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Training of Trainers

Introduction
This module focuses on the design and delivery of forest governance training for other
audiences. Drawing on your knowledge and understanding from the last week, and your
experience in the field, you will discuss the needs of those you might be training in the future
and translate these into a carefully considered course structure. Then, taking into account a
range of different training approaches and methods, you will put together a series of training
session plans for a course.
Finally, when the course is designed, you will have an opportunity to practise your training
skills and receive constructive feedback from your colleagues.

Objectives:
By the end of this module you will be able to:





Consider the information, training and capacity building needs of various audiences in
relations to forest governance/ FLEGT/REDD+.
Design targeted presentations and training inputs to build the awareness and
engagement of others in the forest governance process.
Demonstrate effective facilitation and communication skills in the delivery of training.
Evaluate the success of your training and capacity building events.

Indicative Content:
Peertraining
practice

Evaluating
training

Approaches to
training and the
role of the trainer
Assessing
needs

Training
of
Trainers

Design of
training
sessions

Setting aims
and
objectives

Selection and
sequencing of
content
Training
Methods
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SECTION 1: APPROACHES TO TRAINING
The Learning Process
Human beings have, from the moment they are born, an extraordinary capacity to learn.
They learn to walk, they learn language, they learn to avoid things which are harmful to them,
they learn values. This learning process continues throughout their lives.
An effective trainer needs to have some understanding of how this learning happens in order
to be able to facilitate the learning process for their participants.

PAIR TASK: Your experience of learning
1.

Think individually, then discuss in pairs:


What are you good at /something you know you do well? How did you become good
at it?



What are you NOT good at / an unsuccessful learning experience? Why? What went
wrong?

Some of the common themes in relation to what makes learning successful include:

Trial and error

Learning by doing

Good role models

Wanting/Needing to
learn

Reflecting on mistakes

We can distil from this a number of key elements:
Reflection
Feedback
Doing

Wanting
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Wanting

Doing

Feedback



The need for a
positive attitude.



The need to do







To take part

Wanting to learn





Having the
confidence to feel
we can

To practise rather
than just be told or
to watch

Reflection

Presence of value,
approval, guidance
or clarification



The need to reflect





To stand back and
make sense

Absence of ridicule
or inappropriate
criticism



To extract
principles



Opportunity to
question



To own what is
learnt

These important elements of effective learning form the basis of Kolb’s ‘Experiential Learning
Cycle’.

Experience
Doing

Planning

Reflection

Now what?

What?

Analysis
So What?

Adult Learning
In early adult education, adults were taught as children and because of this much adult
education was unsuccessful. We have since come to realise that adults learn in a very
different way.

GROUP TASK: The differences between adults and children as learners
1. In your groups, discuss and list the key differences between children and adults in a
learning situation:
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Children

Adults

Four major differences identified by Malcolm Knowles1 were:
1.

Experience
Adults have a vast reservoir of experience that is a valuable resource for learning.
If these experiences are devalued or ignored then barriers to learning are often
created.

2.

Self Concept
Adults are independent, self-directing beings who like to exercise control over
their learning.

3.

Immediacy of Application
Adults are motivated if their learning can be applied immediately, not in the distant
future.

4.

Social Roles
Adults are motivated if their learning is of benefit to them in one of their current
roles in life.

All of these differences have important implications for trainers working with adults:

1

1.

Participatory methods should be used

2.

Adults need a supportive listening environment

Knowles,M (1970) The Modern Practice of Adult Education: from Pedagogy to Andragogy’
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3.

Adults may be able to diagnose their own needs and to plan their own learning.
(They may however need help with this.)

4.

Adult learners need to be given as much information as possible about the
programme, methods and purpose of all aspects of a course in which they are
participating. This way, they can take responsibility for their own learning.

5.

Negotiation should be an important feature of any adult learning programme.

GROUP TASK: The Ingredients of a Successful Training Course
1.

Reflect individually on a training ‘experience’ that changed your practice for the
better (the experience could be a formal training course, on-the-job coaching –
any structured learning experience).

2.

What was it that made the experience so positive? List as a group the key
‘ingredients’.

The Ingredients of Effective
Training
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SECTION 2: THE ROLE OF THE TRAINER
GROUP TASK: The Role of the Trainer
1. In your groups, look at and discuss the pictures below depicting different training
situations.2


What do you think is happening in the pictures?



What aspects of each picture do you find positive or negative?

A

B

C

D

A

C
A

A
A

E
C
A

F
C
A

A
A

2

Pictures taken from Pretty, J et al (1995) Participatory Learning and Action: A Trainer’s Guide London: IIED
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H

G

C

C

A

A
A
A

I
C
A

A

GROUP TASK: Key skills and qualities
1.

Now reflect on good trainers you have been trained by/worked with (perhaps it’s you!)
In your groups, prepare a job description/person specification for the role of trainer,
thinking about their roles and responsibilities and the knowledge, skills, and personal
qualities required.

Roles and responsibilities:
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Knowledge:

Skills:

Personal qualities:

Looking at the list of knowledge, skills and
personal qualities required to be a good
trainer, can you identify any particular areas
you might need to work on?

The main three roles that a trainer will need to perform are:


Subject Expert: Trainers are usually expected to know something (though not
necessarily everything!) about the subject.



Method Expert: Part of the role of the trainer is to exercise sound judgement as to
the best method of helping participants learn.



Group Manager: Trainers require a high level of interpersonal skills to be able to
manage a group.

However, in addition to these three overarching roles, a trainer may need to perform any or
all of the roles listed below!
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administrator

guide

motivator

technician
counsellor
friend

presenter

leader

psychologist

planner
subject expert
seller
Roles of the
Trainer

manager

mentor

persuader

problem solver

role model

learner
catalyst

evaluator
innovator

writer
organiser

coach

listener

Training Styles
Even if you have never really done any formal training or teaching, you will probably have
developed a training style based on your experiences as a learner or in informal teaching
situations. The way in which you give directions to others (e.g. colleagues, co-workers, family
members), present information or explain how to do something may reflect a preferred
training style.
One way of conceptualising training styles is in relation to a continuum with ‘Directive’ at one
end and ‘Facilitative’ at the other.

Directive

Facilitative

A description of the two ‘poles’ of this model is given below3:

3

Adapted from Bee, F&R (1998) Facilitation Skills London: IPD
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Behaviours of Directive leaders v Facilitators of Groups
Directive leaders of groups

Facilitators of groups

Focus on their own needs and objectives and see
the group as supporting them.

Focus on the needs and objectives of the group
and see their role as supporting the group.

Concentrate on the content of the discussion.

Concentrate on the processes of the session to
maximise the effectiveness of everyone’s
contribution.

Are centred on themselves and may have little
interest in understanding others’ views.

Are centred on others and build rapport – seek to
understand others’ perspectives, get alongside
their group.

Believe that they are the experts and know best;
they do a lot of ‘telling’.

Believe that the group members are the experts
and do a lot of listening’ to them.

Discourage participation in discussion except in
specific areas and on specific issues; control the
participation.

Encourage all members of the group to
participate in discussion – interested in a wide
range of views.

Ask fewer questions and these are often closed
and leading questions, seeking specific factual
information or leading the group to a particular
answer.

Are tenaciously effective questioners, using open
and probing questions to explore issues.

Strive to put forward their own ideas and achieve
their own solutions.

Coach and support the group to come up with
ideas and solutions

Make the decisions.

Seek consensus agreement, win-win solutions.

Where is your ‘usual’ style on this continuum?
Where would you like to be, and why?

In practice, good trainers will be able to adapt their style in response to the circumstances,
the nature of the course, the nature of participants etc. There are occasions when a more or
less directive/facilitative approach is needed and it is important to be able to adjust your
approach accordingly.

For another way of thinking about training styles look at the model overleaf, describing 4
different styles: Seller, Coach, Professor and Entertainer.4

4

Lawson,K (1998) The Trainer’s Handbook San Fransisco: Jossey-Bass/Pfeiffer (p.35)
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INDIVIDUAL TASK: Training Styles
1. Looking at the descriptions of the four different styles – can you see one that best
describes your own style as a trainer?
SELLER

COACH

Sellers are: Task oriented

Coaches are: Learner oriented.

They see themselves as:
taskmasters/persuaders

They see themselves as: facilitators/guides

Sellers’ main concern is Product/content

Coaches’ main concern is:
Results/performance

They strive to be: driving, aggressive,
enthusiastic, convincing

They strive to be: Participatory, accepting,
empathic, supportive

Programmes are structures to be: Informal
but inflexible

Programmes are structured to be: Informal
and flexible

Leading to sessions that are: Informative,
productive, efficient, complete, persuasive

Leading to sessions that are: Involving,
encouraging, constructive, developmental

PROFESSOR

ENTERTAINER

Professors are: Instructor oriented

Entertainers are: Relations oriented

They see themselves as: Presenters/experts

They see themselves as: Role models/stars

Professors’ main concern is:
Process/delivery

Entertainers’ main concern is:
Reactions/feelings

They strive to be: Impressive, polished,
professional, aloof

They strive to be: Dynamic, animated,
charismatic, outgoing, inspirational

Programmes are structured to be: Formal
and inflexible

Programmes are structured to be: Formal but
flexible

Leading to sessions that are: Scheduled,
controlled, organised, disciplined

Leading to sessions that are: Motivated,
lively, fun, entertaining
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Understanding and Managing Group Dynamics
An important element in participatory training is group work, where participants work
together on a task given to them by the facilitator.

PLENARY TASK: The Advantages of Group Work
1. From your experience of attending or delivering participatory training, what do you
think the advantages of group work are?

Advantages of Group work












However, despite the advantages of this approach to training, it can be challenging to
facilitate. It’s useful to reflect, therefore, on what makes group work successful or
unsuccessful from the perspective of group participants.

INDIVIDUAL TASK: Your experience of working in a group

5

1.

Individually, think about a positive experience you have had of working in a group.
What was it that made the experience positive?

2.

Now think about a negative experience. What was it that made the experience
negative?

3.

Now have a look at the table on the following page, which describes the various
roles, positive and negative, that people play in groups. Can you find parallels
with your own experience? Do you recognise some of the roles from your
experience as a trainer/ facilitator?5

From Hart,L (1992) Faultless Facilitation London: Kogan Page Ltd (p.31)
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ROLES PEOPLE PLAY IN GROUPS
HELPING ROLES: THOSE WHICH INCREASE PRODUCTIVITY
Task Roles:
1.

Initiating: Proposing task or goals; defining a group problem; suggesting procedure or ideas
for getting the task accomplished.

2. Information or Opinion Seeking: Requesting facts; seeking relevant information about a
group concern; asking for suggestions, ideas or opinions.
3. Information or Opinion Giving: Offering facts; providing relevant information about group
concerns; stating a belief; giving suggestions, ideas or opinions.
4. Clarifying: Interpreting or reflecting ideas and suggestions; clearing up conclusions; indicating
alternatives and issues before the group; giving examples; defining terms.
5. Summarizing: Pulling together related ideas; restating suggestions after group has discussed
them; offering a decision or conclusion for the group to accept or reject.
6. Consensus Testing: Checking with the group to see how much agreement has been reached
and how ready the group members are to consider a decision.
Maintenance Roles:
1.

Encouraging: Being friendly, warm and responsive to others; accepting others and their
contributions; regarding others by giving them an opportunity to contribute or be recognized.

2.

Harmonizing: Attempting to reconcile disagreements; reducing tension; getting people to
explore their differences.

3.

Expressing Group Feelings: Sensing feelings, mood, relationships within the group; sharing
own feelings with other members.

4.

Gate-keeping: Helping to keep communication channels open; facilitating the participation of
others; suggesting procedures that permit sharing remarks.

5.

Compromising: When own ideas or status are involved in a conflict, offering a compromise
which yields status; admitting error; modifying ideas in interest of group cohesion or growth.

6.

Standard Setting and Testing: Checking whether the group is satisfied with it’s procedures;
suggesting new procedures when necessary.

HINDERING ROLES: THOSE WHICH IMPEDE GROUP PROGRESS
1.

Dominating: Asserting authority or superiority to manipulate the group or certain members;
interrupting contributions of others; controlling; patronising.

2.

Withdrawing: Removing self psychologically or physically from the group; not talking;
answering any questions briefly.

3.

Avoiding: Changing the subject; uncomfortable with conflict; frequently absent.

4.

Degrading: Putting down others’ ideas and suggestions; deflating others’ status; joking in a
barbed or sarcastic way.

5.

Uncooperative: Disagreeing and opposing ideas; resisting stubbornly the group’s wishes for
personally oriented reasons; using hidden agenda to thwart group’s progress.

6.

Side Conversations: Whispering and having private conversations across the table with
another person.
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In addition to an awareness of these different roles, it is also helpful for facilitators to reflect
on the various stages groups can pass through in terms of their own development,
summarised below:
The Four Stages of Group Development
Forming
1.

Group is not yet a group, but a set of individuals.

2.

Individuals want to establish personal identity within the group and make an
impression.

3.

Participation is limited as individuals get familiar with the setting and each other.

4.

Individuals begin to focus on the task at hand and discuss its purpose.

5.

The group is essentially evolving ground rules on which future decisions and
actions will be based.

Storming
1.

Characterised by intra-group conflict and lack of unity.

2.

Preliminary ground rules on purpose, leadership and behaviour are damaged.

3.

Individuals can become hostile towards each other, and express their individuality
by pursuing or revealing personal agendas.

4.

Friction increases, rules are broken, arguments can happen.

5.

But…...if successfully handled, this stage leads to new and more realistic setting
of objectives, procedures and norms.

Norming
1.

Characterised by overcoming tensions and by developing group cohesion in
which norms and practices are established.

2. Group members accept the group and accept each other’s idiosyncrasies.
3.

Group allegiance develops and group strives to maintain it.

4. Development of group spirit; harmony becomes important.
Performing
1.

Characterised by full maturity and maximum productivity.

2.

Can only be reached by successfully completing three previous stages.

3.

Members take on roles to fulfil the group activities since they have now learned to
relate to one another.

4.

Roles become flexible and functional.

5.

Group energy channelled into identified tasks.

6.

New insights and solutions begin to emerge.

15

These stages have some implications for the role and style of the facilitator, as described
below:

Implications of the key stages for facilitation
Forming

Storming

Norming

Performing

Facilitator's
Style

More directive
approach, outlining
how the process will
develop and laying
down a clear
structure.

Facilitator needs to
be supportive,
actively listening to
group members,
and managing the
conflict, generating
ideas, and explaining
decisions.

Facilitator acts as a
group member, as
leadership is starting
to be shared.
Facilitator helps to
develop consensus.

Facilitator takes
overview, but
within the day to
day running, the
group is sharing
leadership
between
members.

Reaction to
Facilitation

Group members take
a tentative, wait and
see approach.
Facilitator will be
allowed to lead, but
that doesn't
guarantee support.

Facilitator is under
pressure from more
vociferous team
members.

General support for
the leadership within
the group. Mutual
respect underpins
this.

Personal
relationships
have developed
which underpin
the leadership
relationship.

Group
Process

Process is driven by
the leader. Some
people are reluctant
to contribute openly.

Process likely to
break down until
conflict is resolved.

The core process
should
operate smoothly,
although there is a
danger of focusing
on smaller process
issues rather than
core team work.

Process
functions well,
and is adjusted
as necessary.
Leadership is
shared and tasks
delegated.

Trust within
the group

Individuals are not
clear about their
contribution. "Getting
to know you" phase.
Trust may start to be
built.

Trust is focused into
smaller groups as
sub-groups and
alliances form.

As roles are
accepted and
clarified, trust and
relationships start to
develop to a greater
degree.

Group starts to
operate on
higher levels of
trust as loyalty
and relationships
develop.

How
Decisions
are made

Nominated leader is
expected to make
decisions. Some
more vocal members
may dominate.

Decisions are hard to
make. Members are
unwilling to give
way. Compromise
is a frequent
outcome.

Group is able to
come to common
decisions. Win-win is
more likely than
compromise.

Decision making
is easier - some
decisions are
delegated to
sub-groups or
individuals.
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GROUP TASK: Managing Groups Effectively
1.

In your groups, discuss how you, as a facilitator, would manage the following
group situations in a workshop.

Scenario 1:
A group of five has one extremely dominant member who is completing the group’s task by
himself. He clearly has the right idea about how to go about the task, but seems intent on
completing it single-handedly without involving others.

Scenario 2:
A group of six are working on a task. Five of them are actively involved; however, one group
member is quiet and withdrawn, despite the best efforts of the others to involve her.

Scenario 3:
A group of five has three particularly vocal members, all with different solutions to the
problem they are working on. None of them will give way and the group reaches deadlock.

Scenario 4:
A group of six contains two members who are not interested in the task and are chatting
about what they watched on television last night. After attempts to involve them, the other
members decide to give up and press on with the task.
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There are clearly many different ways for dealing with group dynamics. However, one
particularly useful model, based on the principle of helping groups to solve their own
problems, is described below:6
Diagnosis – Intervention Cycle

6. Help group decide
whether and how to
change behaviour

1. Observe behaviour

2. Infer meaning
5. Test inferences

4. Describe observations

Intervention Steps

3. Decide whether to intervene

Diagnosis Steps

6

Schwarz,R (1994) The Skilled Facilitator: Practical Wisdom for Developing Effective Groups San Fransisco:
Jossey-Bass
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SECTION 3: THE TRAINING DESIGN PROCESS
This part of the Training of Trainers is designed to prepare you for your role in delivering
training and/or awareness-raising sessions relating to forest governance in your country.
It will take you through the process of course design and draw on your experience and
understanding of the people you will be working with, to design an appropriate and
targeted programme to support them.

The Training Cycle
The training process is best conceptualised as an ongoing cycle of activity with a number
of distinct, but connected stages within it.

The
Training
Cycle

Identify learning
needs

Develop strategy to
meet needs
Evaluate training

Plan training
Implement
training

Any well prepared training programme should pass through these stages, though realistically
more or less emphasis may be attached to the individual stages depending on the nature of
the training and the time available.
A more detailed diagram of the process of planning a training programme is shown on the
next page.
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Schematic diagram of the stages in planning a training programme
Situation analysis / diagnostics
Social analysis

Gender analysis

Employer / Sponsor / Government
Policy analysis

Potential Audience
analysis

Market analysis

Training Needs Analysis
Target Group analysis
Job analysis
Training gap analysis

Budget

Course Contents / Prioritising

Title

Course Components

Assessment
of learning

Programme evaluation

Course aims and Objectives

Timetabling

Session planning

Training and learning methods

Training and learning materials

Report to
sponsor /
client

Resource planning – facilities and equipment

Costing and Marketing

20

Identifying Learning Needs
The first stage in the Training Cycle is the identification of learning needs. This is an
extremely important stage of the process, and yet it is often a stage that is poorly attended
to, or even missed out altogether!
The purpose of this stage is to better understand and build up a profile of the people you will
be training. Who are they? Where are they starting from in terms of their experience,
knowledge, skills and attitudes? Then it’s about breaking down the role that you are
preparing them for. What knowledge skills and attitudes are required to do it well? Finally,
what is the ‘gap’ between the two? This is sometimes known as the ‘training gap’ i.e. the gap
between where people are now, and where they need to be.

You are going to work in groups to design a training course on an aspect of forest
governance for a target audience of your choice.
-

Which aspect of forest governance would you like to focus on? (e.g.
REDD+, TLAS etc?)

FLEGT,

-

Who will your target audience be? (e.g. civil society activists, community members
etc?)

GROUP TASK: Considering the Training Gap
1.

In your groups, share with each other your knowledge and understanding of the
people you may be training in the future about forest governance.


Who are they (age, gender, occupation, community status etc) ?



What might they be like (enthusiastic, shy, confident, quiet, nervous, etc.)?



What kind of experience or previous training do they have that will be useful?

2.

Next, think about the knowledge, skills and attitudes you would like them to have
in relation to improving forest governance?

3.

Finally, through a comparison of the two lists (i.e.’Where they are now’ and
‘Where they need to be’) – identify and list what you think their main learning
needs are.
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KEY LEARNING NEEDS

Course Design Questions
A useful, step-by-step way to think through the course design process from this point is
through a series of questions:

The Systematic Approach to Course Design
1.

What is the general aim of the course?

2.

What are the key learning objectives?

3.

What should be included in terms of knowledge, skills and attitudes?

4.

What are the most appropriate methods to help achieve the objectives?

5.

What resources are needed / available?

6.

How can the course best be designed to meet the above criteria?

7.

What is the best way of presenting / delivering the course?

8.

How can the success of the course be evaluated?

9.

How can the course be refined or improved?

Aims and Objectives
Clear aims and objectives are key components of course design. It is important first to clarify
the difference between ‘aims’ and ‘objectives’:
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Aims are usually broader and more overarching than objectives and are usually
expressed in terms of what the trainer will do:
e.g.

‘To introduce the concepts of course design’
‘To explain the rationale behind FLEGT’

Objectives, on the other hand, tend to be more specific and, importantly, are expressed in
terms of what the learner ‘will be able to do’ by the end of the training:
e.g.

By the end of the course, participants will be able to:
- ‘Clearly explain the importance of social safeguards’
- ‘Demonstrate participatory planning skills’

etc.

Setting sound, clearly expressed objectives are the key to good training design, because:


They give a strong sense of direction, to both the trainers and learners.



Course content flows from them.



If they are expressed in a measurable way, they provide the basis for evaluation.

GROUP TASK: Setting Course Objectives
1.

Think carefully about the course you will be designing and delivering and your
previous discussion of your participants’ learning needs.

2.

Write a list of objectives for the course. Start with ‘By the end of the course the
participants will be able to:’

Forest Governance Course Objectives
By the end of the course participants will be able to:
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Course Content
Course content is the ‘What’ of the training: the knowledge, skills or attitudes that you would
like participants to have by the end of the course.

PLENARY TASK: Brainstorming Course Content
1.

Based on your assessment of learning needs and your list of objectives, what
topics/ content areas do you think should be covered in the course?

2.

Content for the Training

3.

Now sort the content areas into ‘Must include’ and ‘Would be good to include’.

Must include…

Would be good to include…
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Organising and Sequencing the Content
The next stage of the process is to group and sequence the course content in a logical
way. Do some of the content areas fit well together (e.g. multi-stakeholder processes and
issues)? Training courses need a clear structure which moves from one topic to another
in a logical way so that the learner knows where they are coming from and where they
are being taken by the trainer.

PLENARY TASK: Grouping and sequencing the content
1. Where possible, group the content areas so that topics with a shared theme are
clustered together.
2. Now sequence the content in a clear and logical order.

25

Sequence of Content
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Timing
You now have the basic course structure. Check back with your objectives. Is everything
needed to meet the objectives covered in the content?
It is worth thinking at this stage about the time you propose to allocate to each of the content
areas.


Which are the most important topics?



Which are the most challenging?



Which areas require discussion/practice, and not just explanation?

N.B. You will need to revisit the question of timing later as your choice of methodology
will also have a bearing on this.

Training Methods
Put a group of trainers together, and you will probably find as many opinions about training
methods as the number of trainers in the group. They will all no doubt have their own
preferred techniques, tried and tested from experience. Some will argue for more traditional
trainer-centred styles; others will expound the virtues of learner-centred methods. Whatever
our viewpoint we can probably all agree that:
 Trainers should explore and use a variety of methods. Variety helps to meet
individual learning styles and preferences. It’s the trainer’s task to develop as wide
a range of techniques as possible and to choose the most appropriate for each
training situation.
 In training adults, methods must be chosen that allow for the characteristics
of adult learners; i.e. methods that are participative, that build on learner
experience, that can be immediately applied and that take account of the learners
role in society.
 A method that works well with one group in one situation may not necessarily work
on every occasion, even with a very similar group or in a very similar situation.
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Training Methods in Brief
Training methods can be categorised into three main groups7.

1.

Presentation (or Didactic) Methods
These are methods where the trainer presents new ideas, or information or
shows the learner how to do things. In these trainer-centred methods, the flow
of information is mainly in one direction; the learners are passive; the focus is
on the content rather than the process. Although they have their uses,
trainers need to recognise the limitations of these methods and to try to use a
combination of methods which involve more learner participation.

2.

Interactive Participatory Methods
Here learners are encouraged to interact with each other and there is a twoway flow of communication between trainers and learners. Greater involvement
means that changes in attitudes and skills are more easily achieved as well as
changes in knowledge.
Participation and interaction between learners
encourages informal, unplanned learning; ideas are shared. These methods
are more learner-centred and process-focused, and are often more
interesting, which is also important for the motivation of learners. Motivation
and participation are vital for effective learning.

3.

Exploratory Participatory Methods
These methods use the important principle of learning by discovery; again
they are learner-centred and process-focused. The trainer is a facilitator.
‘Materials’ are provided by the trainer or participants; these may be textual, or
visual or aural; they may be experiences shared. The trainer suggests tasks,
agreed with the participants that allow learners the opportunity to reflect and
analyse. The trainer is still the manager and needs to keep a check on
learners’ progress. At the end, new learning needs to be expressed by
feedback to the trainer. This can take many forms; demonstration of new skills,
exhibitions of work done, verbal and written presentations. Exploratory
methods can be time-consuming, but they usually result in deeper, more
permanent learning outcomes / changes.

7

Adapted from Wallace I (1993) Training the link person Rurcon publications
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TYPES OF TRAINING METHODS
T = Trainer

L = Learner

Presentation Methods
Lectures
L

Videos
Posters
Leaflets

T

L

Demonstrations
Radio

L

Information flows in one direction only -from trainer to learners

Interactive Methods
Seminars
L

Tutorial Meetings
Brainstorming, buzz groups
Group discussions
Demonstrations with learner participation

T

Role play

L
There is interaction in all directions; between trainer and learner and amongst the learners
themselves.
Exploratory Methods
On-the -job learning

FEEDBACK
L

Exhibitions
Case studies

T

Research assignments

MATERIAL

Reading assignments
L

Projects
Workshops

FEEDBACK

Simulation games

Trainer or learner provides ‘material’; trainer facilitates learners working on their own or in groups to
reflect and discover for themselves. Learners interact. Finally feedback is provided to all.
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Even in the most trainer-centred of these, however, it is important to build in
opportunities for interaction, without which training may not be translated into
learning.
Choosing Methods
Which method we choose to use on a given occasion with a particular learner group
will depend on a number of factors:

The objectives to be
achieved

The subject matter
Learner group size

The needs and
characteristics of the
learners

The ability of the
learners

The motivation of the
learners
The time of day or
year
The time available
The venue and
resources available
The trainer’s
experience

Do the outcomes refer to knowledge, skills or attitudes? For
example, participants are unlikely to learn problem-solving skills
from a lecture.
Different subjects lend themselves to different training methods.
Different methods are appropriate to different sizes of group.

Different learners learn in different ways, so unless the training is
one-to-one, the choice of training method is inevitably a
compromise.
One learner may learn better through group
interaction, another by individual exploration, a third by didactic
instruction. This is one reason (of several) why variety of training
method is so important.
Aptitude, academic level, ‘intelligence’ and previous experience all
need to be considered.

Some strategies would be inappropriate with highly motivated
learners. Some methods can motivate the unmotivated.
A lecture in the mid-day heat may be a recipe for participants
falling asleep. After a full lunch an active method may be needed.
Some methods are more time-consuming then others.
Some methods require more space than others or depend on
certain resources/equipment being in place.

But then if we stick to just one or tried and tested methods of
training, we will not develop as trainers!

GROUP TASK: Matching Content and Methods
1. Looking back at your list of sequenced content, and taking into account the
factors outlined above, choose the training methods you would like to use to
train participants in the content.
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SECTION 4: PLANNING THE TRAINING SESSIONS
The process for planning a session is very similar to the process we’ve just looked at
for planning a course, only on a smaller scale, as mapped out below.

Context

Target Group

Numbers, composition, background, prior learning etc

Training Needs

Venue

Facilities and equipment available

Topic and Title

Aim

Objectives

Assessment and evaluation

Introduction

Overview – context, what is coming,
link back

Title

Session structure
and content

Motivation – why it’s important

Development

Material in a logical sequence
Selection of appropriate approaches
Methods & exercises
Communication and
learning aids
Equipment and
materials needed

Conclusion

Recap and assess learning
Put session into general context
Link forward to future sessions
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A suggested format for a training session plan is given below. However, the
important thing is that the session plan meets your needs as a trainer, so it can be
tailored to include whatever information you feel you need.

Session Title:

Timing:

Learning Objectives:

Stage

Description of Activity

Resources

Time
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GROUP TASK: Designing Sessions for your course
1.

Based on the course structure you have mapped out, you are now going
to break into groups and begin designing the sessions within your
allocated content area. You will need to think about:


The learning objectives for each session.



What content needs to be conveyed.



Whether it is knowledge, skills or attitude-related content.



What methods/activities you will use to convey the content.



How long each part of the session should last.



What materials/ handouts are required.
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SECTION 5: EVALUATING TRAINING
Evaluation is a measurement of outcomes against intentions; of whether aims and
objectives have been achieved.
There are many aspects of training that can and should be evaluated;
 trainee learning – assessment of learning
 the training - (self-) evaluation of the trainer
 the training programme - programme evaluation including
 the impact of the training after and beyond the programme (in the place of
employment, in the community at large) – impact assessment.
Kirkpatrick’s Four Levels of Training Evaluation
Perhaps the best-known model of training evaluation is Kirkpatrick’s Four Level
evaluation model:
Level 1 - Reaction
Evaluation at this level measures how those who participate in the program react to
it. This level is often measured with attitude questionnaires (‘smile sheets’) that are
passed out after most training classes. This level measures one thing: the learner's
perception (reaction) of the course.
They might be asked how well they liked the instructor's presentation techniques,
how completely the topics were covered, how valuable they perceived each module
of the program, or the relevance of the program content to their specific job. They
might also be asked how they plan to use their new skills back on the job.
This level is not indicative of the training's return on investment as it does not
measure what new skills the learners have acquired or what they have learned will
transfer back to their working environments. This has caused some evaluators to
downplay its value. However, the interest, attention and motivation of the participants
are critical to the success of any training program. People learn better when they
react positively to the learning environment.
Level 2 - Learning
This can be defined as the extent to which participants change attitudes, improve
knowledge, and increase skill as a result of attending the program. It addresses the
question: Did the participants learn anything? The learning evaluation requires posttesting to ascertain what skills were learned during the training. The post-testing is
only valid when combined with pre-testing, so that you can differentiate between
what they already knew prior to training and what they actually learned during the
training program.
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Level 3 - Behaviour
The level of behaviour is defined as the extent to which a change in behaviour has
occurred because the participants attended the training program. This evaluation
involves testing the participants’ capabilities to perform learned skills back on the job.
Level 3 evaluations can be performed formally (testing) or informally (observation). It
determines if a behaviour change has occurred by answering the question, "Do
people use their newly acquired skills, attitudes, or knowledge on the job?"
Although it takes a greater effort to collect this data than it does to collect data during
training, its value is important to the training department and organisation.
Level 4 - Results
This is defined as the final results that occurred because the participants attended
the programme: the ability to apply learned skills to new and unfamiliar situations. It
measures the training effectiveness, "What impact has the training achieved?" This
broad category is concerned with the impact of the programme on the wider
community (results). It addresses the key question: Is it working and yielding value
for the organisation?
While it is often difficult to isolate the results of a training programme, it is usually
possible to link training contributions to organisational improvements. Collecting,
organising and analysing level 4 information can be difficult, time-consuming and
more costly than the other three levels, but the results are often worthwhile when
viewed in the full context of its value to the organisation.
As we move from level 1 to level 4, the evaluation process becomes more difficult
and time-consuming, although it provides information that is of increasingly
significant value. Perhaps the most frequently used measurement is Level 1 because
it is the easiest to measure. However, it provides the least valuable data.
Self-evaluation in training

Why is self-evaluation an important skill for
trainers to develop?

Whether we are evaluating ourselves or whether someone else is evaluating us, it is
helpful to analyse the key tasks of the trainer. Six tasks or competencies can be
identified:
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1. Preparation







identification of trainee needs
analysis of a subject or topic into a logical sequence
setting of learning objectives/ outcomes
selection of appropriate training/ learning methods
writing session plans
selection and preparation of learning resources.

2. Presentation
 implementation of selected training /learning methods
 delivery of sessions with appropriate
 introduction
 core/development and
 conclusion
 flexible response to training situations
 effective use of training resources.
3. Trainee Relationships
 promotion of a training atmosphere that encourages learning
 engaging trainee participation.
4. Communication
 use of appropriate language
 effective skills in verbal and non-verbal communication.
5. Evaluation
 use of appropriate systems to assess trainee learning
 commitment to and skills in self-evaluation of training.
6. Subject Matter
 demonstration of mastery of the subject matter.
These aspects provide the basis for evaluating one’s own performance, or for
evaluating someone else’s. There may in addition be other professional tasks that
the individual trainer is responsible for such as management and administration,
linking with outside bodies etc.
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SECTION 6: PEER TRAINING
In this last section of the module you will have the opportunity to put your knowledge
of forest governance and your training skills into practice by facilitating a short
session, for your colleagues.
The aim of this exercise is to practise your training skills in a safe and supportive
environment and to receive constructive feedback from others. The experience may
also highlight areas of the content you may wish to learn more about before training
others, or particular aspects of your training and facilitation skills that you should pay
particular attention to.

PLENARY TASK: What will you be looking for?
1. What sort of things will you be looking for in these sessions? What skills will
you be trying to display in your session?

What I’ll be looking for…

As you participate in each of the practice sessions, please make some feedback
notes for the facilitator. Others will also do this for you to provide you with
constructive comments on your performance.
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