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I.

INTRODUCTION

There is an increasing interest in non-formal education and training not only in
developed but in developing countries as well, particularly when the processes and forms of
general training render themselves to four training approaches.!/ Interest in non-formal
education and training has increased because of the potential for enhancing and improving

managerial talent, technical knowledge and skills. Yet as far as it is known, training provided
through non-formal education approaches is very much neglected as a viable selfdevelopment, management and technical and skills training strategy for a variety of reasons:
(i)

The reward system and patterns of incentives which continue to reinforce and
buttress formal education with its attendant certification and qualifications as

the best channel to salaried employment, promotion and recruitment in the
civil service. Indeed the possession of an academic certificate, credential or
qualification tends to guarantee access to salaried jobs and to promotion. The
paper qualification syndrome continues to be a major barrier to effective nonformal education training programmes particularly those programmes which
lead to unrecognized certificates.

(ii)

Training in Africa has been characterized by the narrow conception of teaching
knowledge or skills in formal classroom settings in an institution. This has
always emphasized the dependency on the instructor, tutor, teacher or expert
thereby ignoring the important role played by non-formal training approaches,
or on-the-job training. This characterization has often increased the quest for
paper qualifications and certificates and thus reinforcing the point (i) above.
However, the modern concept of training i.e. that training is concerned with
people-on-jobs in organizations and as aiming not primarily at knowing more
but for behaving differently for lasting improvement on the job ,2/ goes
beyond the historical concept of training, as it takes into account the nonformal training approach.

(iii)

Funding of non-formal education training programmes often receives the

lowest priority thereby undermining the important function of non-formal
education.

1/

The

four

approaches

were

identified

in

ECA

document

No.

ECA/PHSD/HRP/89/31/5.4 as formal Training; On-the-Job Training, Action Training, and
Non-formal Training on page 26 of the document.
2/

Rolf P. Lynton and Udai Pareek - Training for Development, Kumarian Press, West

Harkford, Connecticnt, 1978, p.7.
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(iv)

In most African countries, recent attention to non-formal education for adults
has more often than not, tended to ignore its potential use for management and

skills training. Instead too much focus has been put on the remedial activities
of non-formal education, thereby overshadowing its utility for technical and
managerial development, self-fulfilment, productive work, and job
improvement.

In view of the rising interest in non-formal education, this paper examines non-formal
education as an instrument for knowledge and skills development as well as the development
of attitudes and values. In particular it examines the significance of training through nonformal education; the rising importance of non-formal education in human resources

development; the conditions which make non-formal education an effective tool for training;
the theories and practices prevalent in non-formal education and training, how training can
be effectively evaluated; and the implications for policy of such training evaluation.

II.

THE SIGNIFICANCE OF NON-FORMAL EDUCATION FOR TRAINING

Formal education has, over the years, been unable to do everything schools are
expected to do. It is this recognition that the unfinished business of the schools has to
accomplished by other social institutions. Thus, the significance of training provided through
non-formal training approaches stems from the fact that training in not necessarily equated
with formal training institutes, formal courses in technical or higher institutions or such
specialized training for para-professionals, technicians or artisans. Experience has shown that
a lot of training, and for that matter, systematic and viable learning occurs outside the formal
frameworks of formal training courses which of such learning takes place on the job or
through action training.

There are many reasons that account for this rise in the significance of non-formal
training.
First, training, particularly technical and specialized training even at the
middle/technical level, is very expensive. Few African countries can afford to build and
expand training and technical institutions. As a result, there are very few training institutions
which are unable to cope with the rising demand for training at both the middle and high
levels. Secondly, the few institutions which exist on the continent are ill-equipped and often
under-staffed so that the outputs of formal training systems may be lacking in some
knowledge and skills needed in the world of work. Third, there is the time constraint as
regards the duration of training courses due to limited financial resources or the urgency
needed to produce the required technicians/personnel to meet an urgent demand. Fourth,
training institutions, programmes, courses etc., no matter how good they are, cannot prepare
individuals once for all and for the rest of their working life. In any case, new knowledge
and new professions are always appearing to outdate what individuals already know.
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Non-formal training is increasingly proving to be a very important approach for the
development of skills and knowledge as there is evidence to show that vital learning occurs
outside the formal frameworks or outside formal and institutionalized training. People at
work who want to acquire a new skill or would like to improve their knowledge in the field
of their operation, find that time is not always on their side to undertake full time formal
training. To do this therefore, non-formal training or in-service course is usually preferred.
More important is the fact that most managers or senior executives cannot afford to go for
long training programmes. They prefer non-formal training programmes in the form of
conferences, round tables, workshops or seminars where the word "training" is avoided in
the title of the meetings and there is no open intention to train. Such non-formal training
approaches are increasingly becoming popular with senior executives and managers where
exchange of ideas and experiences are shared. Indeed non-formal training approaches tend
to stimulate and nurture non-formal learning activities through a variety of ways:
through informal relationships which individuals develop outside their agency

or organization, but such relationships increase greatly their understanding of
the agency/organization through contact with other people.
through peer learning and from knowing about what others are during to solve
similar problems; and

through circulation of newsletters, brochures and handouts when participating
at conferences, meetings seminars.

A none significant feature regarding training through non-formal approaches is for

individuals to contend with the emergence of new occupations unknown or not common a few
years ago. The use of computers for typing has made it necessary for secretaries to be
retrained; and the rise in a variety of occupations in the informal sector of the economy calls
for training or retraining in those occupations. The skills and knowledge required for
operation in these new occupations have to be learned and this task must be left to non-formal
education and its many variants.
Even where new occupations are not called for, there is a lot of new knowledge which

makes those who trained a decade ago obsolete. Neither time not money would allow those
workers who trained a decade ago to go back to formalized training institutions to up-date and
up-grade their knowledge or skills. Hence the importance being attached to non-formal
training approaches for skills and knowledge development to contend with the changing times.

III.

THE

RISE

OF

TRAINING

THROUGH

NON-FORMAL

EDUCATION

APPROACH

The appearance in large numbers of unskilled workers working side by side with the
skilled and specialized workmen, ushered in rivalry, competition, and new challenges
unknown in the previous decades.

In addition, there were demands by new functions for

supervisors, managers and technicians resulting from technological designs and advancement.
Indeed what has become evident since independence has been the emergence of employment
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structures in both the formal and informal sectors calling for increasingly diversified as well
as stratified work qualifications. As a consequence, the educational structures and
programmes of the preceding epoch were no longer able to meet those employment
requirements.

The rising emergence of industries, mechanization and technological developments
called for a widespread knowledge of reading, updating of existing skills and an acquisition
of new skills, some of which were unknown in preceding decades. The response in many
countries was the expansion of formal education at all levels of the education system
(primary, secondary as well as technical and teacher training, and higher education). Even
this expansion was not good enough to keep pace with employment requirements. A number
of countries, such as Ethiopian and Tanzania, went further by committing themselves to mass
literacy programmes so as to educate the majority of the population. However, neither the
increase in formal education, technical training and other specialized training; nor the
commitment to literacy programmes were sufficient to satisfy employment requirements in
a developing Africa.

At the same time, the pressure on educational resources, particularly on financial and
human resources, and the ever-increasing but unsatisfied demand for education made it
imperative for countries to seek new educational approaches to satisfy employment
requirements.

Indeed the shortcomings of schooling/education in equipping individuals with the
necessary knowledge, skills and attitudes led to the search for complements, supplements and
alternatives to formal education and to the birth of non-formal and to non-formal training
approaches. Thus the concept of non-formal training is part of a widespread search for
alternatives to formal and on-the-job training to meet employment requirements and to ensure
that individuals are better equipped with knowledge and skills for a productive life and to
respond to national need's.

Non-formal education in general, and training in particular, has been and continues
to be used as an instrument for the pursuit of recognized educational goods; the pursuit of
identified training needs; and the pursuit of knowledge and skills associated with national
development. As a supplement to formal education non-formal education serves and caters
for the increased quest for accessibility to educational opportunities; for providing a second
chance educational programme; and for the dissemination of knowledge to parts of the
population denied of access to formal schooling.
Perhaps more important is the fact that non-formal education provides "remedial

education to rural residents who have not had access to formal schooling, or whose formal
education is not adequate. Two programmatic areas where it has been successful are family
Indeed with Africa having a good

planning education and adult literacy programmes."!/

3/

John E. Kerrigan and Jeff S. Luke ~ Management Training Strategies for Developing

Countries, Lynne Rienner Publishers, London, 1987, p. 118.
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portion of its population as illiterate, the task of educating that portion falls squarely in the
hands of non-formal education and not in formal schooling institutions. The task of liberating
Africa from ignorance and disease cannot be handled by formal institutions alone, as much
of adult population needs that liberation too. It should be the shared responsibility between
formal and non-formal education.

According to Coombs, non-formal education strategy may be described as "any
organized educational activity outside the established formal system whether operating

separately or as an important feature of some broader activity that is intended to serve some
identifiable learning clientele and learning objectives.4/
In this regard, non-formal
education consists of a variety of out-of-school learning activities providing in some cases
remedial education to rural residents who have not had access to formal schooling of whose
formal education is inadequate. To this effect, however, non-formal education tends to show
the same general characteristics as those of non-formal training which include among others:
(a)

Learner-Centred Education

Emphasis in non-formal education and non-formal training is on learning rather than
on teaching in as far as the learner or participant plays a role in determining the educational
objectives and exerts some influence over content and methods used in the learning-teaching
process. This learner-centred education is also essentially self-directed learning through
peers.

In this regard, it involves mutual learning among a group of peers who share

experiences and expertise, exchange practical ideas and inform each other of emerging trends,
issues and theories. This self-directed learning is even more appropriate for adults who are
working or in position of responsibility, because non-formal training focuses primarily, but
not exclusively, on information exchange. It stimulates the cross fertilization of ideas,
insights, and techniques for solving the immediate problems one may be facing in one's work
environment.
(b)

Informal Human Relationships
As most of the clients of non-formal education as well as non-formal training are

adults, there a lot of informal relationship among participants, and the resource persons are
often regarded as facilitators of learning rather than teachers or tutors which is often the case

in formal training. Often the informal relations are based on mutual respect for each other
because each of the participants has something to contribute to the learning process.

4/

Philip H. Coombs et al New Paths to Learning - International Council for Educational

Development, 1973, p. 11.
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(c)

Voluntary Participation

In most non-formal education and non-formal training activities, participation is purely
voluntary thereby ensuring high personal motivation for the participants.
Where the
expectations of the participants are not met, both in terms of substance and delivery,
participants will not stay until the end of the programme. Voluntary participation calls for
immediate fulfilment of the expectations of the participants otherwise there is no reason to
continue participating in a programme if it is considered a waste of time.
(d)

Tailor-Made Curricula

Non-formal education and non-formal training allows for options variety and flexibility
in the curricula, courses and programmes offered. In the time spirit of non-formal education
the curriculum should not be sequential, prescribed or hierarchically structured as the case
is in formal training institutions. The curriculum of non-formal trainees should be tailormade to suit their needs. It should be designed in such a way as to meet their specific
requirements and to prepare for a particular assignment.
(e)

Loose Structure

A loose structure allows for learner-centred approaches to learning and for informal
human relationships. On the contrary, a high level of structure means a high level of control
and often leading to teacher-centred approaches and not learner-centred. In a sense since
loose structures also allow for a tailor-made curriculum, it is easier for participants to choose
and participate in these programmes that interest them. Moreover, loose structures allow for
exchange of information, ideas and experiences and the generation of insights into what others
are doing.

Finally it should be emphasized that loose structure respond to the renewal needs of
Both middle and high level manpower gain new
knowledge, skills, ideas and attitudes which have been developed since the completion of the
middle and high level manpower.

formal training of the middle and high level manpower.

IV.

CONDITIONS FOR EFFECTIVE USE OF NON-FORMAL EDUCATION

AND TRAINING

In designing an effective non-formal education or training programmes, a number of

factors and/or conditions ought to be taken into account.
consideration of:

Among these factors are a

A.
B.

the clienteles or target group for whom the programme is being designed;
the primary inputs - human financial and material; and

C.

the content and methods used in the implementation of the programme.
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A.

The Clienteles/Target Group of NFF- Programmes

The clienteles of non-formal education or non-formal training programmes are a
mixture and a composite of variety of people, target groups, population with varying needs,

interests, expectations, motivation and abilities, all hoping to achieve their objectives. The
group is basically composed of the following:

(1)

Illiterates - youths and adults from both rural and urban areas;

(2)

Youths and adults from economically depressed areas and the country's
pockets of poverty be it rural or urban areas;

(3)

Drop-outs from the formal education system who left school for one reason or
another;

(4)

Left-outs or push-outs who cannot be accommodated by the formal education
system because of its pyramidical nature of the system or for lack of
educational opportunities at each successive level of the system;

(5)

People at work who want to have a second chance education to learn while
working and working while learning; as well as all those who need education
or training for one reason or another such as retirees, prisoners, handicapped,
delinquents, refugees etc.

(6)

Middle and high level manpower in need of upgrading their knowledge, skills
and ideas in the light of new knowledge and technological changes.

(7)

specific groups of youths and adults from rural and urban areas such as:
(a)

clubs, professional associations interest groups such as youth clubs,
women clubs, local co-operatives etc.

(b)

traditional healers, medicine-men, midwives etc.

(c)

peasant farmers, illiterate workers etc. and

(d)

traditional

craftsmen,

artisans,

technicians,

vendors,

builders,

carpenters, bricklayers, entrepreneurs, small businessmen etc.

This is a mixed and varied group, and for any training programme to be effective, it

is important to take into account the following:
(i)

The Abilities of the Target Group

A first consideration of great importance is to know the level of ability of the target
population or group. How much of the programme content can the group comprehend; their
learning readiness their mental and manipulation skills; their knowledge and attitudes towards
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Page 8

learning. If the programme which has been designed falls far short of their expectations and
their abilities, they will think it is a waste of time and energy and if it is too advanced for
them, they will drop out of the programme to avoid embarrassment. It is important therefore
that the learning experience being offered matches the abilities of learners or participants.
In this regard, it is important to ask such questions as these:
- What abilities do the learners possess? or
- What is the target group able to do and capable of learning?
- What are the constraints of learning for the targeted group?

In answering these questions, there is need to have both the sociological and
psychological perspective of the target group:
Psychologically consider their mental abilities, their affective as well as psychomotor

abilities.
Sociologically consider their role acceptance, their role recognition and role
expectations in relation to what they are capable of doing and learning. Many non-formal
training programmes fail because participants feel that they are a waste of time, and that what
such a programme offers is nothing more than the familiar material already known by them.
(ii)

Expectations
In designing a non-formal training programme \yhich should yield results, a series of

questions must be raised if the expected objectives of the programme are to be fulfilled.

What do learners, participants or students hope to get ftom the resource persons i.e., tutors,

instructors or teachers and from other participants, or; from the programme content itself?
Are participants expecting a theoretical or a practical approach to the learning situation? Is
the learning experience immediately applicable to situations, problems and activities within
their immediate environment?

;

For instance participants attending a health or nutrition training programme may wish

to apply what they have learnt in their homes immediately upon return as a way of marrying
theory with practice.

Thus it is important when designing non-formal education/training

programme to marry the expectations of the learners or! participants and those of programme
designers, because if this is not properly done, the training is likely to be less effective.

More important the expectations of learners or participants must constantly be reinforced and
nurtured by the instructors or teachers who are conscious of their responsibilities, duties and

roles and committed to the fulfilment of the expectations of the learners.
i

In short then, the question to ask is: what does the target group believe or hope will
be their experience in a training programme? In answering this question it is necessary to
take into account the content and its utility, whether it will be practical or theoretical, abstract
or concrete etc.
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(iii)

Rewards and Benefits

Some participants take part in a programme because of the anticipated benefits or
rewards which may be in the form of prestige, recognition, status, income, power, or simply
for self-fulfilment in terms of academic qualifications. For a training programme to be
attractive to the participants, it is important to know what benefits or rewards are expected
from it. Participants will follow a programme to its logical conclusion if they are fully aware
of the benefits to be had upon completion of the programme. In fact, learning is greatly
enhanced if the rewards of the non-formal training programme can be easily demonstrated.
In this regard, non-formal education/training programme become important if their
achievement leads to recognized status, power, self fulfilment etc. Thus a certification issued
at the end of a programme has value if it leads to status recognition or financial rewards.
(iv)

Motivation

A central question to ask is: what brings a target population to take part in a training
programme.
From a sociological point of view, is it conformity to social norms on
requirements, or work demands and requirements which are forcing individuals to participate
in a training programme. Or from a psychological point of view, is it ambition, anxiety,
curiosity or anticipation of rewards which drawing people to, participate in the programme?
Whatever the reasons, it is important to
brought people together and use it to attain
programme's objectives. To ensure that learning
nurtured, enhanced, emphasized and utilized

identify the type of motivation which has
their educational goals and achieve the
is effective, the client's motivation must be
for the educational development of the

participants.
B.

The Primary Inputs into a Training Programme

A lot depends on the primary inputs that go into a well designed programme i.e. the
human, material and financial resources. First and foremost, non-formal education and its

training programmes are often at the periphery of receiving adequate primary inputs. Often
inadequate funds are provided for such programmes. The primary inputs of human resources
are often the seconded best and in any cases untrained or volunteers, may be lacking

professional commitment.

Facilities are often poor and not specifically designed for non-

formal education/training programmes.

The quality of inputs has direct effect on the content of the programme and its

eventual implementation. For instance, many non-formal training programmes tend to utilize
outside experts who have little or no knowledge of the environment, the situation and the
conditions within the participants of a programme operate. In this instance it is advantageous
to utilize local resource person for programme implementation.
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C.

The learning Content and Method

The content of training should be tailored to suit the learning of the participants, and
the appropriate methods should be selected. Non-formal education is amenable to a variety
of training strategies such as conference, seminars, workshop, debate, forum, symposium or
syndicate. Methods which can be used with such strategies can range from the more familiar
in the lecturer method to more specific such as the in-tray, case-study or role playing. One
can also use the more highly personalized activities by which learners are stimulated or
directed towards stated objectives e.g. a talk or demonstration.

From the foregoing, it can be argued that effective implementation of a programme
is dependent on what content is to be implemented using what methods, strategies and
techniques. Content without the proper use of methods which foster and enhance learning
is ineffective, but the use of appropriate method is very much dependent on the primary
inputs into a programme-human and financial.

V.

NON-FORMAL EDUCATION AND TRAINING

Perhaps what is more important is the need for educating and training adults as well
as youths through non-formal approaches so that they are in a better position to play a more
useful and meaningful role in society. Such education and training have become imperative
as a consequence of socio-economic, political and technological changes. Both youths and
adults need to know and understand the implications of such changes. Thus one of the main
functions of non-formal education is to arouse and inspire desire for change in the welfare
of people and to equip the same people with knowledge for coping with change.
More important in this respect is that illiteracy and poor basic education have been a
hindrance to development and nation building.
In spite all the efforts by non-formal
educators to reach the poorest and least educationally privileged members of society to ensure

that they are not completely forgotten, little has been done to advance their lot and uplift

them from the privations and misery of rural life. One reason for this lack of upliftment has
been the rapid socio and technological changes which demand constant up-dating and renewal

of skills and knowledge to enable new techniques and attitudes to be absorbed by both youths
and adults for immediate use. The survival of a nation may very much depend on the ability
of its nationals to absorb new knowledge and skills for coping with all changes.

Against this background, the non-formal educator may view the learner (both youths
and adults) in their various social roles and provide for their needs within those roles and at

the various stages of their lives in youths, middle-aged adults and elders. In this regard, the
common social rules of interest to non-formal educators and trainers, are those of social

workers, parents, home-maker employed workers, informal sectors workers, the unemployed,
union or co-operative members and workers, utilizers, club and association members, school
leavers, etc.

All these need some kind of education or training.

ECA/PHSD/HRP/91/13/5. l(i)(c)
Page 11

Indeed the implications of all this is that the learning needs of individuals will vary
according to their social roles. Whatever these needs may be their satisfaction leads to selffulfilment, sometimes self-realization and other times to self-actualization. The pursuit of suit
needs ensures the linkage relationship between non-formal education and training. For in one
case, some youths or adults may wish to develop knowledge or skills in their work (be it in
the formal or informal sectors) which will enable them to excel in whatever they are doing.
Others may wish to develop knowledge or skills from which they may derive satisfaction and
recognition e.g. in sports, sewing or cooking. Some may simply wish to enhance their social
standing to gain a sense of importance or to cultivate new social relationship training how to
achieve such ends. Others who may have lost some education during their youth or seeking
a second chance education, may feel incomplete as persons unless they fill through education
or training what they see as gaps in their knowledge, skills and attitudes for self-fulfilment
and a productive life. Yet others may simply want to train or learn as a means of using their
leisure time.

Add to what has been said already the objectives of all those who wish to become
better-informed citizens, those who simply want some paper qualifications, as well as those
who simply find a creative stimulus in the act of learning. Indeed learning and training for
many individuals is for a variety of reasons, many of which are personal. Yet these several
needs have to be satisfied through education or training.
To do this certain conditions for promoting non-formal education and training ought
to be satisfied viz.

1.

The learner (whatever his need and social role) must be sufficiently motivated
to be able to change his behaviour. This means that the learner must be
convinced of the value, utility and relevance of the programme course or
subject to be undertaken. Non-formal educators and trainers must therefore
ensure that participants are stimulated and motivated to learn something they
can use. To this effect, it is important to ensure that every effort is made to
meet the needs of learners particularly those needs of security, recognition,
self-respect as well as those needs of new and novel experience. Non-formal
education and training which does not take this into account is often considered
a waste of time with the result that participants tend to drop from the
programme.

2.

The learner must be aware of inadequacy in his/her present knowledge, skill

or behaviour to be able to present oneself to a learning situation. Unless an
individual is convinced of the inadequacy in his/her present knowledge or skill
in doing things, he/she may not be willing to learn or train so as to remove to
the deficiency. Trainees who come to a training programme convinced that
they know more than what the programme demands will find it very
uninteresting to attend such a programme. One must be aware of one's
deficiencies to able to internalize what one is learning. In essence, one must
be convinced of the need to learn a skill or to acquire some new knowledge.
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3.

The learner must have a clear picture of what gains in knowledge or skill or
what changes in behaviour he/she will achieve after a learning situation. In
other words, the objectives of the education or training programme must be
very clear to the participants, trainees or learner. In this regard, the objectives
of the programme must be clearly spelt out in as much detail as possible to be
able to convince participants or trainees of the worth or merit of the
programme.

4.

Another important condition is that the trainee, learner or participant must
have the opportunities to put his/her new knowledge skill or behaviour into
practice or else the skill or knowledge learned may be allowed to lapse or go
to waste.
As the old phrase goes, practice makes perfect, and
trainees/participants should be encouraged to put their knowledge into practice
to monitor their progress in the acquisition of new knowledge or skill.

5.

More important is the need for training programmes to have reinforcement
assignments, exercises and work based on newly learned behaviour or
knowledge.
Such assignments or exercises provide a good measure or
indicator of progress being made by a trainee or participant so that he/she can
develop self confidence.

6.

The learner or trainee should be provided with support of a sequence of
relevant and appropriate training or study materials, booklets, books, manuals
and equipment relevant to their programmes and their activities. Training
programmes, particularly, short courses should be supported by adequate
learning and training materials. For instance, books/textbooks should for
primary schools should not be used for adult literacy classes as these may
discourage adult learners for being treated as children. Materials must be
appropriate and relevant to adult experience.
To ensure that this condition is met, one must be familiar with the ways of life
of the adults or the trainees i.e. one should know one's clienteles in a nonformal education or training programme to be able to develop appropriate
training materials and provide for the relevant learning experience and suitable
content. At the same time, one must have a clear perception of the learners'
or trainees' problems because for effective learning to take place the education

process must focus on the learners' problems. For instance, trainees or
participants may be preoccupied with the idea of gaining a certificate or
qualification for promotion purposes as against improving their knowledge or

skill to be able to do thir jobs/work better.

They may therefore not be

interested in putting their knowledge or skill to practical use so long as the
certificate leads them to promotion.

■ •^J&gB^^S^^SJ^r^^"^^^
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7.

Finally, one must be able to use an appropriate setting and appropriate
teaching and training methods when dealing with youths or adults in a given
programme.
Methods used must be conducive to learning and should
contribute to the attainment of the objectives.
Both in non-formal education and training, there are important questions which
need to be answered if any meaningful progress is to be made. These
questions relate to education and training administration, and training methods
teaching aids and devices.

A.

EDUCATION AND TRAINING ADMINISTRATION

For Education and Training Adminstration the following questions need to be clearly
answered.

(i)

What type of non-formal education or training should be given to clients?

This question presupposes that the needs of clients have been clearly identified and
perhaps they have also been prioritized to allow for programming.
When needs are
identified, it is easier to decide on the kind of non-formal education or training programme
to be undertaken. For instance, the priority of needs would indicate whether training should
start with induction and background training, initial job training, refresher traimng or inservice traimng and to which people or staff. In non-formal education, one would have to
decide whether to give priority to literacy programmes, second chance education or to skills
development for school leavers and the unemployed.
(ii)

A second aspect relates to the venue or location of the training programme as

to where it will take place. More appropriately, a decision has to be taken as regards location
of traimng, i.e. whether it will take place on the job, in the workshop, at a workshop school,
centre or training college or institution, or by evening classes, home-based correspondence
or distance teaching.

Quite often people who want to up-grade their skills or knowledge

while working end up undertaking on the job training, short training workshops, or in-service
training at an institution, centre or college.

(iii)

Thirdly, there is the usual question as regards the length of the traimng period

in relation to the type of performance required by a given job, occupation or assignment.

Indeed where there is a well-defined criterion/criteria of job performance, the length of the
training period is often prescribed, as for instance the training of an artisan or a craftsman.
However, supervisory, managerial or administration jobs and other jobs of a social nature

amenable to non-formal training approaches, it is not easy to prescribe the length of the
training period. Such jobs are very much amenable to the "how much time can be spared"
training principle.
Many such managers, supervisors or administrators have not been
formally trained and can only rely on the short informal or non-formal training programmes.
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(iv)

A fourth question to answer concerns the design of courses and training.

Programme design is an art in itself. In the present context of non-formal education and
training, we can only point to the need to specify the aims and objectives of the course or
programme; and then to appreciate the problem of reconciling the needs of the trainees with
those of the trainers or instructors who have to fit training commitments into their other jobs
and obligations. A good programme can only be designed by taking into considerations the
needs of all those involved and with a stake in the course or programme.
(v)
Another question which needs to be addressed is the learning methods or more
appropriately training methods to be used. Adults who attend training programmes either on

full or part-time basis should not be subjected to training/learning methods more suited to
youths or children. In this regard, training officers, instructors, tutors and facilitators should
have a broad appreciation and knowledge of learning and teaching theory, including aspects
such as motivation, incentives, attitudes to learning, perception, creativity, individual
differences, group processes, the design of instruction and basic needs satisfaction. Such
methods should also take into account the learning problems of a particular age group and the
particular categories of trainees for which the course/programme is designed.

B.

TRAINING METHODS

Training Methods may be classified broadly into:
those suitable for group instruction;
those suitable for individual instruction or;
those suitable for general use with groups or individuals.
The choice of such methods will very much depend on a number of factors such as:
(a)

the subject matter or content of the course or programme;

(b)

the location of the training programme or course;

(c)

the number of trainees available for that particular training;

(d)

the type and level of the course of programme as well as the knowledge and

(e)

skills of participants;
the ability of tutors, instructors or facilitators to use the various methods open
to them.

The list of group methods is long but among the commonest of these methods are: the

lecture method, the inquiry method; the socratic method; the oral questions and answers
methods; the oral-text recitation; the discussion techniques; forums, symposia, round tables
and debates; the case-study method; role playing; in-tray exercises and games; and simulation
exercises.
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As regards individual training methods are private study, distance teaching/learning,

correspondence courses all of which can be supplemented by discussion and exercises done
individually rather than in groups. With group instruction one can use programmed
instruction; on the job instruction; practical demonstration or project work and assignment.
All these methods may be used with groups or individuals depending on the medium
employed. For instance a correspondence radio programme can be used by a group of
trainees or by an individual and the manner of presentation will not change whether it is for
a group or for an individual.

C.

INDIVIDUAL LEARNING TECHNIQUES IN NON-FORMAL EDUCATION
AND TRAINING

In non-formal education, where individuals want to learn something or to acquire

some manipulative skills, it is best to employ the techniques which will give the learner the
maximum opportunity for practice and participation. In choosing the technique, the objective
of the learning activity should be to ensure that the learner develops knowledge or skill in a
manner that is as perfect as possible. In this regard, the technique for developing a skill
should include the following:

(a)
(b)

observing the master craftsman at work i.e. observation;
discussing with the master craftsman how to manipulate and use some tools

(c)

i.e. familiarization with the tools;
demonstration by master craftsman or through such devices as video or

(d)

practice by the trainees.

projection devices;

An instructor of cognitive subjects may find it necessary to teach a small group at a
time because of some characteristics of the learner. He/she may be a slow learner, and as
may is the case with adults, the learner may feel shy because he/she is threatened by the
possibility of failure.

Techniques to be used for individual learners or participants should include counselling
or advising with a view to letting the learner develop regular learning habits and gain
confidence in his/her ability to learn and acquire some knowledge or skill. The learner
should also be encouraged to practise his newly acquired skill, be it literacy or accountancy,
in real life situations such as reading a newspaper or computing his own accounts. The
emphasis in selecting appropriate techniques should enable to the learner to practise as often
as possible what he has learned so that his/her learning efforts are reinforced.
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VI.

ASSESSMENT AND EVALUATION OF TRAINING EFFECTIVENESS

Without proper training records, there can be no assessment of training effectiveness.

In this regards the training officer must be conversant with the general principles of the
design of both instructors records of trainees and the trainees' records of their own progress.
Assessment may be used as a neutral term to cover the linked but separate processes
of validation and evaluation. The evaluation of training seeks an answer to the question: "Is
this training programme worth while?" It has to do with "cost effectiveness" but before a
programme can be evaluated in this sense, it is necessary to ask whether the training
programme is valid.

In doing so, it is useful to distinguish two elements i.e. there are two distinct
questions to answer-

First, does the training do what it set out to do?
Second, is the design right i.e. was the training designed with the real requirements
of the job clearly in mind?
It is not unknown for a training course or programme to aim at the wrong target and
it is certainly not uncommon for the purpose of a course/programme to be vague. The
training officer is therefore concerned with two kinds of validity to test training effectiveness.
When he/she asks whether a course/programme achieved the specific objectives of the
training, he/she is asking about its internal validity. When he/she asks whether these specific
objectives were the right ones, he/she is asking about the external validity.
When these two questions have been properly answered, (he training officer can then
move on to evaluation i.e the analysis of the value of the training in the cost effectiveness
sense. One must weigh training costs against increased efficiency, both short-term and long-

term, and consider whether there were any alternative methods of achieving the same short
and long terms results. Evaluation of training, particularly non-formal training, is not a
matter for the training specialist alone.

He will work closely with the sponsor's/donor's

financial experts whose costing techniques can be applied to training as they are applied to
other areas of educational activities.

In assessment, two broad systems may be used viz: continuous assessment and
terminal assessment.

In continuous assessment, tests are applied throughout the training

period and are designed to measure developing performance over the whole period of
training.

It should be emphasized that continuous assessment is not easy to handle in a

situation where records are not properly kept.

Traditional assessment too have the

disadvantage of testing the training at only one point in time When the "mood of the moment"

or the "state of health" might be the deciding factor. Objective methods of testing are
preferred to subjective methods of testing. One should use them whenever they are available.
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VH.

CONSTRAINTS IN EFFECTIVE PROGRAMME EVALUATION IN NON
FORMAL EDUCATION AND TRAINING

The major difficulties in trying to achieve an effective overall evaluation of nonformal education and training programmes include the following, among others:
(a)

lack of clearly formulated and well defined aims and objectives of the
programme. Very often this results in the uncertainty of what to evaluate and

(b)

(c)

how to set about it;
lack of training on the part of the evaluators in the use of social science
research methods and techniques. Very often this creates a problem on the
part of evaluators of inability in formulating evaluation questions so as to
obtain the right kind of information for decision making purposes;
the fear of exposing the weakness of the course and its organizers, particularly
when someone's reputation might be at stake, coupled with the fear of
modifying the programme against the wishes of organizers.

Following from the above, it can be pointed out that for an evaluation exercise to be
successful, co-operation is very much needed from all parties involved. In this regard,
organizers of programmes should plan carefully and be specific in what they hope to achieve
at the end of a programme otherwise it will not be easy to judge the worth of such a
programme where the aims and objectives are not clearly defined.

A major point of emphasis is that very few non-formal education and training
programmes get evaluated for a variety of reasons, such as lack of funds to undertake

evaluation, and lack of specialized or qualified personnel to conduct meaningful and worth
Be it as may, evaluation in non-formal education and training should be

while evaluation.

an integral part of the programme i.e. both formative and summative evaluation should be
part and parcel of training programmes. Evaluation should take place at all stages of a
training programme i.e. from inception to a period after some years of completion to see the
effects and impact of training.

VII.

CONCLUSION

A major point which has been highlighted in this paper is that non-formal education
in general, and training in particular, have been and continue to be used as instrument for the

pursuit of recognized educational goals; identified training needs, and the pursuit of
knowledge and skills for use in national development effort.
As a supplement and
complement to formal education, non-formal education serves as, and caters for, the increased

quest for accessibility to educational opportunities; for providing a second chance educational
programmes; and for the upgrading of knowledge and skills for those at work, particularly
craftsmen, artisans, semi-skilled workers, and those in the administrative, managerial or
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supervisory capacities.

However, although the importance of non-formal education and

training has been acknowledged, there are many constraints standing in the way of effective
use of this sector of education.

Foremost amongst these constraints is the lack of resources, particularly finance, for
use in non-formal education and training programmes. In many African countries, financial
resources allocated to such programmes are very meagre. In other countries the task of
training through non-formal approaches is left to non-governmental organizations. In this

regard, this paper would like to propose as a policy measure that given the importance
attached to non-formal education and training, governments should match the importance with
adequate financial resources. There is no way in which the quality of training can be
expected to improve without the necessary financial resources being made available.
Second, many firms, individual establishments, parastatal organizations as well as
government ministries committed to career development of their staff or work force pay lip
service to training rather than full commitment through action. In this regard the enactment
by government of an industrial training levy or fund might provide a partial answer to
knowledge and skills development for employees. Firms or Organizations which do not train
their employees should be subjected to higher taxes, whereas a rebate should be made for
those which train employees.

Finally, it should be emphasized that since a good number of the clientele of nonformal education and training are either self employed or unemployed, it requires government

policy and commitment on its part to assist such people acquire some basic knowledge and
skills. There is no way in which non-governmental organizations on their own can solve this
mammoth task. It should be a combined effort on the part of government, NGO's parastatal
organizations, firms, industry and the population at large. This might give a fresh lease to
non-formal education and training.
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