
 

 

Exploring Gaps between the Need and Reach for 

Training Programmes in Higher Education through 

Teacher Reflections 
 

 

 

Dr. Sophia Gaikwad*1, and Dr. Ashwini Wadegaonkar2 

1Head, Symbiosis Teaching Learning Resource Centre, Symbiosis International (Deemed 

University), Pune, India 

2 Assistant Professor, Symbiosis Teaching Learning Resource Centre, Symbiosis 

International (Deemed University), Pune, India 

1head_stlrc@siu.edu.in, 2ashwini.wadegaonkar@siu.edu.in 

 

Abstract 

 
       Through a comprehensive needs assessment, an institution can establish its 

training goals for capacity building and professional development of teachers. The 

purpose of this study is to guide and encourage researchers and other significant 

stakeholders working in the field of teacher training and faculty development, to 

understand the common trends in the training programmes. Thus, helping them to explore 

aspects related to needs and gap analysis of the demands and accessibility to the training 

facilities provided by the university/management. The data were collected from 178 

university teachers chosen from two different university set-ups – a State University and a 

private University. Questionnaire was developed to recognize the needs related to nature 

of training programmes. Also, semi-structured interviews were conducted to discover the 

current status of the teacher training in the Higher Education from the filed experts, 

followed by triangulation for exploring the gaps between ‘Need and Reach’ of the training 

programmes. The results clearly revealed that there exist many gaps considering the 

‘receive and impart’ or ‘demands and accessibility’ of the training provided by the 

universities in the context of - knowledge, skill enhancement, continuity, flexibility of 

selection, quality, right approach towards the training, andragogy, etc.  
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1. Introduction  

 
                We are living in an era of explosion of not only knowledge but also changes! 

The reason behind this is - first being the thirst for quality & excellence and excessive & 

compulsive competition being the second. Today it is no longer sufficient for the faculty 

in higher education to be only good researchers, but it is equally important for them to be 

able to impart quality education. Research supports the central importance of teachers’ 

training and professional development in improving and/or boosting the quality of 

education [6]. Training has specific goals of improving one’s capability, capacity, 

productivity and performance. Activities conducted in the vocational and professional 

training must provide apprentices and professional newcomers with conceptual 

knowledge, technical skills, work experience, social aptitude and self- competency [29]. 

Training needs analysis in any educational institution is a dynamic process that helps to 

determine the specific needs for future training. Eventually this helps in designing the 

specific training programs to provide their employees for them to become productive and 

efficient [18]. Getting qualified teachers could be achievable, but getting trained teachers 

will always remain a challenge. With the ever increasing demand and awareness about 

quality it becomes imperative to incorporate these training trends in the teaching-learning 

set up of the university. The UGC Academic Staff colleges in India and many Teaching- 

Learning Centres across the globe suggest the same. Through a comprehensive need 

assessment, an institution can establish its training goals regarding the nature, quality, and 

accessibility of the training programme for capacity building and professional 

development of teachers. This is the very purpose of undertaking the present research.  

 

2. Related work and literature review  
 

                    The purpose of the review undertaken is to understand the area of study and 

to identify the research gap in existing literature. The related researches and literature have 

been reviewed considering the following major themes:  

                            

Figure 1: Major themes for literature review 

                    With respect to need of training, it was found that many university teachers 

consider pedagogical training as a valuable tool in their teaching practice and are in favor 

of pedagogical training courses and that training has positive effect on teachers’ approach 

to teaching and on their teaching methods [30]. In recent times when the need to improve 

university teachers teaching skills and pedagogical thinking is acknowledged to be 

essential [22], it is equally true that training needs must be understood as a process of 

lifelong learning, and the interconnection of scenarios for training and work, as training 

plays a key role in professionalization [8]. Thus, needs assessment studies have to be 

Need of Training Role of University Views of Teachers 

Nature of Training 
Present Status of 

Training 
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conducted, for use by policy makers on the basis of a baseline of relevant research data 

[2]. 

 

Programmes of professional development for staff must find ways to enhance skills [16], 

as need analysis help institutions to analyze the short-term and long term needs for their 

initiatives, and are instrumental in development of strategies [4]. While we acknowledge 

the importance of training, there are some who consider the effect of teacher’s training in 

higher education questionable, they note that there is only little evidence to show that 

training would have an effect on teaching behavior. According to Gibbs, G. & Coffey, M. 

(2006) there is very little evidence that training university teachers makes any difference. 

But despite this difference of opinion there are enough studies which reveal the need for 

faculty training, the need to create a teaching plan including organizational as well as 

design aspects, and incorporating skills that deal with the new Higher Education setting, 

together with technical-pedagogical themes which may satisfy the faculty needs [7, 15].  

 

                          It would also be worthwhile to note that, the most effective indicator of 

the success of any university would be its students and the change they are bringing about 

in the society. Universities have a great responsibility towards faculty training if they wish 

for their centers and schools to be able to stand-up to new challenges and be up to date 

both in terms of the scientific knowledge within their scopes and in terms of pedagogical 

advances says Diaz, M., Santaolalla, R. & Gonzalez, A. (2010). Faculty development 

programs (FDPs) have proven to be successful for improving teaching skills in higher 

education [14]. The quality of higher education definitely depends a lot on the quality of 

its teachers [26]. To organize effective training programmes it is important to ensure that 

resources do not go to waste and thus there is a need to conduct a thorough analysis of 

training needs for staff training. This can certainly be the key to create productive 

workforce in any organization [28]. The commitment of the university towards faculty/ 

staff development is of utmost importance because a staff training programme is most 

unlikely to succeed, unless the university, in which it takes place, demonstrates its 

commitment to it [9]. Thus, university has a significant scope to improve quality of 

teaching, and subsequently the learning. This area has been observed to be relatively 

unexplored and needs more concrete research studies to understand the mechanism and 

role of universities and management to take up need based training programs for teachers.  

 

                  Taking the views of teachers into consideration for planning the faculty training 

programmes, is also very important because their commitment to these training 

programmes is of great relevance in this context. In fact, shorter training seems to make 

teachers more uncertain about themselves as teachers [21].  According to Diaz, M., et.al.  

(2010) faculty training must be structured with a starting point in mind, one that facilitates 

the creation of syllabi and pedagogical approaches that lead to the achievement of 

recognized professional qualifications for students [11]. Teachers’ voices are important 

and need to be considered for effective and suitable professional development [1]. 

 

                    Teachers’ role can be defined under four sub-roles, those of: Teacher, 

Researcher, Consultant, Manager of the education process, (Binsted, D. 1980). Education 

through groups of teachers with similar needs either due to their affinity to a scientific 

scope or due to their responsibilities as teachers should be incorporated in to the training 

methodology of the state [8]. In the higher education culture, often more value is given to 

research over teaching or even denigrates teaching is denigrated. In this context, some 

trainers saw programmes as having a role in redressing this balance by ascribing value to 
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teaching and establishing positive attitudes [11]. It is felt that more than mastery over 

teaching skills, teachers’ own concern about the fields where they do not feel 

knowledgeable, need to be considered [17]. 

 

                       The nature of training is a major concern considering the varied needs of 

teachers, Veniger, K. (2016). Institutes should offer teaching support to teaching staff and 

establish special development centres on higher education learning and also provide 

research [30]. A few years of probations and training should be required before one can 

officially become a teacher in higher education settings [13]. The emerging research based 

recommendations support preferred thematic orientations and alternative forms of in‐

service training [31].As per the European Commission 2005 - Teacher Competences and 

Qualifications: A lecturer’s training and professional development should be considered a 

lifelong task, which should consequently be structured and funded [10]. The ideal 

approach would be to establish an uninterrupted continuum of training and education that 

spans from initial teacher training to joining the professional development throughout the 

whole career including formal, informal and non-formal opportunities. It is necessary to 

embrace the internationalisation of trainer and education, both initial and continuing. The 

exact nature and the best mode of delivery of training seems very dependent on the type 

and size of centre, the conditions of employment for staff and the proximity to training 

providers [16]. Recognizing teachers’ educational deficiencies and providing continuous 

training, based on the reflexive responses has been recommended [24].  

 

                      Present status of training show two faces, a positive improvement and the 

other, as not so good as various researchers report it. The status of quality teaching in 

higher education is vital for learning, but university teaching staffs in Europe are not as 

well prepared for their teaching career as for research and the pedagogical qualification of 

university teachers is often taken for granted in academic culture [30]. Henard, F. & 

Leprince – Ringuet, S. (2008) reports that ‘the quality teaching is receiving very little 

attention as compared to teaching’ [13]. The development of faculty has been studied in 

higher education and it is recognized that there is a lack of teaching knowledge and skills 

in most academic departments [25]. It was found that there is little evidence regarding the 

impact of training teaching and even less evidence of impact on student learning and 

involves relatively sophisticated processes underpinned by theoretical models of 

professional development [11]. In comparison to primary and secondary teachers, most 

college and university professors received minimal or no training in educational theory 

and methodology [23]. The focusing principles for teacher training are – Teacher-Industry 

connections, Empowering with technical skills and Application of teaching technologies 

[12]. A training of university teachers has recently become a widespread trend in many 

countries [21].  

 

                      India’s Higher Education system is the third largest system in the world. 

Apart from the quantity and quality enhancement the major challenge lies in teacher 

competency building and professional development across all the Higher education 

institutes in the country. The review has brought about some interesting facts that the 

universities have a special responsibility to train the teachers and support that there is an 

urgent need explore the identification of gaps between need and reach of the training 

programmes. 
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3. Conceptual framework 

                        The term ‘Needs’ for this research represents the demands of teachers in 

the university set up related to training programmes considering -  (A) Nature of the 

training programmes being offered, that includes: Areas of preferred training, Level of 

training, Frequency of the training programmes, Mode of instruction, Duration of the 

training programmes and the Formal Mechanism. It also includes (B) Quality of the 

training programmes: Benefits of the training programmes, Skill enhancement, Best and 

worst training programmes attended in the past, Information about the training 

programmes, Role of management, Efforts taken by the management, and the Initiatives 

by management.  On the other hand the term ‘Reach’ refers to the accessibility to the 

training facilities provided by the university to all its teachers and the ways & means 

through which the training reaches them. It includes – Nature and functioning of the 

training programmes, Current status of the teacher training programmes and required 

reforms, Role of management and Methods of training needs identification. The 

diagrammatic representation can be seen as –  

 

 
 

Figure 2: Conceptual framework for the study 

 

4.  Research methodology 

 
4.1 Research questions  

1. What are the Training Programme needs of teachers teaching in Higher Education 

institutions? 

2. What are the gaps between needs and reach to the training facilities provided by the 

Higher Education institutions? 
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4.2 Research design 

 
               The research follows ‘QUAN + qual – Simultaneous’ approach [19]. To come to 

the combined data interpretation through triangulating the results from the survey and 

interview data, allowed the authors to posit a gap analysis between the ‘Need and Reach’ 

in training programmes of teachers in Higher Education.  

 

 

 

 

 

 

 

 

                        

 

 

 

 

 

 

 

 

Figure 3: Research design 

 

4.3 Method and Sample 
 

                   A cross sectional survey design was used to collect reflections of teachers in 

Higher Education institutions and the experts in the field of training and professional 

development of teachers were interviewed to identify the gaps in the ‘needs and reach’ for 

the training provided by the institutions in the University set-up. 

                  Responses from 61 teachers from colleges affiliated to the State University 

(SU) and 117 from Deemed University (DU) were gathered. These teachers (N = 178)  

were from various academic disciplines as - Law, Management, Media, Communication 

& Design, Engineering, Computer Science, Health Sciences and Humanities & Social 

Studies. The respondents were Assistant Professors (67%), teaching assistants / associates 

/ lecturers (24%) and full professors (8%), teaching at Undergraduate and Postgraduate 

level.  

 

 

TRAINING  
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Need Analysis 

GAP  
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4.4 Data collection 
 
4.4.1 Questionnaire 

 
The purpose of the questionnaire is to understand the nature and quality of the training 

programmes and teacher preferences over the same. 

a) Reliability of the tool: A series of drafts were made and the questionnaire was finalized 

based on the views, suggestions and inputs of two subject experts.  

b) Validity of the tool: The questionnaire was tested for Face validity, construct validity and 

content validity.  

c) Design of the Questionnaire: The questionnaire consisted of 4 sections and 19 questions 

were grouped into three section: (I) Teachers interest in training, (II) Teachers’ views/ 

motivation about the training; (III) Management / higher authorities’ role in training and 

(IV) Participants’ professional information. Some of the questions were formulated closed 

ended. The following types of closed ended questions were used: Likert – Scale, Yes – No 

items and multiple choice items. The 5-point Likert Scales with descriptive terms as 

response options adapted to the relevance of the question. For example: 5- Outstanding, 4- 

Exceeded Expectations, 3- Met Expectations, 2- Needs Improvement, 1- Poor (with 1 as 

poor and 5 as Outstanding). The multiple select multiple choice questions were used. The 

survey was conducted by the researcher in person, with prior consent of the participants 

and the experts.  

 

4.4.2 Interview 
  
                     With the purpose to understand the nature and current status of the training 

programmes, six expert professionals (> 10 years of experience) in the field of teacher 

training and professional development, were interviewed. The semi-structured interviews 

were conducted for the exploration of the perceptions and opinions of experts who provide 

teacher training in person. Each interview was conducted for the duration of 1to 1 hr.30 

minutes duration approximately. The responses were recorded on the spot and then 

analyzed.  

 

5.  Analysis and Interpretation 

                 After the collection of raw data, it was arranged and edited. Primary data 

obtained from the field survey was compiled, tabulated and presented in the form of 

frequencies and percentages for ease of analysis. The data were analyzed using IBM SPSS 

2. The data analysis was summarized and findings presented in tabular form. The data 

analysis was then organized and classified according to the questions pertaining to the 

purpose and relevant issues regarding ‘Need and Reach’ of training programmes.  

 

Qualitative data was derived from the responses of the experts to the open ended semi-

structured questionnaires. The responses were structured considering – descriptive 

narratives to categorise and thematize the data. This was used to answer the research 

questions since this information carried the themes in the research questions. The 

quantitative and qualitative data were mapped to identify the gaps between ‘Needs’ and 

‘Reach’ of the training programmes. The data were analyzed and interpreted using the 

following framework (Table 1) 
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Table 1: Framework for data analysis and interpretation 

Issue Options/ Scale 

I. Need of training (Quantitative data) 

A. Nature of training programmes 

1. Need of training                                                                                        Yes/No 

2. Preferred area of training Engineering /Management /Law /Humanities and Social Sciences 

/ Health and Bio-medical sciences/ Media, Communication and 

design/ Computer Studies 

3. Level of training (a) Basic/ Simple, (b) Intermediate/ Moderate, (c) Advanced/ 

Rigorous 

4. Mode of instruction/training (a) Face-to-face, (b) Online, (c) Face-to-face with Hands-on, (d) 

Online but with videos 

(e) Blended learning 

5. Frequency of training (a) Once a year (b) Twice a year (c) Once every three months (d) 

Once a month 

6. Duration of training (a) < a day, (b) 1-3 days, (c) 3-7 days, (d) 7-14 days, (e) 14-30 

days, (f) >30 days 

7. Obligation for training  (a) Compulsory, (b)Optional, (c)Compulsory and continuous (e) 

Freedom to choose the training and periodic 

8. Formal mechanism 1- Strongly Disagree, 2- Disagree, 3-Neither Agree or Disagree, 4 – 

Agree, 5- Strongly Agree 

B. Quality of training programmes 

9. Benefits 1- Never, 2- Rarely, 3- Sometimes, 4- Most of the time, 5- Always 

10. Skill enhancement (a) Teaching, (b) Research, (c) Learning, (d) Management (e) 

Administrative (f) Any other  

11. Satisfaction  5-Extremely Satisfied, 4- Satisfied,  3-Neither Satisfied nor 

Dissatisfied,  2-Dissatisfied,  1-Extremely Dissatisfied 

12. Information sources (a) I find it Myself, (b)Through Colleague, (c) My boss tells me 

13. Role of management in 

organizing training 

(a) We are asked in person, (b) We make our needs known through 

emails or requests (c) A questionnaire is sent out at regular 

intervals to find out our needs 

14. Efforts taken by the 

management in fulfilling 

training needs 

5-Very good, 4- Good, 3- Neither good nor bad, 2- Poor   

1- Very Poor 

II. Reach of training (qualitative data ) 

15. Nature and functioning of the training programmes 
16. Current status 

17. Required reforms 

- Willingness/positive approach towards the training 

- Creating effective holistic training programme 

- Handling teacher level psychological barriers 

- Resourceful trainers 

- Management torpidity 

- Androgogy training 

- Teacher sensitization 

18. Role of management  

19. Methods of training needs identification 

III. Gap Analysis (triangulation) 
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6.  Results 

 
6.1 Quantitative (Survey): NEEDS - Nature of training programmes 

1. Need of training - Training is essential. Teachers. Teachers from both the universities have 

given preference to training programmes which are need based, related to content, 

personality of the faculty, methodology of teaching and conducted at frequent intervals 

throughout the year. 

2. Preferred areas of training - Subject specific knowledge  

3. Level of training - Advanced (DU), Intermediate (SU). Basic level training was not 

preferred.  

4. Mode of instruction/training - Face to face with hands on training was preferred over 

online or blended mode.  

5. Frequency - DU: Twice a year, SU: Once a year was preferred. 

6. Duration - DU has the  preference for 1 to 3 and 3 to 7 days while SU has preferred  7 to 

14 days 

7. Obligation for training - It was found that teachers both from both the universities have 

preferred for Freedom to choose the training and periodicity of training programmes. 

8. Formal mechanism – The faculty members from both DU and SU felt that a formal 

mechanism established by the University would be of great relevance. But it is remarkable 

that almost 58.6% of the faculty members from SU are indecisive about having a formal 

mechanism of training. Teachers supported there should be a formal mechanism for the 

training programme established by the university and followed universally” 

9. Obligation for training - It was found that teachers from both the universities have 

preferred for ‘Freedom to choose the training and periodicity of training programmes’. It 

is noteworthy that some teachers felt that training must be compulsory and continuous.  

 

6.2  Quantitative (Survey): NEEDS - Quality of training programmes 

8. Benefits - Acknowledged the contribution of training programmes in their teaching and 

most of the time they were benefited. 

9. Skill enhancement – Top 3 skills enhanced due to previously attended training 

programmes are found to be Teaching, Learning and Research 

10. Satisfaction – Most of the teachers found that training programmes attended so far have 

exceeded their expectations.  

11. Information sources - Teachers search information about the training programmes mostly 

on their own or sometimes from their colleagues. 

12.  Role of management – teachers inform management about their training needs mostly 

through emails or request and many of them are asked in person by the management.  

13. Efforts taken by the management- Teachers felt that efforts taken by their university/ 

management for fulfilling their training needs are good but some of them felt that it is 

neither good nor bad. Most of the teachers felt that the training initiatives taken by the 

university/management are satisfactory.  

 

6.3 Qualitative (Interviews): REACH 

14. Nature and functioning of the training programmes –  

- Training is that which covers the gap between the performance right now and the expected 

performance. 
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- Training is essential for -  building up qualities and skills, Improving performance, 

Professional growth 

 

15. Current status –  

- Respondents pointed out many concerns and constrains during the discussion about the 

ratio between faculty eager / keen to receive training versus higher management keen to 

impart the training. 

- In service training is provided in the form of Orientation and Refresher courses. 

- Training severely lacking in content and skills, style of teaching.  

- Major objective of training is mere getting certificates. 

 

16. Required reforms –  

- Willingness/positive approach towards the training - Training needs should be identified 

the corporate way, considering whether training is attended willingly. 

- Creating effective holistic training programme - 60% crowd is interested, 40% is not but 

with training you can make them interested. So it is about having an effective, holistic 

training programme in place.  

- Handling teacher level psychological barriers - Teachers don’t give up their own 

prejudices, biases so there are a lot of psychological elements even beside the training 

component, and we need to work on both. It was observed that sometimes teachers get 

defensive and not willing to participate. 

- Resourceful trainers - Willingness to join the training programme also depends on the kind 

of trainers. Need of good trainers is urgent.  

- Management torpidity - The major institutional level constrain is when the management is 

not willing to send the teachers for training 

- Androgogy training - Training of different teaching methods is required as most teachers 

are still using the traditional method, black board method or marker / chalk method and 

people are really - really reluctant to use other method. 

- Teacher sensitization -. Along with technical knowledge instilling moral values should 

also be the focus of training programmes. Also attention must be paid on the skill oriented 

training and towards students of deprived classes. 

- Training from the beginning, in workshop mode, interactively. 

- One month induction programme for the novice teachers 

- Instead of 28 days Orientation programme it can be at least 14 /15 days or 7 days. (4 

programmes of 7 days). If it is 7 days programme then at least 4 days should be face to 

face and 3 days assignment etc. can be online.  

- Need to encourage face to face interaction with appropriate use of technology 

- Online courses like MOOCs etc. and emphasized on use of technology based learning for 

the training purpose 

 

17. Role of management  

- Initiatives taken by management for training  

- There are few institutes where management is really thinking about the faculty training. 

Management is happily ready to relieve the faculty if it is during the vacation but if training 

comes between the college duties then they don’t send. 

 

18. Methods of training needs identification 

- Personal interaction with teachers 
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- Interactions based on experience and gender. 

- Creating awareness among the teachers 

- The needs analysis of the teachers using the university website and plan the training 

accordingly 

 

6.4 Gap Analysis 

 The triangulation of the above results yielded the gaps in the ‘Need and reach’ in the 

current training programmes, as -  

1. Lack of training for need specific - knowledge, skills in teaching-learning.  

2. Skill analysis with respect to Teaching, Learning, Research and other andragogical 

practices and designing courses as per the need 

3. Reduce alienation between student and teacher to humanize education 

4. Lack of new mechanisms in teaching 

5. Lack of perspectives about the content and skills, styles of teaching  

6. Right approach towards training - 80% teachers take training only for the sake of 

certificates.  

7. Consecutive continuous training is required. 

8. Blended mode of training, Hybrid instruction model 

9. Flexibility in selection of the programme - Short term programmes, with more frequency 

10. Standardization and institutionalization of the training - Systematic process of data 

collection and need analysis 

11. Common, user-friendly platform to share information of upcoming courses 

12. More efforts to improve quality and quantity of training programmes. 

 

7.  Discussion and Implications 

                 Over the past 20 years, universities and other institutions of higher education 

all over the world have been in a state of rapid change and nowhere more so than in 

developing countries, where the societies in which they serve have themselves undergone 

very radical changes says Elton, L. & Manwaring, G. (1981). Preparation and professional 

development of faculty members has gained the attention of educational institutions all 

over the world [3].  

                    Thus we see that training in higher education plays a very important role 

achieving the desired outcome of effective and trained teachers in the light of National 

Education Policy-2020.  According to Diaz, M., Santaolalla, R. & Gonzalez, A. (2010), 

faculty training must be structured with a starting point in mind, one that facilitates the 

creation of syllabi and pedagogical approaches [8]. 

In the study conducted on teacher’s perception on Professional development (PD), it was 

found that teachers expressed a belief in the importance of PD and its role in the 

improvement of teaching practice, motivation and communication [20]. And the 

researchers feel that this approach can definitely help bridge the gap between training 

needs and the ways and means through which training reaches the faculty members. 

Findings revealed the preference over own subject knowledge development found to be 

similar to the previous research study that ‘updating subject knowledge through industrial 

attachments was a major training and development need for teachers’ [5]. A serious 

concern was put forth by Smith, E. (2010) that teachers and trainers do not have adequate 

skills to work skillfully and critically with Competency Based Training, leading to thin 

pedagogy in the Australian vocational education scenario [27].  
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                It was indicated through the previously conducted study that the design of a 

training programme has the strongest impact on post-training job performance, and also 

on the self-efficacy and post-training behaviour, stressing the importance of considering 

the need analysis of nature of training programme [7]. In the light of these findings it can 

be concluded that various studies support that training programmes must be need based 

analysis and should reduce the gaps between demands of the teacher trainees and the 

accessibility to the training facilities provided by the university/management. 

 

                This study is limited to a convenience sample of teachers teaching in two 

different university setups – State and Deemed universities were participated in the study, 

from Pune city, state of Maharashtra in India, and the need analysis was conducted 

considering the nature, quality and accessibility of the training programmes provided by 

the university management.  In spite of these limitations, this study is of interest to the 

trainers, researchers and practitioners in the educational training and development. The 

results will be useful in design and development of faculty development and capacity 

building programmes for the higher education institutions. The Study will guide the 

decision making in finalization of the nature of these programmes and also will be a ready 

reference to the trainers on understanding the needs and reach of the future training 

programmes, considering the identified gaps.  

 

8. Conclusion 

            The research clearly identified the need for training programmes for the university 

teachers. All the respondents have clearly stated that training is of great importance as it 

acts like a bridge between lack of knowledge and better performance. The respondents 

were quite unhappy with the present state of higher education because there are teachers 

who are proficient in their own subject but severely lack the teaching skills. It is 

recommended that training should be continuous, need based with use of technology and 

that lot of efforts should be taken to identify the right trainer. Emphasis should be given to 

the standardization and institutionalization of the training programmes. One of the most 

important factor that work towards or against the success of a training programme is the 

prejudice or the mind-set of the teachers. Respondents also feel that Technology should 

not be ignored and along with technical knowledge, and instilling moral values and ethics 

should also be the focus of training programmes. 

 

               There exist many gaps considering the ‘Need and reach’ of the training provided 

by the universities in the areas of knowledge building, skill enhancement, continuity in 

training, flexibility to select the training programme, maintaining quality, right approach 

towards the training, andragogical considerations, duration, mode and frequency of the 

training programme.  etc. Thus it is confirmed that efforts need to be taken for 

identification of training programme needs and formal mechanism can be provided for 

continuous faculty development. The findings of this study will facilitate the process of 

decision-making and planning of training programmes in terms of the nature – level, 

duration, frequency and mode of training along with the specific needs of specific group 

of teachers related to – subject knowledge, educational technology, skills enhancement.  
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