it fully for at least three sessions per week.
However, in view of his/her other functions,—expanding the
project, training supervisors, engaging public support—s/he is
partnered by another Instructor who works with the Centre at
all its sessions.
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Such an arrangement involves a loss in the Project Officer’s
ability to visit his supervisors and centres frequently. The loss
is only temporary and lasts until the Centre for which s/he is
Instructor achieves its first goals.

There is a second loss also. The Project Officer does not
bear the full load of the Inspector’s work and will consequently
not have a complete experience. Nevertheless, the experience
that s/he does have, should be more than sufficient to provide
insight and understanding on the workings of the Adult Learning
Centre.

Second and Later Batches

The problem of training second and later batches of Project
Officers will be eased for two reasons. There will in the first
place be seasoned Project Officers to help in training their
colleagues. Second, many, if not most of the newer Project
Officers will probably be drawn from the more effective Super-
visors and Instructors. They will already have had the necessary
direct experience of adult Learning Centres. Consequently, they
will need only the support of systematic reflection on their
educational function and of learning more of management and
public relations.



Chapter VII

EVALUATION OF TRAINING PROGRAMMES
AND FOLLOW-UP

Approach to the evaluation of ttaining programmes

valuation Of a training programme is an integral part of

the process of training. The question naturally arises as to
what is evaluation, why is it needed, how and when is it to
be done and who will do it. Further, one needs to know how
the evaluation of a training programme for NAEP will differ
from the evaluation system used in the training programme for
formal education. Just as the training of adult education func-
tionaries reflects the basic features of a non-formal approach,
namely, relevance, participation and flexibility, the evaluation of
the training programme must also reflect the same features. Addi-
tionally, the evaluation of a training programme must also pro-
duce data and feedback for use by programmes and policy makers
at various levels. We must develop information about trainees,
about training programmes, about what the trainees are able to
learn during training and how training affects their subsequent
performance. It is evaluation which enables us to gather this
information.

(a) Non-formal approach to evaluation

The objectives of the evaluation of a formal training pro-
gramme would generally be to analyse the training content. But
iij the npn-fprmal approach, the main purpose of.evaluation
would be to analyse the training content, trainijig process, inputs
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(both human and material) and the results achieved so as to
improve the programme and to provide the necessary corrective
to make it progressively more effective. In the non-formal
approach this analysis will be made by all concerned : trainers,
trainees and people with whom trainees work. This evaluation
will be participatory in nature and emerge from the desire of
the trainees and trainers to know their respective achievements
as related to the methods employed, goals set and their own
capabilities.

In the non-formal approach, tools for evaluation will need
to be flexible and simple. Sometimes, they may have to be
devised on the spot through participatory effort in order to
measure gains in knowledge or development of skills, attitudes
a;nd insights which were not anticipated. In NAEP, the acquisi-
tion of certain skills relating to social and economic activities,
health practices and cultural action is no doubt important, but
more important still is the acquisition of certain qualities and
attitudes, such as willingness to learn from each other, non-
authoritarian initiative, encouraging decision-making by the group,
appreciating each other’s problems, taking a total view of the
situation and keeping the learners’ view in mind. Now, these
cannot be measured or brought out by pre-designed tools and
procedures of evaluation. Whether these aspects are being deve-
loped during training and afterwards can Only be found out
through inbuilt and continuous participatory evaluation for which
the trainers as well as the trainees must develop an aptitude
through practice.

(b) Participatory evaluation

One of the terms that is continuously used in this document
is participatory evaluation. Participatory evahiation means that
the trainer is not the sole person to make an assessment of the
trainees or training programme but that all the participants in
the training programme including organisers, resource persons,
trainees and even those with whom the trainees will be working
after training have a say or role in the process of evaluation.
However, each participant in this process must be able to say
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how he or she experiences training as a person and what he or
she learns from it. For example, a trainee may like to say
something very specific in terms of his own needs or of some
special inputs which may not be of much relevance to others.
Similarly, the trainer may have perceived his expectations from
the trainee differently and his evaluation would be based on this
approach. Secondly, the participatory approach will grow only
if there is a proper attitude among the organisers to promote it.
If the organisers are really interested in knowing their inadequacies
and of their programme, as viewed by others, they should accept
this type of evaluation as a pre-condition. Similarly, if the
trainees do not understand that evaluation is a part of the teach-
ing/learning process and a means for self-improvement, they arc
likely to use evaluation for finding faults rather than for an
analysis leading to better training.

(c) In-built evaluation

All teaching-learning activities, including training, takes place
in cycles, which may be the conclusion of theme or an activity
in the training content. If trainers and trainees evaluate their
activities after the termination of each activity or theme, it will
help to provide immediate corrective action and this is the aim
of concurrent and in-built evaluation. For example, one may
ask how a particular activity was done, how far it succeeded,
why it did not succeed and what could have been done to improve
it. Concurrent evaluation helps up to understand the training
process in its all dimensions.

(d) Objective-based evaluation

Objective-based evaluation should be considered as a part
of total evaluation. No evaluation is meaningful unless one
knows the initial situation or the starting point. In terms of
evaluation of training programmes, it would mean that all trainees
and trainers must know what knowledge, skills, attitudes, etc.
the trainees possess at the commencement of the training pro-
gramme so that a reasonably sure assessment is made as to
whether changes have been brought about in the trainee and to
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what extent they are due to the training. Also, it is not possible
to anticipate all the situations which the trainees will come across
when they get to the field and how they would react. The train-
ing programme does try to foresee as much as it can and builds
competencies in the training to meet these varying situations.
Yet, when the trainee goes to the field he may discover many
inadequacies in the training content and methodology and, there-
fore, it is important that evaluation should take place in the field
also, after the completion of pre-service training. The result of
this evaluation will form the basis of modifying the future training
programmes and their organisation.

Obijectives of the evaluaibn of training for NAEP functionaries

The evaluation of training programmes organised for different
functionaries of NAEP needs to be systematic, though not for-
malistic, so as to determine the extent to which the trainers and
trainees have been successful in achieving the objectives of the
training programme. Primarily, it would be concerned with the
extent to which a particular training programme has enabled the
trainees to acquire the needed competencies which include know-
ledge, understanding, acquisition of skills and attitudes essential
for performing their functions effectively.

The objectives of the evaluation of training programmes in the
NAEP might be visualised from the points of view of the trainers,
trainees as well as the people with whom the trainees are expected
to work.

From the trainer’s point of view, the evaluation of training
programmes should indicate whether training:

(1) provides to the trainees specific and needed informa-
tion, knowledge and understanding of the NAEP and
its objectives;

, (ii) gives opportunity for learning leading to desirable
practices such as co-operation, co-ordination, a par-
ticipatory approach to seek and extend help and
advice in relation to NAEP;



(iii)

(iv)
(V)
(vi)
(vii)
(viii)
(ix)

(x)
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achieves the altitudinal changes necessary to enable
the trainees to work with a new enthusiasm e.g.,
correct attitude towards understanding the needs of
the disadvantaged groups;

builds flexibility and an ability to adapt to new situa-
tions in the field;

promotes experimentation with and innovative appli-
cation of what is learnt in the training programme;

is relevant to the local situations;
provides a feed-back for modification or revision of

the content, organisation, resource inputs and
methods of training programmes;

enables the trainers to understand the adequacy, rele-
vance and flexibility of the material and human
inputs;

enables the trainers to judge the level of participation
of the trainees in and their contribution to the
trainmg programme;

identifies problems and constraints in conducting the
training so as to build up a programme of action
that will remove or reduce such constraints and
thus provides a climate in which training can be
effective.

From the trainees’ point of view the evaluation of the train-
ing programme should indicate whether the training helps :

(i) to understand the purpose of the training programme

and whether this has been useful to trainees in their
work and iii their personal lives;

(i) to find out whether the trainees are satisfied with the

(iif)

inputs—hunm and material;

to understand whetiier the content covered by the
training programme has been adequate and
appropriate to trainees’ needs according to their
perception;
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(iv) to assess whether the learning situations provided to
the trainees are interesting and conducive to learning;

(v) to set their own standards of skills, attitudes,
knowledge, understanding and competencies to
function effectively;

(vi) to develop motivation in order to pursue these goals
through continuing self-improvement;

(vii) to review their own progress and develop self-
direction.

From the point of view of leaineis with whom the trainees
will work directly and indirectly after their training, evaluation
should indicate whether the training :

(i) has made the work of the trainers relevant to the
life and needs of the adult learners;

(ii) assesses the adaptability of the trainees as perceived
by the adult learners;

(iii) assesses the skill of the trainees in facilitating learning
as perceived by the adult learners.

Pre-training Assessment of trainees

(a) The need for pre-training assessment

For pre-training assessment background information of the
trainees selected for undergoing training have to be obtained in
some detail. This information could most profitably be
gathered prior to their entry into the training programme. In
case this cannot be done for lack of time, the information should
be collected on the first day of the training programme.

This assessment would help the trainers in planning the
details of the training programme and also help the trainees in

preparing themselves for participation in it.
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The data gathered from the trainees would enable the
trainers to—

(i)

(ii)

(iii)

(iv)

(v)

(vi)

identify the inputs including skills which the trainees
themselves can contribute to the training programme
and the extent to which these could be utilized in
the training programme to facilitate mutual learning;

determine whether the additional inputs are needed
(what areas and how much) in terms of both
material and human resources;

determine the additional content areas that are to
be integrated or included in the training programme
to add to the trainees’ knowledge, understanding,
skills, etc.;

study the understandings and attitudes they have
about the NAEP and to build into the training
programme new and correct understandings and
attitudes ;

understand the expected outcomes of the training
programme;

help the trainer to group the trainees for better
organisation of the training programme.

From the trainees’ point of view, the pre-training information
would help the trainees to :

()
(i)
(iii)
(iv)

build up a favourable predisposition towards
NAEP;

feel that they are participants in their own training;
to know and learn about NABF;

understand the possible expectations of the training
programme from the trainer.

S/23 ESW/77—11
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(b) How to collect the pre-training information

The information needed from the trainees could be gathered
through a pro forma to be distributed to the trainees and got filled
in by them before the training begins.

The broad areas to be covered in the pre-training assessment
pro forma may include the trainees’ educational, social, economic
and cultural background, their point of entry into the job, and
the history of their work-experience, field exposures, the types of
projects or programmes in which they were involved, what new
learning areas they desire to be exposed to, what attitudes, skills
and understandings they currently possess and what do they
expect to develop through the training. A suggested pre-training
assessment pro forma is given below. The information which
may be collected for pre-training assessment of trainees might
draw upon the following areas. Such a pro forma should be
finalised together with the trainees. In some cases the trainees
may decide not to use a formal pro forma.

(1) Name of the Trainee :

(2) Academic Background :
(1) Educational Qualifications :
(i) Any other training (Specify) :

(iii) Subjects studied by him which may have relevance to
NAEP :

(3) Personal and cultural background :

(i) Rural/Urban/Tribal:
(if) Talents and interests :

(4) Work Experience :
(i) Positions held :
(ii) Length of experience :
(iii) Field experience :
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(5) After studying the background materials and the training
content given to you, what expectations do you have
from the training programme ?

(6) What learning areas, which are not in the training
content, do you desire to be included ?

(7) What contributions you feel you can make to the
training programme as a resource person or part of
teaching-team ?

The data so collected should be shared with the trainees for
arriving at an understanding of the training programme. This
information should be analysed immediately with the help of
trainees and shared with them as part of the beginning of the
programme.

Evaluation of pre-service training programme

It is important to find out whether the objectives of the
training programme are being achieved. The training programme
has to be evaluated continuously so that based on the results of
such evaluation it could be improved. In this sense, evaluation
of a training programme is an integral part of training and a
continuous process. At this stage of pre-service training
evaluation, evalution questions will relate to performance and
use of the following :

(i) Trainers (who are the organizers of training including
the resource persons);

(ii) Trainees (participants of a training programme);

(iii) Instructional processes;

(iv) Material inputs (such as physical facilities, A.V.
Aids, and teaching-learning materials);

(v) Organisational Aspects (such as preparatory work
and work schedule of training).

In the case of trainees, it is necessary to evaluate the
knowledge, understanding, attitudes, skills they acquire during
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training. In the case of trainers, their communication ability,
their resourcefulness, their ability to involve the trainees in the
learning process, their ability to integrate their experiences in the
whole process of training, their quick adaptation of training
content and methods in different situations, their knowledge of
the field-level situation, etc. have to be evaluated. The adequacy
and the use made of physical facilities such as seating, lighting,
food, accommodation, the methods used in communication, the
use and effectiveness of A. V. aids and the relevance and adequacy
of teaching-learning materials have also to be assessed. The
organizational aspects such as preparatory work, optimum use of
resource persons, work schedule of training should also be
evaluated. It may be added that all these aspects are to be
evaluated for the purpose of improving and building up training
programme's, refining techniques of training and increasing the
capabilities of trainees and trainers both.

(a) Evaluation of trainees

Evaluation of the trainees’ knowledge, understanding,
attitudes and skills (with reference to training) can be done by
the trainers and by the trainees themselves (self-evaluation by
trainees).

Knowledge and understanding of the trainees can be evaluated
by many methods. The traditional methods such as structured
questionnaire, written tests and oral examinations are irrelevant
in the NAEP. Hence, informal, flexible and unconventional
procedures, such as group discussions, informal chats and
systematic observation might be resorted to by the trainers while
estimating the knowledge and understanding of the trainees.

The next step in the evaluation of trainees could be taken by
the trainees themselves for self-evaluation. For example they
may ask themselves questions about their own knowledge and
understanding achieved during training. Simple rating scales
and check lists can be prepared and used for this purpose. (A
rating scale is given in the Annexures just for helping the trainers
to develop similar ones on their own).
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can be evduated by trainers and. trainees during pre-service
training. Assessment of the attitudes of trainees and trainers
towards the training programme can also be evaluated. Evalua-
ting attitude change, however, is not an easy task. In
fact, no device for assessing attitudes can be fool-proof.
It is the final performance in the job that alone can show up this
aspect reliably. However, some indications of changes in
attitudes can be brought to the surface by means of anecdotes,
observation, discussion, projective devices etc. (A suggested
check list to ascertain attitudes in this manner is given at the
end of the section, to be suitably modified in different situations
and with different functionaries).

(b) Evaluation of trainers

Evaluation of trainers (organisers and the resource persons)
can be done both by the trainers and the trainees. The trainers
should be evaluated in respect of their resourcefulness, ability
to involve the trainees in the learning process and their ability
to integrate their experiences in the whole process of training,
(The type of tool suggested in the case of trainees’ evaluation
can be adapted and used advantageously, in this case also).

(c) Evahiation of material inputs

The relevance and adequacy of material inputs such as physical
facilities, A.V. Aids, teaching-learning materials used for training,
need also to be evaluated. The quality, suitability, availability
are some of the aspects which should be evaluated. (A
suggested checklist is given towards the end of this chapter for
evaluating material inputs). The trainees and the trainers might
be asked to check those items towards which they are satisfied.
Obviously, the unchecked items make a list in respect of which
improvement is needed.

(d) Evaluation of organisational aspects

Organisational aspects such as schedule of work, daUy time
table, arrangement of field visits, the scope of the need-based
S/23 ESW/77—12
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fbadhili” ia ttie o¥eral; oj~is™oa. of trpn” pHagratifae and
N sele”a and use tbe oCconmusis™m and wiBit
has been “orgai®a”o” climate” have to be eont*wousfy
e\ruated to identify inadequacies so as to t*e necessary actios.
In this respect, the opMons of the trainees as well as the trainers
are to be assessed fen: obvious reasons. A simple and dir”
type of questionnaire might be p~haps suitable for the purpose.
(A su”ested model of questionnaire is given towards the *
of this section).



..... Annexure |

(A) SOME SUGGESTED ITEMS THAT MAY BE USED
AS A BASIS FOR BEVELOPING RATING SCALE
TO EVALUATE THE KNOWLEDGE AND UNDER-
STANDING OF TRAINEES BY THEMSELVES:

Poor Satisfactory  Good

1. My knowledge of the NAEP . ( ) ) ( )
2. My  knowledge and under-

standing of me methods of

teaching . . . o ( ) ( ) | )
3. My understanding of the me-

thods of motivating participants

Qeamras) . . . o ( )y ( ( )
4. My knowledge on the use of

materials such as aids, reading

materials . . - ( ) ( ) ( )
5. Any other item (s) . . o ( ) | ) ( )

iVble—Poor=1, Satisfactory=2, Good=3.

(B) SOME SUGGESTED ITEMS THAT MAY BE USED
AS THE BASIS FOR PROFORMA TO ASSESS SKILLS

Yes Somewhat No

1. Do you think that you have

acquired the skill to expr”s

your ideas clearly ? ( ) ( ) | )
2. Do you think that you can

handle subject matter ade>

guately ? (. ) | ) ( )
3. Do you consider that you have

acquired skills relating to

teaching ? ( ) | ) )
4. Do you think that you are able

to involve the participants in

learning situations ? ( ) | ) ( )
5. Any other item(s) ( ) ( ) ( )

Note.—The list of items given under each deviceltooi is suggestive and not
prescriptive.  Also, the list of items is ttot eodumstive. 1t is m&”sary
to devise appropriate items in the case of each field functlona%_ The
intention here is to give a few prot»4ype of items to stinwl”~e thinking
in this respect.

157
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(C) SOME SUGGESTED ITEMS WHICH MAY BE USED
AS A CHECKLIST TO ASCERTAIN ATTITUDES OF
TRAINEES TOWARDS TRAINING PROGRAMME

Yes No

1. The trainin% has made much diflference in
my thinking about the value of adult education (

2. Themoney spenton training isawaste . o (

3. The training proamme is far removed from
the functions which the trainee has to do in
thefie ld . (

4. This ttaining_has helped me to. make new
friends inthe fieldofadulteducation . .

5. Any other item(s) ( )

(D) SOME SUGGESTED ITEMS WHICH MAY BE USED
AS A CHECKLIST TO EVALUATE MATERIAL
INPUTS

(check those items with which you are satisfied)
Name and Nature of Evaluator -------------------

(a) Physical Facilities

1. Accommodation.

. Food

CLighting .

. Arrangements of seating at the Venue
. Supply of books, pens, papers etc..

o OB W N

. Any other item(s)

6) A. V. Aids

. Type of A. V. Aids
. Extent of use of A. V. Aids

. Appropriateness of A. V. Aids
. Usefulness of A. V. Aids

. Any other item(s)

g oM W N e
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(E) SOME SUGGESTED ITEMS THAT CAN BE USED TO
EVALUATE THE ORGANISATIONAL ASPECTS OF
TRAINING PROGRAMME

Yes No

1. Do you think that the schedule of work in the
training programme is suitable for the pur-

pose ? ( ) ( )

2. Did daily time-table and the sequence of topics
of the training programme emerge out of
trainees participation ? If ‘no’, what sugges-
tions do you have ? ( ) ( )

3. Do you think that field visits serve the pur-
pose for which they are intended ? If ‘no’,
bow to make them so ?  Give your sugges-

tions. ( ) ( )

4. Do the overall organisational aspects, of train-
ing passes flexibility to cater to the needs that
arise day to day ? If ‘no’ what are your
suggestions in this respect to make them more

flexible ? ( ) ( )
5. Do you feel that you were able to influence the
way the training course was conducted? ( ) ( )

6. Any other item(s) ( ) ( )






Annexure |l

EVALUATION OF TRAINING IN TERMS OF ITS UTILITY
TO THE TRAINEE IN THE FIELD

The objective of this evaluation is to find put the extent to
which the training has helped an individual functionary (Project
Officer, Supervisor or Instructor) to perform his functions in the
field effectively and to take remedial action in reject of those
areas in the training ccmtent where the training has been
inadequate and also to help the organisers to riiodify subsequent
training programmes.

In order to conduct svxih an evaluation, it wc”ld be necessary
to have:

(i) A record of each trainee about his edis;ational back-
ground, ej*rience and pre-traiaif* lesessment.

(ii) A system of feed-back relatmg to all aspects of
training, as well as any additional functions whigh
might have been assigned to the trainee.

(iii) Opinions/impressions about the particular ex-trainee,
held by the Officer to whom he is responsible for
his work e.g. Supervisor and Project Cfficer in the
case of Instructors. Project Officer may ask the
Supervisors about the utility of sjpecific aspects of
training. Similarly, the Skg>ervfcots may ask the
Instructors about the effectiveness of their training
and communicate their findings to the Training
Centre,
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Designation
(Project Officer, Supervisor or Instructor)

Educational Qualifications

162

(iv) An assessment of the performance of a functionary

made by other functionaries whose work he
supervises or has responsibility to oversee e/
Learners may assess the work of Instructors;
Instructors may assess the Supervisors and the
Supervisors may assess the Project CVWficer.

(v) A report of observation by a team consisting of a

Project Officer, a Supervisor and an Instructor under
training, along with a trmner from the Training
Centre which may visit the project and make its
own observations about the performance of different
functionaries trained at the training centre. The
findings of such evaluation should be made known
to the functionary concerned; excellent or very good
work should be specially recognised and suggestions
should be made in respect of others for improvement,
wherever improvement is needed and possible.
Strong and weak points of individual trainees should
be brought out. It should be made very clear from
the beginning that the findings of evaluation would
be usM only for improvement of the work of the
functionaries and also for improvement of the
training programme and not for any other purpose.

suggested items of infornmtion record of trainees

TRAINING CENTRE

Name of Trainee-

Previous training or participation in activities related to
adult education — A
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5. Work Experience-
(Prior to joining NAEP)

6. (a) Pre-training Assessment Report (to be attached),
(b) Training Evaluation Report (to be attached).

7. (a) Project to which posted-
(b) Address of Project to which posted-
8. Evaluation Report of field preformance (to be attached).

9. Observations made by trainers and visiting team on the
effectiveness of training and the utility of training in the
field.

10. Opinions and comments about the ex-trainee by other
functionaries working with him.

11. Overall assessment of ex-trainee by the Evaluation of
Training.

12. Any other item(s).

S/23 ESW/T77-13






Annexure Il

TRAINING CENTRE

Evaluation of field performance of
Ex-Irainees

[This questionnaire, which is only suggestive, is to be sent
to ex-trainees, about three months after they have been posted
to the field, to be filled in by them and returned to the Training
Centre. The information sought to be collected through this
questionnaire is to find out the extent to which the training has
helped the respondent (Project Officer, Supervisor or Instructor)
to perform his functions in the field effectively, to determine the
inadequacies of training, if any, and to suggest remedial action
to improve field performance as well as future training
programmes.]

1. Name and designation of respondent

2. Name and address of the Project-

3. When were you trained ?----------
(Dates and batch number)

4. Date of your posting in the field-

5. Have you been assigned any
new function which was not Yes/No.
reflected in the training?
If “Yes’, list them
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10.

11.

12.

13.

166

What difl&culties, if any, have you faced in
(a) adjusting to the field situation?

(b) getting the cooperation of the people for whom the
programme is intended ?

(c) working with other functionaries in your project?
(state your replies briefly against each question)

During the training, you have gained some knowledge
relating to NAEP and its implementation. Do you feel
that the knowledge gained is adequate in relation to the
work you are doing? If not, indicate what additional
knowledge you now need.

Similarly, you have acquired some skills, e.g. literacy
teaching, conducting group discussion, etc.  Are these
skills useful to you for the work you are doing ? Are there
any other skills which you need ? If yes, list such skiUs.

Is the subject matter relating to other fields, such as
agriculture, cottage industries and health in the training
programme adequate to deal with these subjects in your
work? Yes/No. If No’, indicate what additional
knowledge you need.

In the training programme stress was laid on the fact that
NAEP should be implemented as a nonformal adult edu-
cation programme. To what extent is this reflected in
your work and in the project as a whole?

Which are the aspects of training on which more time
should have been devoted ?

Do you have any suggestions for improving the working
(organisation, administration, etc.) of the project so.as
to provide greater participation by all functionaries to
improve the functioning of the project ?

Do you have any suggestions for improving the training
programme ?



Annexure |V

FOLLOW-UP TRAINING PROGRAMME

Training the functionaries for NAEP is not perceived as ail
one-time activity. The NAEP by its very nature is a developing
programme and it is therefore difficult to visualise all the training
needs of the functionaries during the process of pre-service train-
ing alone. In fact, it is unportant to find out, through dialogues,
discussions and questionnaries, the specific and necessary skills
and understandings which need to be developed in the function-
aries of NAEP to enable them to function effectively. However, it
is also necessary to extend this process beyond pre-service training.
Once the trainees start functioning in the field or they are on their
jobs, they might identify gaps in training. The follow-up
evaluation would enable the trainers to identify these gaps to be
filled which necessitates arrange further recurrent in-service
training pogrammes for the same functionaries. The duration of
such training/orientation could be very short; from one day to
three days or even a week depending upon the needs of these
functionaries and the frequency of such training may vary with
different functionaries. It has been suggested by another group
that the instructors may have a monthly meeting which could be
a form of in-service trainmg. There could be other modalities
for organising in-service training.

These types of recurrent in-service training programmes are
valuable in that they make inter-leaming possible. Because, some
functionaries might have not only faced certain new problems in
the field but could have also found means to solve them
effectively. In such case, these recurrent in-service training
programmes offer opportunities to share experiences and to learn
from each other.
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What should be the approach to follow-up training pro-
gramme? The follow-up training programme should be particu-
larly oriented to one or two specific tasks or problems emerged
from the job of these functionaries that require particular attention
and should lead to identification of new knowledge and skills that
have not been gained earlier in the pre-service training programme.
There cannot be any rigidity with regard to the duration and the
venue of these follow-up training progcammes. The trainers’ role,
therefore, in this situation, is to continuously identify problems
through continuous evaluation and plan follow-up training Pro-
grammes whcilever and wherever needed.

As regards the first follow-up training programme, it could
be arranged possibly 3 to 6 months after the pre-services training.

There is also a need to encourage the functionaries trained
initially to communicate regularly to the trainers as well as to
their peers, through correspondence, their problems and other
matters of interest. This would, to some extent help the trainers
to have a regular feedback from the functionaries and possibly
enable them to suggest means of tackling these problems. In
addition, communication between the functionaries in similar
capacities would make mutual sharing and problem solving
possible. This type of communication through correspondence
between the trainers and the trainees would also enable identifica-
tion of people and their problem and match them into appropriate
groups based on common problems and organize follow-up
training programmes accordingly.

As knowledge is expanding in all fields of human activity, new
concepts emerge and new methods are evolved, the knowledge,
methods etc. gained by the trainees are likely to be outdated.
This would necessitate the organisation of refresher training
courses once in every two or three years in order to keep them
abreast of latest developments in the field of their work.



Chapter VIII

ORGANIZATIONAL AND INSTITUTIONAL

ARRANGEMENTS FOR TRAINING

he various field level functionaries in NAEP have to be

trained to fulfil their roles and responsibilities and the training
programmes should, therefore, be experiential and participatory.
They should create a spirit of autonomy and self reliance among
the functionaries as well as adequately equip them in a number
of specific skills. The fulfilment of these training objectives will
need institutional and organisational arrangements which should
have the following characteristics :

(a)
(b)

(c)

(d)

(e)

The trainers should have a deep understanding of
and commitment to the NAEP-

Opportunities should be available for the trainers
to directly experience the work of the functionaries
for whom training is to be organised.

There should be an in-built flexibility regarding
administrative and financial  procedures, type of
training, personnel for the training programme and
methods, training aids and content.

Training arrangements or institutional  structures
should not be treated as higher or lower. Training of
instructors being of crucial importance, all training
agencies should be required to have that experience.

Internal arrangements should be made to evaluate
each training programme and to get feed-back on the
results and deficiencies and strengths of training.
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Institutional Arrangements

For the training of NAEP functionaries, it is visualized that
there will be some institutions which will generally look after their
training programmes. At the outset, some of them may have to
work as Inter-State lii*tittotions. Later, almost every State will
have at least one institution such as State Resource Centre which
will look after these programmes. A few Inter-State Institutions
will be responsible for the training of project officers. The
training of supervisors will be at the state level and instructors
will be trained within the Project.

Training of Instructors

The responsibility for training the instructors in a particular
project is with the project administration. ~ While the overall
responsibility for this purpose must rest with the project officer,
his colleague (Associate Project Officer who will be incharge
training) at the project headquarters should be expected to deve-
lop a special capability for organising the training of instructors.
The following points need special mention in regard to arrange-
ments for training instructors :

(a) In addition to the project officer and his colleague
who wiU be incharge of training, assistance can be
secured from:

(i) such of the supervisors as may be suitable for
this purpose,

(i) persons from amongst the staff of some
neighbouring Development and Adult Education
Projects with expertise in training, and

(iii) other institutions and individuals who are able
and willing to participate.

(b) A substantial part of the training would be organised
in the field situation and therefore, it may not be



(c)

(d)

(e)
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necessary to make elaborate institutional arrange-
ments. Available space for this purpose should be
explored; it may be available in schools, EDO’s
office, Panchayat Ghar, cooperative societies, etc.

It would be useful to have audio-visual equipment
useful in training such as film and filmstrip projectors
AN well as facilities for preparation of improvised
instructional and training materials. Where these
are not available in the project office, an attempt
should be made in advance to secure them from other
institutions. The training programme should be
related to available human and material resources.

As far as possible, the participants should be required
to stay together.

It would be of advantage if working lunch could be
served to aU participants so that maximum use is
made of available time.

(f) Since special efforts need to be made to involve

(o)

women in large number in the NAEP structure,
special arrangements may be necessary for women
functionaries in general and women instructors in
particular.  These would include: splitting the
training programme into short training-blocks for
their convenience. It may be ensured that Women
Resource Persons are included in the training
programme organised for women instructors and
also for men instructors who may be in a position to
conduct learning centres for women or jointly for
men and women.

Special arrangements will also be necessary for the
training of instructors working in tribal areas.



Each project administration will have to decide about the
most appropriate arrangement for the continu’ng training of

instructors.

There could be many ways of doing this, including :

(a) A monthly meeting of instructors to be convened

(b)

by the supervisor on a fixed day—in several cases
it may be a holiday—when instructors along with
their supervisors come together. On that day they
might receive honorarium and materials needed, solve
administrative and educational problems and have
an exchange of ideas with the other instructors.

Despatch of cyclostyled material from the project
office, with arrangements for correspondence
wherever possible.

Training af Praject OffiBcers and Supervisors

The broad institutional arrangements for training have been
set out in Para 2 above. In large States, it might also be neces-
sary to have associate training institutes which would function in
close coordination with the State training mstitute.  In this
connection, the following suggestions are made :

(a)

(b)

Each such institution should organise a field
programme which should neither be too small to
be unrealistic, nor too large to distract the training
personnel.

Institutions made responsible for the training of
project officers should also organise the training of
supervisors for the State where they are situated.
They should also be responsible for instructors in
their own field projects.

(c) The training personnel of the institute should be

supplemented by drawing upon suitable resources on
a course-to-course basis, or for a part of the course.
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(d) As far as possible, the training of project officers and
supervisors should be residential for all participants.

(e) 'file institutions organising the training programmes
should emphasize austerity and simplicity. Free
boarding and lodging arrangements should be made
for the participants. In addition, conveyance charges
and some out-of pocket allowance should be paid
to them.

Involvement oi kamevs and feed-back

It is only when the learners, who are expected to be the “bene-
ficiaries”, are involved in the process of training that the
programme will acquire vitality and authenticity.  The other
prerequisite of a training system which would continually enrich
itself is an effective system of feed-back. For the involvement of
the learners and creating a system of feed-back, each agency
responsible for planning and organisation of training programmes
will have to explore and devise its own methods. Some of the
ways in which this may be attempted are listed below :

(i) Some articulate learners who have the experience of
participation in the programme for a few months may
be invited to participate in the process of planning
and evaluation of the programme.

(ii) In the process of planning, implementation and
evaluation, some former trainees—"project officers,
supervisors and instructors—may be called upon to
make their contribution and critical appraisal.

’ (iif) The training faculty should pay periodic field visits
to familiarise itself with the way the learners and
their former trainees feel and respond in the field
situation.
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(iv) Systematic evaluation should be made of the re-
actions of the learners at various levels and the
benefits derived by them from training.

(v) To start with, it is desirable to pool the experiences
of different agencies in adult education in this respect
This may. have to be done by the institutions
responsible for the training programmes.



Appendix

LIST OF THE PARTiaPANTS OF INTERNATIONAL
SEMINARS ON TRAINING
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Dr. (Mrs.) Rajani Shkur,
Department of Adult and
Continuing Education,
Madras University,

Madras (Tamil Nadu).
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Prof. A. R. Kamat,
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Prof. T. S. Mehta,
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26. Mr. John Spencer,
School of English,
University of Leeds,
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UNESCO,
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