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2. To study the duration of training programmes for optimization of learning, and

3. To assess and understand the appropriate number of trainees and the ideal duration
for different types of programmes.

The size of the class was studied with reference to learning, application of learning
in the work situation, acquisition of knowledge, skills and attitudes, quality of discussion
and group work, personal and distributive attention of faculty, effectiveness of audio
visual aids, cost effectiveness, minimum number and its reasoning, constraints to
receiving adequate number of participants, trainer vs. trainee ratio etc.

The duration of the training programme was studied with reference to the type of
training programme viz., induction, seminar, workshop, thematic programme and level
of participants, subject / theme to be covered.

As part of the study a review of literature was carried out on impact of class size and
duration on learning and acquisition of knowledge and skills. The review of literature
suggests that training is likely to be more effective in smaller classes, which would allow
a better quality of teaching and learning. As class size increases, individual learning
performance declines (Penner and Craiger, 1992), there is less opportunity for active
learning activities, meaningful discussion, and personalized attention from instructors,
and hence a negative effect on learner retention and learner satisfaction. Small classes
can create facilitating conditions for training and learning. However while a smaller
class size is somewhat more effective when the goals of instruction are motivational,
attitudinal, or higher-level cognitive processes, it is not a particularly important factor
when the goal of instruction is the acquisition of subject matter knowledge and academic
skills (Pascarella & Terenzini, (1991). A smaller class size may also offer less opportunity
to draw upon multiple experiences, perspectives, and contexts of a diverse group of
participants.

Regarding duration, a week appears to be an ideal time in which to teach skills.
Restriction on time may be a barrier to learning and must be taken into account when
designing a programme instead of designing a programme to fit an available time frame
(Rae, 2000).

Methodology

The study is based on primary data gathered with the help of a questionnaire survey.
Training managers, subject experts, and senior faculty from Training organizations at the
national and state level, constituted the sample for this study. Responses were received
from experts, training managers, senior faculty members from the International Crops
Research Institute for the semi-arid Tropics (ICRISAT), national level institutions like
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National Academy of Agricultural Research Management (NAARM), National Institute
of Rural Development (NIRD), Tata Institute of Social Sciences (TISS), National Police
Academy, regional/state institutions viz., Extension Education Institute (EEIl), State
Agricultural Management Extension Training Institute (SAMETI), Vasantrao Naik State
Agricultural Extension Management Training Institute (VANAMATI), private training
centres like Centre for Organization Research and Development in Management (CORD-
M), etc.

The questionnaire covered parameters viz., ideal class size for optimum learning;
class size vis-a-vis subject/theme of training; size and duration of class if focus is to impart
knowledge and skills; class size vis-a-vis level of functionaries; relationship between
class size and application of learning; quality of group discussion vis-a-vis class size,
effective use of AV aids, class size and duration for different types of programmes like
workshops, seminars, induction programmes, short and long duration programmes, etc.

Data were gathered from renowned experts engaged in the business of training for
more than two decades. These experts were chosen carefully, representing disciplines
like Extension Management, Administration and management, Human Resource
Management, social sciences, from national and international institutions and private
trainers and consultants. The analysis employed for this study was qualitative in nature in
view of having experts’ opinion on the above aspects. Data were further analyzed based
on mean scores by adequately supplementing with qualitative statements and experts’
views.

Results and Findings

Data were collected and interpreted with reference to class size and duration vis-a-
vis variables as mentioned above.

A. Class Size

1.Class size and Learning

Majority of the experts (90%) stated that class size has an impact on individual
learning and both too large and too small a class size can hamper individual learning.
It was expressed that class size has an impact on quantum of learning, learning styles of
trainees, individual attention by the trainer, trainer-trainee acquaintance, opportunity for
trainees to participate in the learning process, interaction and clarification of doubts with
the resource person, and has a bearing on learning particularly the participation of the
learner in the learning process.
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About 50% of the experts indicated that class size is inversely proportional to
individual learning. If size is very large (more than 30) the trainer will not be able to give
attention to individuals and participants will have less opportunity to interact with the
trainer. A large class size impedes the learning process as individual requirements and
absorption and retention in some cases vary drastically, no skill focus is possible, which
affects individual learning. The large class size also affects sharing of experiences and
learning from other participants given the fact that participants also contribute to each
other's learning by providing different perspectives and sharing input and experiences.

On the other hand, if size is too small it does not appeal to participants or to trainers
as there is no opportunity to learn from each other and group synergy is also missing for
want of variety in perspectives. According to the experts, the ideal class size depends
upon the type of training programme, objectives of the programme, nature of the training,
familiarity with the subject, the level of participants, methodology adopted and the end
results to be achieved.

Ideal class size was indicated as “up to 30” for maximum learning by 82% of the
experts as may be seen in Table 1. This allows physical proximity, eye-to-eye contact,
clarity in audio, visibility of audio visual projections and enables each participant to
express his/her views. This also enables resource persons to have adequate interaction
with the participants and manage group activities and learning effectively. Respondents
also indicated that composition of the group is also an important factor and if it is diverse
in nature, a smaller size up to 20 participants would further facilitate experience sharing
and quality learning thereby, as expressed by a majority of experts.

Thus a too large class size affects individual attention and learning while a too small
class size does not provide an opportunity to learn from diverse perspectives and hence,
a moderate class size of 20-30 is suggested by most of the expert respondents for in-
service and executive training programmes.

2. Class size and Application of Learning

Majority of the experts agree that class size has a relationship with application of
learning and the size of the class influences the extent of learning. Better learning would
ultimately result in application in the field. Management games, participatory learning
etc. need appropriate size of class for reinforcement, breaking the ice and motivate for
effective and easy sharing of knowledge.

Majority of the experts indicated that smaller size enables more attention and time
for each participant ensuring higher learning and its application; bigger the size lesser the
learning and the application of learning is relatively poor. While class size can impact
learning, application of learning is also governed by other factors apart from learning
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If the objective is general orientation, refresher training, mass awareness, information
sharing or imparting knowledge on a simple subject, class size may be large but if the
objective is skill development or the topic is new and of immediate practical application,
diagnostic study is involved or the programme is attitude focused, size of the class must
be small.

As may be seen in table 1, forty two per cent of the experts indicated that if the
subject of training is being covered for the first time, class size should be “up to 307,
for better interaction, learning and appropriate feedback and to ensure that maximum
queries of trainees can be answered.

Forty six per cent of the experts suggested a class size “up to 40” if the subject is old
and being repeated to reinforce learning. It was mentioned that as participants have the
basic knowledge, they need less individual attention. This was followed by 36 per cent
of the experts who suggested a class size “up to 30”. It was also mentioned that class size
should be smaller when reinforcing skills.

5. Class size vis-a-vis Type of programme

Class size also varies with the type of training programme. The types o” programmes
may range from a workshop, seminar, induction programme to short or long term training
programmes and skill shop.

A. Workshop (orientation and diagnostic): In workshops, less number of participants
in a class is advisable unless major activities are in groups. The experts have a divided
opinion so far as ideal class size for a workshop is concerned and it was indicated “up to
30” by 33% and “up to 40” by 33% and “up to 20” by 25 per cent of the experts. It was
also suggested that if the size is larger than 30, the major activities of the workshop may
be carried out in smaller groups of 6-8 members.

B. Seminar: Majority of the experts suggested a larger size for seminars as compared
to workshops. It was mentioned that, in a seminar presentations are made by key
speakers, others listen while a few get an opportunity to discuss; hence size could be
very large. A class size “up to 100” was suggested for seminars by fifty five per cent of
the experts as may be seen in Table 2. As the themes and the sub themes of the seminar
are pre decided, the key speakers are pre decided, the seminar input and material is pre
circulated, seminars can have a larger size of 100 and above as expressed by most of the
expert respondents.

C. Induction Programme: An induction programme is the process used within many
businesses to welcome new employees and prepare them for their new role. Thirty three
per cent each suggested a class size of “up to 30” and “up to 40” for an induction
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programme. The reason cited was that all are first timers and need more time for individual
interaction. In workshops and induction programmes less number of participants in a
class is advisable unless major activities are in groups. The other reason for suggesting a
limited class size in induction programme is given due to the fact that such programmes
have significant component of skill building.

D. Short term training programme (up to 1 week): Majority of the respondents (66 per
cent) suggested class size “up to 30" for short term training programmes of up to one
week duration. It was also indicated that there should be representation of all relevant
stakeholders from different disciplines, states etc. to enable individual participants to get
optimum learning opportunities; have more interaction and share experiences from the
field.

E. Long term training programme (more than 2 weeks): For a long term training
programme, the size of class suggested was “up to 30” by 67 per cent of the experts
for focused attention and guidance of the trainer. Based on the term and duration of the
programme, the class size should not vary was the opinion expressed by more than 2/3rd
of the expert respondents.

F. Skill shop is an activity which focuses on skill development of the trainees. Majority
suggested a smaller class size for a skill shop as compared to other kinds of training
programmes. Sixty seven per cent of the experts suggested a class size “up to 20" indicating
that a smaller size helps teach skills on one to one basis. As has been mentioned earlier,
when training is skill oriented, size must be small to allow sufficient practice time and
enable individual supervision.

Table 2. Class size vis-a-vis Type of Programme

(per cent)
Class size  Workshop Seminar Induction Short Long Skill shop
programme term term

Up to 20 25 - 17 8 67

Up to 30 8 9 33 66 67 33

Up to 40 33 18 33 17 25

Up to 50 33 9 25 - -

Up to 100 - 55 - 8 - -

>100 - 9 - - -

Thus the seminar, induction and entry level training may have larger class size
whereas for workshops and skill shops and short and long term programme, it should be
limited to a smaller number up to 30 for enhanced learning.

(99)
&)













/

NI\

TN AGE Journal of Agricultural Extension Management
res

10. Trainer vs. Trainee ratio

Majority of the experts opined that trainer versus trainee ratio would vary with the
type of training programme, where the training is focused for imparting knowledge,
imparting skills or awareness creation. It was suggested that ratio should be 1:30-35 for
imparting knowledge or creating awareness; for skill-based training the ratio suggested is
1:15-20. A ratio of 1:10 was indicated for experiential learning. Wills suggests 1:18 for
simple courses; 1:12 for complex courses and 1:6 where individual feedback is needed.

Thus a smaller number of trainees per trainer are suggested for skill based training
and experiential learning programmes and a higher number suggested when the objective
is to impart knowledge or awareness creation.

11. Number of trainees in a training programme

All experts agree that there should be a minimum number of trainees for any given
programme. Over 80 per cent suggested that there should be a minimum number of 15
trainees for an opportunity to interact and learn from each other, and for getting diversity
in ideas and experiences.

If the number is too small the competitive atmosphere would not be at the required
level and does not generate enough ideas among participants even in groups; moreover
if the number is small, faculty also loses interest in training.

12. Class size and cost effectiveness of training

The cost effectiveness is seen not only from the expenditure incurred, but also from
the benefits it has accrued to the participants in terms of learning and effectiveness. It
was agreed by most of the experts that an optimal class size is necessary for making the
training programme cost-effective. Majority of the experts suggested a class size of 25-30
to be ideal to make for the cost incurred through optimization of the learning. A class
size smaller than this will increase the cost per participant and hence, will not be cost
beneficial.

The seminar, induction and entry level training programmes may have larger size
up to 60 whereas for workshops it should be limited to 25-30 participants for enhanced
learning and to remain cost effective, as suggested by 2/3rd of the expert respondents.

It is often observed that despite planning for 25-30 participants, fewer than expected
participants report for the training programme. This becomes cost intensive covering
lower number of participants. Moreover, there would be no group synergy. In order to
receive adequate number of trainees the following points were suggested by the expert
respondents;
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a. Identify training needs in consultation with sponsor and share the design with
participants for any feedback and further redesigning the programme wherever
necessary.

b. Ensure adequate publicity through print, visual media, website, canvassing the
training, highlighting the profile of the institution - its objectives and achievements
to attract the intended participants.

c. Training needs should reflect job requirements, develop competencies relevant for
the job in a problem-solving mode.

d. Liaison and Networking with stakeholders

e. Advance planning is needed for assured participation. The programme must be
announced sufficiently well in advance giving course content and faculty and
resource persons profile. Objectives of the programme must be specified and
reflected in the design and methodology. A drill of activities spanning 60-90 days is
helpful for in-service programmes of a week’s duration.

f.  Address state heads and officers’ in-charge of training for nomination

g. Conduct workshops and meetings to improve awareness on the need for specific
training

h. Project and Programme based training programmes covering the functionaries
involved in them normally receives higher appreciation and participation

i.  Consultancy and research outcomes should be shared with the sponsors and clients
and it also should back up and support the training function

B. Programme Duration

1. Duration vis-a-vis Learning

Majority (90 per cent) of the experts agree that duration of training enhances
acquisition of content and learning from the programme and is directly proportional
to learning. The more the duration, the more and better the learning; as adequate time
provides scope for dialogue, absorption, retention, reflection and action. With more
duration, each participant gets more time for discussion, contribution and involvement
resulting in in-depth knowledge of the subject, practical orientation, and also develops
necessary skills. It also gives an opportunity to laggards and slow learners to pick up
momentum for interaction and building up understanding and learning.
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