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Abstract 
This study was undertaken by using the ex-post facto research design by surveying of 35 trainers of 

National Academy of Agricultural Research Management (NAARM). The trainers are the working 

faculty members of NAARM. This research focuses on trainers profile, their training competencies and 

constraints faced by them while organizing the trainings. The profile characteristics of trainers revealed 

that 82.50% of the trainers were in middle age group followed by 91.42% of them had doctorate degree 

with PG Diploma and 57.14% of the trainers were working in top management positions such as 

Principal Scientist / Professor. Majority (91.43%) of the trainers were male and almost two-third 

(68.57%) trainers had 11-20 years of training experience. Majority (57.14%) of the trainers had medium 

level of role performance, 80% of the trainers were opined that they had optimum level of workload and 

65.71% of the trainers had medium level of achievement motivation. Majority (68.57%) of the trainers 

had medium level of job satisfaction and around three-fourth (74.29%) percent trainers opined that 

training environment is favourable at NAARM. It was also revealed that majority of the trainers were in 

medium (68.57%) and followed by high level (28.57%) of training competencies. The trainers were 

reported pre-training, during training and post training constraints faced by them therefore it is 

responsibility of the trainee and trainer organizations to ensure about the participation / confirmation of 

trainees. Trainers also need to take care of availability of guest faculty/outside experts and small group to 

be avoided and large group to be restricted (30-40) participants.  

 

Keywords: Trainers, Profile of Trainers, training competencies, Constraints in Training Management  

 

Introduction 
The present study is restricted to ICAR - National Academy of Agricultural Research 

Management (NAARM) as it is extensively involved in the Capacity Building of scientists of 

the National Agricultural Research and Education System (NARES) in India. The studies 

covering the entire training management in agricultural training organizations in a holistic 

manner with a process appraisal are rare. Conceptually, successful management of training 

programmes can be viewed as a dynamic function of trainer’s abilities and efforts, trainees 

profile and response and the support extended by organizations of both trainers and trainees. 

Therefore, effective training management needs creative and dynamic trainers with specialized 

competencies self-motivated to work in teams. The trainers’ personal, socio-psychological, job 

and organizational characteristics often influence performance in managing trainings. 

Therefore, the present study findings enable the trainers to make suitable changes in the 

Human Resource (HR) policies and practices with a view to enhance their team work 

capabilities, training styles, training strategies, instructional competencies and training 

environment, ultimately the total training management for effectiveness and successful 

training. With this background this study was planned to study the personal profile 

characteristics of the trainers of NAARM, to study the training competencies of trainers of 

NAARM and to identify the constraints perceived by the trainers of NAARM.  

 

Methodology 

The National Academy of Agricultural Research Management (NAARM) purposively selected 

for the present study as the Academy extensively involved in organizing capacity building 

programmes for the NARES scientists throughout the year at national level. Hence all the 

trainers were selected as respondents for this study. A pretested questionnaire were distributed 

among all the trainers of NAARM and data collected through questionnaire was tabulated. 

And results were presented by using the simple statistical tolls such as frequencies, 

percentages, mean and standard deviations.  
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Background of the Organization (NAARM)  

Indian NARES is one of the largest systems in agricultural 

research in the world employing over 30,000 scientists 

employed in various institutes distributed throughout the 

country. Judicious use of this vast manpower poses a 

formidable challenge to the system. Keeping this in view, 

Government of India has established the ICAR-National 

Academy of Agricultural Research Management (NAARM), 

Hyderabad in the year 1976. Since then the Academy is 

involved in training of manpower for the entire NARES. 

Through its innovative training and research programmes in 

the specialized areas of Agricultural Research and Education 

Management, it has helped the systems in evolving 

appropriate policies to improve the efficiency and 

effectiveness of research and education in particular and 

agriculture at large. 

The Academy extends a facilitative role to the ICAR in 

developing policy guidelines on the various issues related to 

personnel, organization and management reforms, human 

resource development, assessment system, and others, all of 

which are aimed at improving the overall efficiency and 

effectiveness of the NARES. The NAARM has been 

developing itself into a resource centre for management 

needs. On the strengths of the experienced and expert faculty, 

the Academy has started offering specialized consultancy 

services in the areas of its mandated activities. 

The Academy strives to generate a sense of fraternity and 

inculcate a scientific work culture amongst the agricultural 

scientists and teachers in the country. Being a unique 

institution of its kind, the Academy is well poised to augment 

its usefulness and aims to emerge as an institution par 

excellence to facilitate and support a culture of dynamic 

management in agricultural research and education. 

 

Results & Discussion 

The distribution of trainer-respondents based on their 

chronological age is depicted in Table 1 and it is clear from 

the data that majority of the trainers (82.85%) belonged to the 

middle age category followed by 17.15 per cent in old age 

category. There was no representation as young age group.  

 
Table 1: Profile characteristics of trainers 

 

Sl. 

No. 
Profile Characteristics 

Frequency 

(n=35) 
Percentage 

1 

Age 

Young (< 35 years) 00 00.00 

Middle age (35-50 years) 29 82.85 

Old (> 50 years) 06 17.15 

2 

Education 

Post graduate 03 8.58 

Doctorate 22 48.57 

Doctorate with PG Diploma 10 42.85 

3 

Discipline 

Scientist/ Assistant Professor/ 

Chief Technical Officer 
07 20.00 

Senior Scientist/Associate 

Professor 
08 22.86 

Principal Scientist /Professor 20 57.14 

4 

Gender 

Male 32 91.43 

Female 03 8.57 

 

NAARM is a unique organization established by the ICAR to 

support the entire NARES by providing capacity building 

service at individual and institutional levels for research, 

technical and administrative cadre personnel. As per the 

existing cadre-strength of NAARM Senior Scientist 

(Associate Professor Cadre) is the entry level cadre. For a 

scientist / faculty member of NARES system to reach this 

cadre on selection, it takes a minimum of 10 years. Assuming 

that the average age of a newly recruited scientist/faculty 

member of NARES is 25, it is obvious that for any scientist to 

enter NAARM as faculty member (trainer) it takes minimum 

of 35 years of age. Hence there is no representation in the 

young age group category and also majority are in middle age 

group of 36-50 years.  

Chronological age, in an organizational context, reflects the 

experience a person carries. In order to effectively discharge 

the role as a trainer in a national level Academy like 

NAARM, a person needs to have adequate experience in the 

system. The middle age group combines the advantages of 

professional maturity and diverse experience. It is also 

considered as the productive age to achieve excellence in their 

field of expertise, which is more important and required for 

higher level management Academy like NAARM. Similar 

findings were reported by Yadav and Mishra (2006) [6] and 

Ahire (2009) [1] in their studies.  

As seen from the data presented in Table 1, around half 

(48.57%) of the trainers have doctorate degree followed by 

42.85 per cent who had doctorate degree with MBA/PG 

Diploma as an additional qualification. Trainer-respondents 

with postgraduate educational qualification are minimum in 

the distribution (8.58%).  

As discussed earlier, the entry-level cadre for trainer position 

at NAARM is Senior Scientist for which doctoral degree is 

the minimum requirement in terms of educational 

qualification. Hence, there is no surprise to find that around 

91 per cent of trainers at NAARM have a minimum of 

doctorate degree as educational qualification. Further, in line 

with the core business of the Academy, an additional 

qualification preferably in management is desirable to 

effectively discharge management roles especially training 

management. This could be the reason to notice that four out 

of every ten trainers at NAARM have an additional degree 

like MBA and PG Diploma. 

The reason for the observed finding that 8.58 per cent of the 

trainers have a master’s degree is that the Academy time and 

again recognizes the senior technical officers from technical 

cadre with experience and expertise in the domain thematic 

areas of capacity building at NAARM as faculty member and 

accord them the status of ‘trainer’. Some such technical cadre 

‘trainers’ have master’s degree as the highest educational 

qualification. Similar findings are also reported by Yadav and 

Mishra (2006) [6] and Ahire (2009) [1].  

A cursory glance at the data of Table 1regarding the 

designations of trainers revealed that more than half (57.14%) 

of the trainers have Principal Scientists / Professors followed 

by 22.86 per cent of the trainers in the designation of Senior 

Scientist / Associate Professor and 20 per cent having the 

designation of Scientist / Assistant Professor / Chief 

Technical Officer.  

It could safely be deduced from the above data that eight out 

of every ten (80.00%) trainers at NAARM were either middle 

or higher level scientific cadre designations. Since inception 

of NAARM has Senior Scientist / Associate Professor as the 

entry-level scientific cadre, unlike the other research institutes 

of ICAR where Scientist (equivalent to Assistant Professor) is 

the entry-level scientific cadre. This was done keeping in 

view the mandate and core functions of Academy i.e., to 

impart capacity building programmes in agricultural research 

management and allied areas initially to entry-level Scientists 
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and later expanded to all scientific cadres of ICAR and 

presently caters to all cadres at officer, managerial and 

executive level functionaries in NARES. Over the years, the 

training canvas of the Academy has expanded significantly to 

cover areas of contemporary national and global importance 

like education management, extension management, 

information and communication management, human 

resource management, agribusiness management, technology 

management, administration and finance management etc. 

Planning and management of training in such areas requires 

adequate on-the-job experience. Hence, it is obvious to find 

majority of trainers at NAARM in either Senior Scientist or 

Principal Scientist positions.  

It is interesting to see the representation (20.00%) of the 

designations of Scientist (equivalent to Assistant Professor) of 

scientific cadre and Chief Technical Officer of the technical 

cadre in the distribution. Though this is not an approved cadre 

at the Academy, some trainers in these designations have been 

recruited or have been recognized as trainer in the recent 

years. Horizontal expansion of the mandate of NAARM to 

impart post-graduate diplomas in emerging areas during the 

XI and XII plan periods necessitated such a move to deploy 

these designations against the approved designation of Senior 

Scientist. Further, few senior technical officers working at the 

Academy for over a decade have acquired expertise and 

experience in some niche areas like quantitative techniques, 

information systems and health management. The Academy 

uses this expertise by designating such officers as trainer 

(faculty member).  

It was revealed from the profile of trainers that the gender 

distribution of trainers at NAARM is highly skewed in favour 

of male as large majority of trainers were male 

(91.43%).Hence, more representation of female trainers in 

agricultural training institutions requires gender-sensitivity 

and it is also a concern of ICAR to include more number of 

female trainers into training management activities. It was 

also quoted by Crowder et al. (1998) that educators need to 

become more responsive to gender related issues by taking 

into account the women’s role and contributions in the total 

agricultural industry. Similar findings were also reported by 

Sontakki et al (2006) [5] and Ahire (2009) [1].  

 
Table 2: Distribution of trainers based on their training experience 

 

Sl. No. Training Experience Frequency (n=35) Percentage 

1 Up to 10 Years 09 25.71 

2 11-20 Years 24 68.57 

3 >than 20 Years 02 5.72 

 

It could be seen from Table 2 that slightly higher than two-

thirds (68.57%) of the trainers had 11-20 years of training 

experience followed by about a quarter (25.71%) with up to 

10 years and very few (5.72%) had more than 20 years of 

training experience. Based on these results, it could be 

inferred that three out of every four trainers (74.29%) of 

NAARM have training experience of over a decade.  

For a national level training Academy with national and 

international capacity building responsibilities and equally 

diverse target group representing leaders, executives, 

managers, scientists, faculty members, extension 

professionals, technical officers and administrative personnel, 

a community of experienced faculty is an asset. Experienced 

trainers can effectively manage both the planned and adhoc 

training responsibilities. Moreover, the years of experience 

one gains as a trainer, makes him / her learn to deal with 

people, logistics, and other resources effectively. 

One-fourth (25.71%) of the trainers reported to have training 

experience of up to 10 years. When seen in tandem with the 

results pertaining to designation - wise distribution of 

respondents (Table1), it becomes quite obvious that most of 

these 25 per cent trainers have joined NAARM afresh with 

limited training experience and some of them though given 

the status of faculty member are involved more in the 

educational programmes of NAARM and not much in training 

programmes. Study conducted by Ahire (2009) [1] reported 

similar findings. 

 
Table 3: Distribution of trainers based on trainings undergone 

 

Sl. 

No. 
Training undergone 

Frequency 

(n=35) 
Percentage 

1 Up to 5 Programmes 08 22.86 

2 6-10 Programmes 10 28.57 

3 More than 10 Programmes 17 48.57 

 

It was observed from Table 3 that around half (48.57%) of the 

trainer-respondents had attended more than 10 trainings 

followed by 28.57 per cent and 22.86 per cent who had 

attended ‘six to ten’ and ‘up to five’ training programmes, 

respectively. 

When seen from the angle of other profile characteristics of 

trainers like age, designation, etc., these findings appear quite 

consistent. Also these findings support the adage that ‘a 

candle which is not lit, can’t lite other candles’, in a sense that 

a trainer who herself or himself does not acquire new learning 

through regular training, cannot effectively train others. The 

probable reason for the finding that 22.86 per cent of the 

trainers have undergone ‘up to five training programmes’ is 

that this group represents those who are relatively new in their 

role as trainer at NAARM. Similar results were reported by 

Mishra (2006) [6] in his study and these results are also 

partially supported with the study of Ahire (2009) [1].  

Therefore, it could be inferred that majority of the trainers of 

NAARM had sufficient exposure on trainings. However, 

trainers with less exposure on trainings should be motivated 

by the management of NAARM to depute them to undergo 

management related trainings for enhancement of their 

training management abilities so that they can perform their 

role more effectively. 

 
Table 4: Distribution of trainers based on their role performance 

 

Sl. 

No. 

Role performance 

categories 

Frequency 

(n=35) 
Percentage 

1 Low (<23)* 07 20.00 

2 Medium (24-29) 20 57.14 

3 High (>30) 08 22.86 

*Figures in parenthesis indicates scores Mean: 25.97 SD: 3.25 

 

Examination of the data presented in Table 4 revealed that 

majority (57.14%) of the trainers were in the ‘medium’ 

category of role performance followed by almost equal 

proportion in ‘high’ (22.86%) and ‘low’ (20.00%) categories, 

respectively. Therefore, it could be concluded that eight out of 

every ten trainers (80.00%) have medium to high role 

performance.  

Findings from the present study on age and training 

experience point that majority of the trainers were in middle 

to old age group as well as they have put more years of 

service as trainers helped them to perform their role more 

effectively as they represent the medium and high performer 

categories. Similar findings were also reported by Ahire 

(2009) [1]. 
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The probable reason for the finding that 20.00 per cent of the 

trainers have low role performance, could be they are not 

actively involved in independently planning and conducting 

training programmes as they are new to the system and are 

put as interns with senior trainers to learn required skill sets 

on the job.  

 
Table 5: Distribution of trainers based on their perception about 

workload 
 

Sl. 

No. 

Perception of 

workload 

Frequency 

(n=35) 
Percentage 

1 Less (<11) 05 14.29 

2 Optimum (12-15) 28 80.00 

3 Heavy (> 16) 02 5.71 

*Figures in parenthesis indicates scores Mean: 12.80 SD: 2.21 

 

It is quite satisfactory to note that four out of every five 

trainers (80.00%) perceived that they had optimum level of 

workload (Table 5). These trainers are mostly in their mid-

career and know how to balance their workload. The reason 

for another 14.29 per cent respondents to perceive their 

workload as low could be that they are new incumbents as 

faculty member (trainer) and are not involved in 

independently handing training, research and other mandatory 

responsibilities. It is only a matter of time that even these 

would get mainstreamed in to taking more functional 

responsibilities in the next few years. Very few (5.72%) 

trainers had perceived workload as heavy, probably they are 

the senior faculty members with other managerial and 

institute building responsibilities.  

Modern theories of management suggest that employees 

should have optimum workload for effective job performance. 

Both low and heavy workload can deter the employees from 

contributing their best. In this context, there is still immense 

scope for NAARM to redistribute the functional works to 

optimize it for better performance. Study conducted by 

Sharma (2004) reported similar findings. Ahire (2009) [1] also 

reported the optimum level of workload perceived by the 

trainers in his study. 

 
Table 6: Distribution of trainers based on their achievement 

motivation 
 

Sl. 

No. 

Level of achievement 

motivation 

Frequency 

(n=35) 
Percentage 

1 Low (<25) 7 20.00 

2 Medium (26-35) 23 65.71 

3 High (> 36) 05 14.29 

*Figures in parenthesis indicates scores Mean: 30.31  SD: 4.86 

 

Distribution of trainers based on their level of achievement 

motivation is presented in Table 6. A cursory look at the data 

of this table reveals that over two-thirds (65.71%) of the 

trainers have ‘medium’ level of the achievement motivation, 

followed by 20.00 per cent and 14.29 per cent with ‘low’ and 

‘high’ levels of achievement motivation. 

Achievement motivation is affect in connection with 

evaluated performance in which competition with a standard 

of excellence was paramount. In the present study, it was 

operationalized as a propensity of a trainer to strive for 

excellence in training management to achieve both personal 

and organizational success. It happens to be an important 

variable in organizational behaviour and human resource 

management with immense practical utility in training 

management as well.  

The data thus present a mixed picture for NAARM 

governance. In an institution of the status and stature of 

NAARM, it is expected that most of its trainers have high 

achievement motivation. However, empirical data contradict 

this expectation. Achievement motivation in turn is influenced 

by a host of personal and organizational variables. Assuming 

that the most trainers have desirable personal attributes for 

high achievement motivation, it is necessary for NAARM to 

identify desired organizational interventions to promote 

higher achievement standards. There is a need to diagnose the 

factors responsible for ‘low’ achievement motivation through 

intensive consultations and counselling by the senior level 

management of NAARM. Similar findings were also reported 

by Ahire (2009) [1] in his study.  

 
Table 7: Distribution of trainers based on their job satisfaction 

 

Sl. No. Job satisfaction level Frequency (n=35) Percentage 

1 Low (<33) 05 14.29 

2 Medium (34-45) 24 68.57 

3 High (> 46) 06 17.14 

*Figures in parenthesis indicates scores Mean: 38.71  SD: 6.17 

 

It could be seen from the data given in Table 7, that majority 

(68.57%) of the trainers were in the category of ‘medium’ 

level job of satisfaction followed by 17.14 per cent and 12.29 

per cent in ‘high’ and ‘low’ categories, respectively. 

These findings are in harmony with the results on 

achievement motivation. Literature on organizational 

behaviour and human resource management is replete with 

studies indicating strong positive relation between 

achievement motivation and job satisfaction. It, therefore, 

implies that appropriate interventions by NAARM 

governance to its trainers can favourablyinfluence their job 

satisfaction and in turn higher achievement motivation. 

Similar findings were reportedImmanuel and 

Kanagasabapathi (2007) [3] and Ahire (2009) [1]. 

 
Table 8: Distribution of trainers based on their perception about 

training environment 
 

Sl.No. 
Perception on training 

environment 

Frequency 

(n=35) 
Percentage 

1 Less favorable (<40) 03 08.57 

2 Favorable (41-68) 26 74.29 

3 Highly favorable (>69) 06 17.14 

*(Figures in parenthesis indicates scores) Mean: 53.69SD: 

13.89 

 

It was evident from Table 8 that three-fourths (74.29%) of the 

trainer-respondents perceived the training environment at 

NAARM as ‘favourable’ followed by 17.14 per cent who 

perceived it as ‘highly favourable’ and 8.57 per cent as ‘less 

favourable’. Reddy (2002), Dhulipala (2004) and Ahire 

(2009) [1] reported similar findings in their studies. Alphonsa 

(2000) also studied some of the components of HRD climate 

and reported that the HRD climate has been highly favourable 

in some of the departments.  

It is, thus, clear that 91.00 per cent of trainers perceived the 

training environment as favourable to highly favourable. 

NAARM over the years had grown as a premier training 

institution with state-of-art facilities required for providing an 

ambient learning environment in its training programmes. 

Further, a centralized ‘training cell’ has been in place to 

coordinate and facilitate the required logistic support services 

in smooth conduct of training programmes. These could be 

the reasons for ‘favourable’ to ‘highly favaourable’ training 

environment. However, the reason for few (about 9.00%) of 

trainers’ perception of training environment as ‘less 
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favourable’ as they are new entrants to NAARM and not yet 

fully integrated in to the training ecosystem of NAARM. 

Obviously, there is still scope for improvement for those who 

perceived training environment as less favourable by working 

as co-trainers with the senior trainers as a team. It is also the 

responsibility of management of NAARM / ICAR to maintain 

congenial environment, which is helpful for better 

management of training effectiveness and its success.  

 
Table 9: Distribution of trainers based on their training 

competencies 
 

Sl. 

No. 

Levels of training 

competencies 

Frequency 

(n=35) 
Percentage 

1 Low (<59) 01 02.86 

2 Medium (60-78) 24 68.57 

3 High (>79) 10 28.57 

*Figures in parenthesis indicates scores Mean: 68.63 SD: 9.56 

 

It could be observed from Table 9 that the majority (68.57 per 

cent) of the trainers were observed in ‘medium’ level of 

training competencies, whereas 28.58 per cent and 2.86 per 

cent were with ‘high’ and ‘low’, respectively.  

It is already seen in this study that most of the trainers have 

11-20 years of training experience and this might have helped 

them in acquiring required training competencies, at least to 

some extent by ‘on-the-job learning’.  

On personal interaction with about half of the respondents, 

researcher noticed that very few faculty members have 

undergone any formal training on ‘training methodologies’ 

and most have acquiredtraining competencies by ‘learning by 

doing’.  

This finding has immediate implication for the governance of 

NAARM to make it mandatory for its trainers to undergone 

formal training on ‘training management / methodology’ once 

in every five years to relearn relevant training competencies. 

These findings are in support with Goel (2007) [2] and Ahire 

(2009) [1].  

Therefore, it could be concluded that most of the trainers of 

NAARM have adequate training competencies and there is 

still scope to enhance the same by appropriate interventions 

by NAARM governance. 

 

Constraints Faced By the Trainers 

 
Table 10: Constraints faced by trainers in training management 

 

Sl. No. Constraints 
Frequency* 

(n=35) 
Percentage 

Constraints during pre-training phase 

1 Uncertainty about trainees participation even after confirmation 20 57.15 

2 Uncertainty of guest faculty/outside resource persons 10 28.57 

3 Overloaded with other works than training activities 06 17.15 

Constraints during training phase 

1 Small or large group of participants 21 60.00 

2 Lack of Administrative support 18 51.43 

3 Lack of monitoring by seniors other than trainer 11 31.43 

4 Lack of support from technical staff during training 6 17.14 

Constraints during post-training phase 

1 Lack of follow-up/review workshops and feed back 20 57.15 

2 Administrative delays in settlement of expenditure 15 42.86 

3 Lack of interest among trainees in post evaluation 14 40.00 

4 Lack of follow-up/ post evaluation mechanism. 8 22.86 

 *Indicates multiple responses 

 

The trainers were invited to list the constraints faced by them 

before organizing training programmes, during organization 

and after the organization of the training programmes. This 

data is presented in Table 10. 

The major constraints faced by the trainers before 

commencement of the training programmes (pre-training) 

were ‘uncertainty of trainees participation even after 

confirmation’ (57.15%), ‘uncertainty of the guest 

faculty/outside resource persons’ (28.57%) and ‘over loaded 

with other works than training activities’ (17.15%) were the 

constraints faced by the trainers as pre-training activities. 

Trainee organizations must be sure to give the advance 

confirmation to the trainer organization regarding the 

participation of their trainees. Trainer coordinators ensure 

about the guest faculty/outside experts as well as they must 

prepare training material by spending some time in advance. 

Regarding the constraints faced by the trainers as during 

training phase activities are ‘small or large group of 

participants (60.00%) followed by ‘lack of administrative 

support’ (54.43%), ‘lack of monitoring by seniors other than 

trainer’ (31.43%) and ‘lack of support from technical staff 

during training’ (17.15%). Therefore, trainer organization 

must be sure about the large group to be restricted and small 

group can be avoided. Trainers also must be sure about the 

administrative support/ technical support and monitoring by 

the seniors other than the trainers. During training trainees 

must be kept busy by the trainers so that they will involve 

themselves in training. 

The data also revealed that the most important post-training 

constraints faced by the trainers were ‘lack of follow-

up/review workshops and feedback’ (57.15%), 

‘administrative delays in settling the expenditure’ (42.86%) 

and ‘lack of interest of trainees in post evaluation’ (40.00%), 

and ‘lack of follow-up/ post evaluation mechanism (22.86%). 

Effective management of training requires attention of trainer 

even after the completion of the training. It is here that many 

trainers face constraints with respect to administrative delays 

in settling the budget expenditure, lack of interest of trainees 

in post training evaluation and most importantly lack of 

institutional mechanisms for follow-up, review workshops 

and generating extended feedback from trainees. These 

constraints affect training management and hence need 

immediate attention by the governance and trainers of 

NAARM. 

 

Conclusion 

Over a period of time the NAARM has acquired several 

competencies in organizing the capacity building programmes 
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for the entire NARES even than there is a lot of scope for 

NAARM to train their trainers for enhancement of their 

training competencies. Therefore, the faculty members of 

NAARM can be deputed time to time for attending national 

and international level trainings. Training institutions may 

also consider making ‘trainer certification’ mandatory. Such 

programmes are offered by agencies like, Department of 

Personnel and Training, Indian Society of Training and 

Development. 

There are several constraints faced by the trainers while 

organizing the trainings therefore it is responsibility of the 

trainee/trainer organizations to ensure about the participation / 

confirmation of trainees and trainers must ensure about 

availability of guest faculty/outside experts and small group 

could be avoided and large group could be restricted to 30-40 

participants by the trainers.  
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