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PREFACE

To serve farmers and agribusiness operators better, we need to prepare new generations of agriculture
development professionals, change our extension curriculum and pedagogy and prepare competent
extension professionals. To improve training of extension professionals, the editors of this manual
conducted three comprehensive studies on essential competencies of extension professionals in
South Asia and sub-Saharan Africa:

+ Assessment of Core Competencies of Livestock Extension Professionals in India (2016): USAID -
MEAS Funded Project.

https://meas.illinois.edu/wp-content/uploads/2016/07/MEAS-EVAL-2016-Assessment-of-Core-
Competencies-of-Livestock-Extension-Professionals-in-India-Sasidhar-Suvedi-July-2016.pdf

+  Strengthening Agricultural Extension Training in South Asia (India, Sri Lanka and Nepal) - Process
Skills and Competency Gaps in Undergraduate Agricultural Extension Curriculum (2020): Funded
by US Department of State under Fulbright programme.

https://www.canr.msu.edu/profiles/murari_suvedi/Strengthening%20Agricultural%20
Extension%20Training%20in%20South%20Asia%20March%202021.pdf

+ Strengthening Agricultural Extension Training in Nigeria, Malawi, South Africa, Uganda, and
Kenya (2023): Funded by AAP-PIRA (Alliance for African Partnership - Partnerships for Innovative
Research in Africa), Michigan State University.

https://www.canr.msu.edu/csus/uploads/1.%20Strengthening%20Agricultural%20Extension%20
Services%200verall%20Report.pdf

These studies identified essential job competencies of extension professionals, assessed whether
these key competencies were covered in current UG extension curriculum, determined the gaps
in essential job competencies of extension professionals and recommended competency-based
curriculum with 11 process skills and core competencies and 97 subcompetencies for their inclusion
in the UG agricultural extension curriculum.

The key findings include that the agricultural extension curriculum at undergraduate level is weak,
course contents need to be updated or revised, new learning strategies like job internship and hands-
on learning are needed, extension departments and extension faculty capacity needs to be enhanced
and new textbooks and training manuals are needed. To address the need, we developed this training
manual focusing on ‘Essential Competencies of Frontline Agricultural Extension Professionals’.

This training manual is developed primarily to serve as an extension training resource for field- level
professionals, research scholars, graduate students and extension faculty. We hope this publication
would serve a useful purpose. We would be highly obliged and thankful to receive feedback on this
manual for its further improvement.

- Murari Suvedi and P.V.K. Sasidhar
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CHAPTER - 1

Introduction to Essential Skills and Competencies of
Frontline Agricultural Extension Professionals

Murari Suvedi' and P.V.K. Sasidhar?

1. Professor Emeritus, Department of Community Sustainability, Michigan State University, East Lansing, USA.
2. Professor, School of Extension and Development Studies, Indira Gandhi National Open University, New Delhi, India.

1.0 Learning Outcomes
* Understand the concept of extension skills and competencies.
* Identify and define important extension skills and competencies.
* Discuss the history, current issues, and challenges of extension advisory services.

* Demonstrate how competencies can be imparted and assessed in extension work.

1.1 Introduction

The global demand for food is increasing. World population will exceed 9.7 billion people by 2050,
an increase of 2 billion people over the current population. According to the Food and Agriculture
Organization (FAO) of the United Nations, there is a need to increase agricultural and food production
by 60 percent to meet future food demand (Feed the Future, 2015). This increased demand will be
driven largely by population growth, increase in per capita income and rapid urbanization.

We live in a world dominated by global forces — new scientific discoveries, changing demographics,
shiftsin socioeconomic characteristics, rapidly changing consumption patterns, and interdependence
in global markets. Food production and distribution is subject to these changes and forces. New
technologies and practices originating in research institutions, adapted by peer farmers, or
advanced by agribusiness organizations are changing the agricultural sector throughout the world.
Such changes, when positive, could have a bigger impact if complemented by effective agricultural
extension and advisory services (EASs). A challenge for agricultural extension rests in unleashing
the creativity of millions of frontline extension workers to disseminate improved technologies and
approaches in ways that benefit small farmers and agribusiness operators across the world.

The world's largest population group lives in developing countries. The majority of this population is
engaged in the agriculture sector for two reasons — food and employment. It has been established
that application of science-based technologies is essential to increase food and fiber production.
Feeding the world’'s growing population depends on securing and advancing the use of modern
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scientific technology and approaches. However, numerous farmers in many of the developing
countries continue to cultivate crops and raise livestock in the same ways that have been used in
their communities for generations. These farmers are often unfamiliar with new technologies and
practices. Nor do they appear to have access to inputs and markets. These farmers need education
on the use of these science-based technologies as well as access to inputs, materials, and markets -
this is essentially the role of agricultural extension.

1.2 Agricultural Extension and Advisory Services

Agricultural extension and advisory services (EASs) provide research-based educational and
informational programs typically for rural populations engaged in agricultural production. Historically,
agricultural extension was primarily responsible for technology transfer. Extension services assisted
farm people through educational procedures aimed at improving farming methods and techniques,
increasing production efficiency and income, and bettering standards of living. However, in recent
years, EAS serves both the rural and urban populations with a wide range of programs aimed at
helping to improve beneficiaries’ quality of life.

The role of extension has been to help people to help themselves through educational means to
improve their level of living (Maunder, 1972). Agricultural EASs consist of various activities that
provide the information and services needed and demanded by farmers and other actors to assist
them in developing their technical, organizational, and management skills and practices to improve
their livelihoods on a sustainable basis (Sulaiman et al., 2022). The contemporary EASs involve a
diversity of actors in the provision of services and support to farmers (beyond information and
knowledge), such as facilitation, intermediation, advice, and brokering (Sulaiman and Davis, 2012).
For the purpose of this training manual, we like the definition advanced by Christoplos (2010, p.3):

“Agricultural extension is a system that facilitates access of farmers or their organizations to new
knowledge, information and technologies and promotes interaction with research, education,
agribusiness, and other relevant institutions to assist them in developing their own technical,
organizational and management skills and practices.”

1.3 History of Agricultural Extension and Advisory Services

The beginning of agricultural EASs in Europe has been traced to the mid 19th century potato famine
in Ireland, where agricultural advisors from the United Kingdom taught farmers how to grow
alternative food crops. A few years later, in 1867, Oxford and Cambridge universities in England
started sharing the practical knowledge generated by their faculty with neighboring communities
(Swanson and Claar, 1984; Suvedi and Kaplowitz, 2016). The European potato famine (1845-51)
highlighted the need for institutionalizing agricultural extension. Elsewhere, Japan created the first
agricultural extension service in Asia in 1899 (Swanson and Rajalahti, 2010).

Suvedi and Kaplowitz (2016) summarized the development of EAS in the United States and indicated
that the precursors of EASs were agricultural clubs and societies established after the American
Revolutioninthe early 19th century.In 1862, the Morrill Act was passed by the U.S. Congress to provide
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for the establishment of agricultural colleges and to ensure government funding for agricultural
education to promote agricultural production and productivity. In 1914, the U.S. Congress passed
the Smith-Lever Act establishing the Cooperative Extension Service to develop practical applications
for farmers and homemakers of research conducted in the land-grant universities by providing
instruction or demonstration of existing or improved practices.

Although a notable amount of literature exists on the history of extension services in many of the
developed countries, this is not the case with many of the developing countries. Before 1914, most
of the extension activities in Africa were conducted by missionaries who established demonstration
farmsalongside spreading the gospel (Jones and Garforth, 1997). Some forms of agricultural extension
services existed in most of the British colonies which aimed at encouraging the rural population to
improve food production.

After the end of World War I, many countries in Africa, Asia, and Latin America achieved freedom
from colonialism, and many types of agricultural EASs spread in the newly independent nations.
Various forms of extension services have been adapted, and agriculture EAS across the world
continue to change. Axinn (1988) analyzed various extension models, and Suvedi (2011) summarized
the following six prevailing models.

Technology transfer model: Most extension systems rely on technology and information that are
either available or able to be derived so that farmers can use it. This form of extension relies heavily
on a linear concept of technology transfer: new technology and knowledge generated by scientists/
researchers/others are transmitted by extension agents to farmers to increase production and
income. This is the most common agricultural extension approach followed by developing countries.

Training and visit extension model: Beginning in the late 1970s, the World Bank introduced the
“training and visit” approach in about 70 countries to speed the dissemination of Green Revolution
technologies to farmers. This approach assumed that extension workers were poorly trained and not
up to date on the subject matter, were poorly supervised and tended not to visit farmers regularly.
To address these problems, this approach introduced a system of regular training of extension staff
members by subject matter specialists, regular visits by extension workers to innovative farmers,
and periodic interaction between farmers, extension workers, and research scientists to facilitate
the two-way flow of communication.

Farmer training model: Agricultural extension programs in many countries established farmer
training centers where selected “model farmers” from surrounding villages or districts could get
training on improved farming methods and techniques. It was assumed that, after the training, the
model farmers would go back to their villages, adopt the new farm practices they had learned during
the training, and meet with others in the village to share what they had learned. These training
programs would address two issues: the inadequate number of front-line extension workers to
serve a large number of farmers, and the education of youth in the field. Farmer field schools are an
adaptation of this approach.
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Participatory extension models: Evidence indicates that when rural people organize for their own
benefit, much can be achieved. Generally, participatory extension approaches assume that local
farmers have wisdom or indigenous knowledge regarding food and fiber production on their land,
but their productivity and livelihood could be improved by learning more of what is known outside
their locality or from applying science-based techniques through on-farm trials. Farming systems
research makes the same assumption regarding the value of local knowledge and strives to create
co-learning opportunities among extension workers, researchers, and farmers. Most participatory
extension models are supported by international NGOs (non-governmental organizations), and field
activities are managed by local NGOs.

Farmer-based extension organizations: In more developed economies, farmers' associations
or cooperatives have established and managed agricultural extension programs to serve the
needs of their members. Management structures and sources of financial support vary from
country to country. In general, members of the group or cooperative control the functioning of
the extension system. A few examples are the farmers associations of Japan, and members of
farmer associations or commodity groups -- such as coffee, sugar, cotton, or rubber growers --
who pay annual dues or a small portion of their product sales to receive extension services. In
other situations, participants pay part of the cost of extension programs and government sources
provide matching support.

University-based extension model: Many agricultural colleges and universities offer outreach
or extension services that help local communities and also create an opportunity to improve
the quality and relevance of their teaching and research functions. Agricultural universities
have an assumed mandate to create and test technical knowledge so that it is relevant and
useful to farm people. Also, both teachers and students benefit greatly from interaction with
farmers. The U.S. land-grant universities were developed to serve the people in each state
with three interrelated and complementary functions: teaching, research, and extension.
This concept is recognized by many agricultural colleges and universities developed through
USAID assistance, and these universities have organized extension services in nearby
communities.

It is fair to say that there is no single dominant agricultural extension system today. New approaches
that integrate elements of many extension models are evolving constantly. In most countries, the
central government provides an overall policy framework for EASs, but a variety of actors -- e.g.,
public organizations, civil societies, and private firms -- provide a range of services to farmers and
agribusiness organizations. This has resulted in the rise of pluralistic agricultural EAS in increasing
numbers of countries.

1.4 Current Issues and Challenges

Agricultural EASs across the developing world continue to change. Overall, funding from donor
organizations such as the World Bank, United States Agency for International Development,
and European Union is declining. As a result, agricultural EASs face a gradual reduction in
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funding. Public funding of agricultural EASs continues and attempts are made to strengthen
and streamline agricultural EASs. However, many of the issues have remained the same:

Grossly inadequate and untimely release of funds.

Weak research-extension-farmer-inputs linkages system.

Top-down and supply-driven EASs followed.

Poor working conditions (transportation, office space, housing, etc.).
Poor coordination of EASs among the EASs providers.

Frequent political interferences in extension management.

Lack of low-cost credit that small-scale farmers can easily access.

Barriers to integration of women farmers in agricultural EASs that are staffed
predominantly by men.

Lack of a legislated agricultural extension policy.
Poor quality training for extension practitioners.
Weak institutional capacity for training of extension workers.

Lack professional expertise and adequate opportunities for extension staff members to
gain practical experience.

To succeed, the agricultural EASs must (Chambers, 1997; Swanson, 2008; Christoplos, 2010; Sulaiman
and Davis, 2012; Suvedi and Kaplowitz, 2016; Sulaiman et al., 2022):

Become more decentralized, farmer-led, and market-driven.
Change EAS's role from a supply-driven to a demand-driven system.

Change from a top-down, technology transfer system to a bottom-up, participatory
process.

Serve the needs of female farmers, who have been neglected by traditional extension
services in most developing countries.

Learn to work in partnership with many public, not-for-profit and private- sector
organizations that offer similar services to farmers and agribusiness operators.

Ensure inclusivity and diversity to meet the educational and informational needs of
women, youth, and marginalized and vulnerable groups in the community.

1.5 Developing Next Generation of Extension Workers

Human resource development is the essential first step toward the development of a sustainable
food and nutrition system — from decentralized, participatory EASs planning and implementation

to evaluation. Building the capacity of extension professionals at the grassroots is of paramount
importance to succeed in achieving food security. Frontline extension workers play a critical role
in helping farmers learn and adopt new agricultural practices. They link farmers to research
communities, teach farmers how to adopt new technology, facilitate coordination of input delivery,
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and link farmers to markets -- ultimately achieving local food security -- production, processing,
marketing, and distribution of safe and nutritious food for all consumers. They offer an educational
service known as “from farm to fork.”

Despite the key role of extension workers, their training and job preparation is weak. They lack
knowledge and skills required for effective delivery of agricultural EAS. Their training is inadequate
for managing pluralistic, participatory, and demand-driven extension services. The authors
conducted a comprehensive study on process skills and core competencies in South Asia and found
that extension professionals lack adequate training in program planning and implementation,
communication, use of information and communication technologies (ICTs), program monitoring
and evaluation, personal and professional development, diversity and gender, marketing,
brokering, and value chain development, use of various extension soft skills, nutrition education,
and technical subject matter expertise. They also found that there are significant gaps in the
coverage of important process skills and competencies required by extension professionals in the
current agricultural extension curriculum at the undergraduate level (Sasidhar and Suvedi, 2018;
Suvedi and Sasidhar, 2020).

Studies indicate that poor institutional capacity -- i.e., faculty vis-a-vis the agricultural extension
curriculum -- has resulted in poor quality training of extension professionals, resulting in low
quality EASs (Suvedi et al., 2023). Agricultural training institutions should revise and adopt a robust
curriculum. The curriculum, which was mostly borrowed from the Western countries decades ago,
needs change. It is high time for curricular transformation. Extension curriculum must be designed
to address the changing socio-economic, educational, and technological contexts. Faculty members
in the agricultural training institutions need refresher training to stay current on the subject matter.
Agricultural training institutions must receive adequate funding and commit to prepare extension
educators with required skills and competencies who are willing and able to serve the farmers in
their respective countries. Specifically, the training of frontline extension workers should focus on
process skills and core competencies which are essential to perform their tasks effectively.

1.6 Extension Process Skills and Competencies

There has been growing interest in competency studies in recent times due to the functional
perspective of competence and the attempt to further it for human resource development
(Schneider, 2019). Frontline extension workers are the main human resources for agricultural EASs.
The competency of extension workers is directly related to their performance. “Competence” refers
to the general capability of persons (or organizations) to perform a task or to solve an emerging
problem. A higher level of competency leads to higher efficiency in services, better performance,
and higher satisfaction among staff members and their clients. Seevers et al. (2007) used the term
“core competency” to describe the basic knowledge, skills, attitudes, and behaviors that contribute
to workers’ excellence in their respective professions (e.g., agricultural extension). The terms
“competencies” and “core competencies” are used interchangeably in the literature. There are
many views on how core competencies can be imparted and assessed (Box 1.1).
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Box 1.1: Some Important Views on Competencies

® Process skills and core competencies are a collection of observable dimensions - individual
skills, knowledge, attitudes, behaviors, and collective processes and capabilities - necessary
for individual, organizational and program success (Athey and Orth, 1999).

e Competenceis the ability to perform the roles and tasks required by one’s job to the expected
standard (Eraut and Boulay, 2000).

e Competence refers to behavior a person should be able to demonstrate (Moore et al., 2002).

e A competence is defined as the ability to meet individual or social demands successfully, or
to carry out an activity or task (OECD, 2002).

e Competence is a concept that integrates knowledge, skills, and attitudes, the application
of which enables the professional to perform effectively, and to respond to contingencies,
change, and the unexpected (RCVS, 2006).

e Competency is an underlying set of personal characteristics that facilitate superior
performance (Boyatzis, 2008).

e Acompetencyisastandard:the performanceofaskillatapredeterminedlevel of performance
(Welsh et al., 2009).

e Professional competence is seen as the generic, integrated, and internalized capability to
deliver sustainable effective (worthy) performance (including problem solving, realizing
innovation, and creating transformation) in a certain professional domain, job, role,
organizational context, and task situation (Mulder, 2014).

The above views on competencies recognize that requirements and expectations change depending
on job role and context. It also recognizes that competence develops, and that an individual may
work competently at many levels, either at different stages of his or her career, or indeed from one
day to the next depending on the nature of the work (RCVS, 2006). Further, being knowledgeable
and/or intelligent does not indicate that a person is an effective and efficient provider of services -
performance is a function of knowledge plus skills and attitudes (McClelland, 1973). Hence, extension
professionals should not be judged solely on how knowledgeable they are in their technical subject
area of expertise but on how skillful and able they are in delivering EASs to their clients. It should also
be noted that core competency needs are contextual, and extension workers' contexts affect their
competency needs and competency levels.

1.7 Extension Worker Training Curriculum

Processskillsand core competenciesare necessary forindividual and organizational program success.
These competencies are context-specific and enable functioning of individuals to be effective in a
certain profession, organization, position, or role (Davis, 2015; National Food Service Management
Institute [NFSMI], 2004; Mulder, 2014; Mulder, 2015). In the context of EASs, competencies of
agricultural extension professionals should be judged on how knowledgeable they are in their core
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areas, and how skillful and able they are in applying that knowledge when delivering EASs to clients.
Agricultural EASs are transitioning from a focus on technology transfer to facilitating a range of
interventions in complex contexts. An agricultural extension curriculum is expected to support this
transition by imparting the required process skills and core competencies at the undergraduate
level. Therefore, understanding and assessing gaps in competencies of agricultural extension
professionals at regular intervals is a pathway to informing curricular modifications.

1.8 Desired Process Skills and Core Competencies and their Assessment

According to the National Research Council of the National Academies (2009), agricultural graduates
should develop competency in “teamwork and working in diverse communities, working across
disciplines, communication, critical thinking and analysis, ethical decision making, and leadership and
management” (p. 40). Professional associations and accreditation boards also have contributed to
establishment of knowledge and competency requirements for graduation in various technical and
vocational fields. Food and agribusiness employers rank interpersonal skills and critical thinking twice
as highly as agriculture production experience as components necessary for career success. In addition,
graduates need to be knowledgeable about issues of globalization, the value of a diverse workplace,
information literacy, and how their products/processes affect environmental sustainability (APLU, 2009).

Various competency and competency assessment models exist in extension (Scheer and Cochran,
2011). Those that have been applied in the American context to identify and develop competencies
include the Texas Agri-Life Extension YES Model, the Michigan State University Extension Core
Competency Initiative, and the 4-H PRKC model for 4-H (Fred Shimali et al., 2021). These models
differ in the number of core competency areas (Harder et al., 2015), and the types of competencies
or their extent may vary from country to country. For example, extension staff in developed countries
may require a higher level of computer skills than those in a developing country. Similarly, staff
members having multiple roles -- such as educator, grant writer, and administrator -- need different
competencies than those having a single function or role. For example, county extension directors
in the United States, who have diverse roles, need a different set of competencies than an extension
educator in Malawi or Nigeria whose primary role is technology transfer. Core competencies, when
combined with sound technical skills, form the foundation for becoming a successful educator.

Michigan State University Extension (MSUE), for example, launched its core competency development
initiative in 1993. A group of campus and off-campus staff members identified essential skill sets for
extension educators. MSUE supports core competency development throughout the organization.
It is designed to encourage staff members to take responsibility for and be actively engaged in their
professional development (MSUE, 2015).

Agricultural extension workers should be knowledgeable in the essential competencies required of
a "New Extensionist” (Davis, 2015). To accomplish this, it is essential that extension workers clearly
understand these requirements. “Skills” and “competence” are specific activities, and “competence”
is the ability to carry out an activity effectively, safely, and efficiently. The most critical competencies
are those that relate to skills that an extension worker is expected to perform.
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While emphasizing competency development as a long-term investment for extension, Sulaiman
and Davis (2012), Davis and Sulaiman (2014), Davis (2015), CRISP (2015), and Prasad et al. (2015)
articulated the need to develop functional and technical competencies across three levels: the
individual level, the organization level, and the enabling environment level. As key to competence
development, Sandberg (2000) identified three approaches to competency assessment:
work-oriented, worker-oriented, and multimethod-oriented. In this study, we followed the individual/
worker-oriented approach, which aids in identifying the skills, knowledge, and abilities needed for
effectiveness at work and improvement of EASs performance.

To address the challenges outlined in the previous section, the competencies required of an
agricultural extension worker at the individual level may be classified into two broad categories:

a. Process Skills or Functional Competencies or Soft Skills
Example: Engaging stakeholders in program planning, implementation, and evaluation,
networking with local organizations, facilitating group formation, resolving conflicts,
etc.

b. Technical Skills

Example: Identifying disease-causing organism in crops, conducting a method
demonstration on how to perform artificial insemination in dairy animals, etc.

Competent agricultural extension workers must possess both process and technical skills to perform
their tasks well. The combination of these core competencies with technical knowledge and skills
enables an agricultural extension worker to be more effective in addressing the challenges of the work.

Scholars and practitioners have proposed many areas of core competencies for agricultural
extension educators (Cooper and Graham, 2001; Levine et al., 2002; Maddy et al., 2002; Scheer et
al., 2006; Sulaiman and Davis, 2012; Davis and Sulaiman, 2014; CRISP, 2015; Davis, 2015; Prasad et
al., 2015; Suvedi and Kaplowitz, 2016; Sasidhar and Suvedi, 2018; Suvedi and Sasidhar, 2020; Shimali
et al., 2021). Suvedi et al., (2023) identified 11 essential competencies of agricultural extension
professionals (Box 1.2):

Box 1.2 : Essential Competencies and Skills of Agricultural Extension
Professionals

Program planning

Program implementation

Communication

Information and communication technologies (ICTs)
Program evaluation

Personal and professional development

IR U S

Diversity and gender
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8. Marketing, brokering, and value chain development
9. Extension soft skills
10. Climate change
11. Technical subject matter expertise
Source: Suvedi et al., 2023

The above competencies and skills are briefly discussed in the following sections.

Program Planning: Planning is the most basic role of extension educators under the decentralized,
pluralistic, demand-driven extension system. Developing educational programs and services with
community input, establishing clear and relevant objectives, and making efficient use of resources
to serve the needs of targeted audiences result in a strong impact. For agricultural extension
professionals, the subcompetencies under program planning include:

° Familiarity with the vision, mission, and goals of national /state (subnational) EASs and
agricultural development strategies, programs, and policies.

° Ability to conduct needs assessment and engage stakeholders to prioritize local
needs.

° Ability to conduct baseline or benchmark studies.
° Ability to mobilize resources / funds to address priority needs.

° Ability to engage local stakeholders (e.g., NGOs, cooperatives, local agro-dealers) in
extension program planning.

° Familiarity with administrative and financial rules of their respective organizations (to
utilize human and financial resources in extension programs).

Program Implementation: The extension educator is responsible for effective program execution.
To be effective, s/he should be able to:

Coordinate local extension programs and activities.
Demonstrate teamwork skills to achieve extension results.

Form farmers’ groups and support them.

Engage local stakeholders (e.g., NGOs, self-help groups, cooperatives) in implementing
extension programs.

Demonstrate negotiation skills to reach consensus and resolve conflicts.
Follow participatory decision making in extension work.

Delegate responsibilities to staff as needed.

Engage minority groups (e.g., female farmers and youth development groups) in extension
work.

° Integrate private or public-private partnerships in extension service provision.
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Communication: As planners, educators, and managers of local educational programs, extension
workers must possess strong communication skills. These include:

Selecting appropriate communication methods.
Establishing communication with various stakeholders.
Respecting local culture while communicating with clients.
Preparing required progress reports.

Sharing success stories and lessons learned with stakeholders through various media.

Using extension methods (e.g., individual, group, and mass contact methods) to
disseminate information about extension activities and programs.

° Demonstrating good listening skills and listening to all clients and stakeholders.

° Demonstrating good public speaking and presentation skills.

Information and Communication Technologies (ICTs): In the information technology age, using
ICTs has become a part of extension educators’ daily work, so it is important that all extension
educators possess abilities related to:

Word processing (e.g., typing, editing, printing) and designing graphics.

Data entry and analysis software such as Excel, SPSS, etc.

Power Point for making presentations.

Audiovisual aids such as charts, graphs, and puppet shows for teaching and learning.
Mass media such as FM radio stations and television channels for communication.
Computers (email, Internet) for communication.

Mobile phone services (e.g., texting, SMS service) for communication.

Social media (WhatsApp, Facebook, Twitter (now X), Instagram, etc.) for communication.

ICT tools to improve access to information, knowledge, technologies, and other
innovations.

ICT tools to enhance collaboration and partnerships.
° ICT tools for collecting data, monitoring, and evaluating extension programs.

Program Evaluation: In the era of accountability, funding agencies continually ask questions about
impacts of extension work, such as:

What did you do with the money?
Why should we continue to fund extension programs / projects?

Are the extension programs effective?

How will you improve or terminate ineffective extension programs / projects?

Evaluation is needed to answer accountability questions (Frechtling et al., 2002; Ghere et al., 2006).
Results add to the scholarly work of learning that helps us improve programs and document the
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net social value of extension programs. Sharing evaluation results with stakeholders strengthens
support for our programs. Therefore, to be relevant, every extension professional should:

Understand theories and principles of monitoring and evaluation.
Conduct monitoring and evaluation of extension programs.

Develop data collection instruments -- interview schedules and/or questionnaires -- for
monitoring and evaluating extension programs.

Conduct online surveys for monitoring and evaluating extension programs.

Apply qualitative tools and techniques (e.g., focus group discussion, case study, etc.) to
collect evaluation data.

Apply quantitative tools and techniques (e.g., survey, interview, farm data, etc.) to collect
evaluation data.

Analyze and interpret data (qualitative and quantitative).

Write evaluation reports.

Share evaluation reports within their organizations and with stakeholders.

Apply the evaluation findings in replicating/scaling-up of extension programs.

Personal and Professional Development: Personal and professional development is the ability of
agricultural extension professionals to:

Apply principles of good governance (i.e., client's participation, accountability, and
transparency) in extension work.

Show commitment to career advancement (participate in lifelong learning, in-service
training, professional development events and conferences).

Apply professional ethics in extension work -- i.e. promote research-based
recommendations or technology.

Follow organizational policies and directives for professional development.

Demonstrate honesty and a positive attitude toward extension work.

Diversity and Gender: Agricultural extension professionals live and work in communities with
people having a variety of racial backgrounds (e.g., race, caste, ethnicity, or tribe), cultures, and
religions or faiths. To be effective, extension educators should be able to:

Understand that diversity exists within and among clients and stakeholders.
Identify the needs of small-scale farmers.

Identify the needs of minority groups.

Develop extension programs to benefit women farmers.

Develop extension programs to benefit youth.

Engage marginalized and vulnerable groups in extension programs (e.g., disabled,
resource-poor farmers).

Work with a diverse team.
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Marketing, Brokering, and Value Chain Development: Every extension educator should promote
extension's reputation, image, and awareness, and support its programs. S/he should engage
communities, decision makers, and users of extension services and media in promoting extension.
Extension staff members should:

° Have basic knowledge of agribusiness development.

° Apply brokering / advisory skills in agribusiness development.

° Have knowledge of various agricultural markets and linkages.

° Demonstrate knowledge of value chain logistics and input-output linkages in the value
chain.

° Facilitate entrepreneurship development among extension clientele groups.
° Be able to link farmer producers’ organizations / cooperatives / agribusiness companies
with extension.

Extension Soft Skills: To be relevant, every extension professional should have soft skills and
competencies, which include:

Critical thinking.

Problem solving.

Time management.

Stress management.

Leadership.

Teamwork.

Flexibility.

Self-motivation.

Interpersonal skills.

Positive work attitude.
Collaboration.

Conflict management.

Group formation and development.
Negotiation skills.

Networking skills.

Facilitation skills.
° Creativity /innovativeness.

Climate Change: Climate change and variability has been a major concern in food production.
Climate change as any change in the climate over time that directly or indirectly alters the global
atmospheric composition and climatic variability. Climate change is detected when the climate - the
long-term pattern of climate variability, for instance, on average the climate gets warmer or cooler,
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or wetter or drier, over decades. It has direct link with food production. Therefore, grassroots level
extension workers should have competencies to explain the concepts of climate change, climate
variability, and global warming and they should be able to:

Understand the concepts of climate change, global warming and climate smart agriculture.
Explain the causes and impact of climate change on agriculture.

Discuss the global efforts to combat climate change.

Engage in various climate smart agriculture practices for addressing climate risks.
° Apply different extension approaches to mitigate climate change and variability.

Nutrition Education: Poor diets and malnutrition in all its forms are among the greatest global
social challenges of our time. Nutrition-related challenges contribute to about 45% of deaths in
children under age 5 in the entire world (UNICEF, 2022). For example, in Uganda, out of the 2.2
million children under 5 years of age, 29% are stunted, 11% are underweight, and 4% are wasted
(UBOS and ICF, 2017). The agriculture sector ensures that diverse foods are available, affordable,
and safe for feeding the people (Fanzo, 2015; FAO, 2013). Agricultural extension workers can build
farmers’ capabilities to attain their full potential in production of crops and livestock for food and
income security (Sala et al., 2016). Effective nutrition education can be possible only when the trainers
have the right competencies to undertake such activities (Hughes et al., 2012). Agricultural extension
professionals should possess the following competencies related to nutrition:

° Demonstrate basic human nutrition knowledge (e.g., food composition, balanced diet,
supplements, nutritional composition of various foods, nutrition deficiency symptoms
etc.).

° Understand life-cycle nutrition needs of various household members (e.g., children of
various age groups, pregnant and breast-feeding mothers, elderly).

° Able to advise families on what crops and livestock to produce to ensure balanced diets.

° Advise families to improve gender relations for increased agricultural production and
improved nutrition.

° Demonstrate postharvest handling technologies that conserve nutrients and keep food
safe (e.g., food storage, freezing fruits and vegetables, making pickles, jams, jellies).

° Have basic knowledge about food labeling (e.g., organic foods).

° Able to advise on a healthy diet (e.g., for fitness and sports, diabetes, cancer and AIDS/
HIV, heart health, kidney disease, osteoporosis, weight loss and obesity).

Note that this resource book does not cover specific competencies on nutrition education skills and
competencies. Educational resources are already available in public domain, and we recommend
readers to access the following online resources on nutrition skills and competencies:

Burrows, E. and Kuyper, E. (2018). Nutrition-Sensitive Extension (Module 16). Global Forum for Rural
Advisory Services (GFRAS). Lindau, Switzerland. file:///Users/suvedi/Downloads/GFRAS_NELK+_M16_
Nutrition_%20Manual-2.pdf
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Sherman, J. (2021). Global Forum on Food Security and Nutrition (FSN Forum), Food and Agriculture
Organization of the United Nations, Rome, Italy. https://www.fao.org/fsnforum/comment/8136

Technical Subject Matter Expertise: At the individual level, the technical skills and competencies
for extension field workers vary by specialization. For example, an extension professional working
in the livestock sector needs to have basic technical knowledge and skills in veterinary science and
animal husbandry, which would differ from their counterparts in crop or home science or fisheries
sectors. Accordingly, the technical subject matter competencies of extension professionals include:

° Demonstrate technical knowledge in their basic discipline (e.g., field crops / livestock/
fishery/ horticulture, climate change, etc.).

° Understand adult learning principles and have practical skills required to teach improved
farming practices.

° Understand a new technology being promoted -- i.e., what it is, why it is recommended,
and how it works.

° Facilitate farmers’ access to inputs and services (e.g., credit, seed, fertilizers, feed, artificial
insemination, etc.).

° Educate community members about various types of risks and uncertainties (e.g., due to
climate change, market fluctuations, natural disasters, etc.).

Educate community members about climate change and climate-smart agriculture.
Refer to and make use of publications -- journals, research reports, etc.
Generate knowledge and produce research reports / journal publications.

Harness, document, validate, and integrate local / indigenous knowledge.

Understand the social system under which farming takes place (e.g., rural sociology
knowledge).

The above competencies are core to the extension profession. They are needed irrespective of
extension position assignment, whether field crop educator, livestock educator, or nutrition educator.
One of the greatest challenges is that extension staff members often do not have the appropriate
and updated skills to perform effectively. Knowledge and skill levels among extension workers vary
greatly, primarily because of variations in types and quality of pre- and in-service training programs
for extension professionals (Suvedi and Sasidhar, 2020). In many African countries, fiscal constraints
have forced public extension systems to hire staff members having few competencies or skills. Many
extension organizations do not have a well-defined system of in-service training for systematic staff
development.

1.9 Purpose of Training Manual

The agricultural sector is one of the major drivers of economic growth and poverty reduction in
developing countries. The sector provides the major source of livelihood to smallholder farmers as
well as micro-, small-, and medium-scale enterprises along the numerous agricultural value chains
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well as micro-, small-, and medium-scale enterprises along the numerous agricultural value chains
leading to a pathway of long-term food security, poverty eradication, and rural development. Despite
the significant role of agriculture in driving the economy, poverty and food insecurity are prevalent
among smallholder farmers and other value chain actors, and this has been largely attributed to low
agricultural productivity that keeps the agri-food sector locked in underperformance (Fawowe, 2020;
Bjornlund et al., 2020). Therefore, improving agricultural productivity is the major means to alleviate
poverty and curtail food insecurity.

Agricultural EASs can play a key role in addressing complex challenges -- increasing farm productivity,
linking farmers to markets, and improving food security. On the other hand, poor institutional
capacity -- i.e., faculty vis-a-vis the agricultural extension curriculum -- has resulted in poor quality
training of extension workers resulting in low quality EASs and low adoption of improved agricultural
technologies among food systems actors (Babu et al., 2020). Further, our study (Suvedi et al., 2023)
identified important skills and core competencies required by the extension workers and explored
whether the undergraduate curriculum in extension education covers these job skills or core
competencies. The study revealed that there are considerable gaps in the several essential skills and
competencies.

This training manual is developed primarily to serve as an extension training resource for field-
level professionals. Information and content included in this manual will bridge the gap between
important process skills and core competencies required of extension workers and their coverage
in the undergraduate agricultural extension curriculum. The secondary purpose is to provide a
user-friendly handbook for agricultural extension faculty and extension and/or rural development
training center staff on essential skills for field workers. The book is designed as a self-learning
manual to benefit all extension faculties in agricultural universities, including extension training
institute staff, graduate- and undergraduate-level students, and NGO professionals who work with
farmers and farmer organizations. This training manual covers essential skills and competencies in
program planning, program implementation, communication, ICTs, program evaluation, personal
and professional development, gender and diversity, extension soft skills, agribusiness, marketing,
and value chain development, and climate change issues in extension.
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2.0 Learning Outcomes
* Define “extension program” and related terms.
* Explain the concept of extension program planning skills and competencies.

* Discuss the importance and principles of the extension program planning process.

* Formulate a sound extension program.

2.1 Introduction

Agricultural development programs are the heart and soul of extension work. Various types of
agricultural extension programs promote innovative technologies and extension advisory services
(EASs). Successful programs keep the beneficiaries at the center of the planning process. They involve
local institutions and stakeholders in all phases of program development.

Planning is the bedrock for planned change, and most of the development we have achieved in
agriculture isthe result of planned change. Frontline extension workers are expected to plan extension
programs to address local food and nutrition security --i.e., production, value addition, processing, and
marketing of food for a growing population. Often, extension workers are also engaged in planning
programs to serve other needs of communities - e.g., organizing producer groups and cooperatives,
promoting democratic norms for decision making, conserving natural resources, etc.

Planning involves three issues: studying the past, analyzing the present situation, and forecasting the
future course of action. A good extension program provides a clear and concise written statement of
what will be done, why, how, when, with whom, and where. To put it simply, planning is a process for
developing a blueprint of our goals, methods, procedures, activities, and expected results.

Thefirststepinasystematicattemptto promoteruralandagriculturaldevelopmentistoidentify needs
of the farmers and agribusiness community. Identifying local needs is an important responsibility of
all extension workers. Local needs serve as foundations of sound extension programs. Therefore,
every extension worker should be able to identify local needs and explore alternative solutions to
these needs.
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A good understanding of the various components of an extension program is the foundation for
designing and delivering effective programs. This chapter is designed to introduce these components
and provide step-by-step guidelines to relevant skills and competencies needed for planning
extension programs by extension educators.

Essential program planning skills and competencies are listed in Box 2.1.

Every extension professional should be:

Box 2.1: Extension Program Planning Skills and Competencies

Familiar with the vision, mission, and goals of national /state (subnational) extension
service and agricultural development strategies, programs, and policies.

Able to conduct needs assessment and engage stakeholders to prioritize local needs.
Able to conduct baseline or benchmark studies.
Able to mobilize resources / funds to address priority needs.
Able to engage local stakeholders (e.g., NGOs, cooperatives, local agro-dealers) in extension
program planning.
Familiar with administrative and financial rules of their respective organizations (to utilize
human and financial resources in extension programs).

Source: Suvedi and Morford, 2003

2.2

What is Program Planning?

Before going into the details of program planning, let us look at and understand the meaning of
related terms in the context of extension program development:

Program: A program is a written statement which describes proposed extension activities,
the problems they address, the actions proposed to address the problems, and the
resources required. A program could be short-term (e.g., day-long farmers training program
on cooperative marketing of farm products), medium-term (e.g., a 10-week- long television
program promoting home gardens to create nutritional awareness among rural families),
or long-term (e.g., promoting organic farming practices through educational training and
demonstration of new crop and livestock production technologies to reduce reliance on
chemical inputs).

Project: A project is a short-term investment to create and develop certain facilities to increase
the production of goods/services in a community. A project is usually a time- and location-
specific investment activity in which financial resources are expended to create capital assets
that produce benefits over an extended period.

Plan: A plan is a schedule of extension work outlining various activities in a specific period. It
answers the questions what, why, how, and when as well as by whom and where the extension
work is to be done.
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Program Planning: Program planning is the process of making decisions about the direction
and intensity of extension efforts to bring about desirable change among communities. A good
program plan is to the extension worker what the compass is to the seaman.

Extension Program: Extension program is a statement of situation, problems, objectives,
solutions, calendar of work, and resources required. Let us briefly examine the terms used in
this definition.

Situation: “Situation” is a statement of affairs that includes the cultural, social, economic, and
physical conditions in which a particular group of people find themselves at a given period.
Please remember that the situation which constitutes the environment for extension program
planning is continuously changing. The changing environmental aspects that are relevant to
extension work are:

° Changes in technology.
° Changes in government policy.

° Changes in overall economic activity, including prices, employment of labor, raw materials,
etc.

° Changes in social norms and attitudes of farmers toward farming practices, technology, etc.

Aim: “Aim"” is a generalized and broad statement of direction for the given extension activity.
Example: Improvement of the economic condition of vegetable growers.

Goal: “Goal” is the desired result that a person or group of people envision, plan, and commit
to achieve during a given period. Example: Improve vegetable growers’ annual income by 20
percent through direct marketing.

Objectives: “Objectives” are possible outcomes that a person or a system desires. They express
ends toward which extension efforts are directed. Example: Increase net income of vegetable
growers by 20 percent within two years.

Problem: “Problem” is an issue or obstacle which makes it difficult to achieve a desired goal,
objective, or purpose. It refers to a situation or condition that is yet unresolved. In a broad
sense, a problem exists when an individual becomes aware of a significant difference between
what s (current situation) and what is desired (desired future situation) which constitutes a gap.
Example: In the context of extension, a problem can refer to a particular social issue (say, lack
of market access for farm products), which if solved would yield socio-economic benefits such
as increasing profits from sale of produce, attracting youth toward agriculture, and decreasing
rural-urban migration.

Solution: “Solution” is a course of proposed action to change an unsatisfactory condition to
one that is more satisfying. Examples: Satisfying condition: Eradicating hunger and malnutrition
in the community. Proposed action: Promote new food crop and vegetable varieties, develop
irrigation structures, and train farmers on insect, pest, and disease management to get higher
yields to feed the population.
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° Calendar of Work: “Calendar of work” is a plan of extension activities to be undertaken in
a particular time sequence. Example: Radio farm school broadcast on first Sunday of every
month in 2023.

° Resources Required: What human, financial, physical, time, and other resources are required
to successfully implement the program? Planners attach a budget and budget narrative to the
program or project.

2.3 Objectives of Program Planning
Program planning supports the sustainability of agricultural development programs by:
° Setting clear goals and objectives -- i.e., careful consideration of what is to be done and why.

° Soliciting and utilizing opinions of stakeholders on why extension work is important to
them.

° Ensuring internal capacity for implementing extension initiatives.
° Establishing objectives toward which progress can be measured and evaluated.

° Developing a common understanding about the means and ends between various
extension functionaries and partner organizations.

° Ensuring continuity, developing leadership, and promoting efficiency.

° Avoiding wastage of resources, promoting transparency of expenditures, and ensuring
timely flow of funds.

° Having available in written form a statement for public use.

2.4 Types of Extension Programs

Extension is essentially an educational process to promote learning. Learning is a process of
acquiring new understanding, knowledge, behaviors, skills, values, attitudes, and preferences.
Planning is essential for active learning, to find solutions to community problems or issues, or to
assess needs.

Boyle (1981) described three types of educational programs:: developmental, institutional, and
informational programs.

a. Developmental Program

The goal of developmental programs is the empowerment of local people to define and solve their
own problems, issues, or needs. Stakeholders and beneficiaries are involved in all phases of the
program -- planning, implementation, and evaluation. The extension educator works closely with the
local people to identify resources and support, implement the program, and evaluate it. His/her role
is to facilitate the process of planned change.

Example: Arural or community development program with genuine participation of beneficiaries
in the program’s decision - making process is an example of an effective development program.
Effectiveness is measured by positive change on selected indicators resulting from delivery of
the program to the intended audience.
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b. Institutional Program

An institutional program aims to further the growth and development of an individual's basic
knowledge, skills, and abilities. The program’s content is derived from the knowledge base of the
institution or discipline. As program developer, an extension educator assesses learning needs,
identifies instructional content areas, provides instruction, and evaluates the program.

Example: Pre- and in-service training and certificate programs are examples of institutional
programs. Farmer training centers are common examples of institutional programs.
Effectiveness of such programs is measured by learners’ perceptions of the quality of
instruction, performance and test scores of participants, and number of trainees completing
the training.

c. Informational Program

The primary goal in this sort of program is an exchange of information with the intended audience.
As a program planner, the extension educator identifies the information needs of his/her audience
and prepares information packages.

Example: Print information or radio or television programs, which disseminate information
through various media or channels, including information and communication technologies
(ICTs). Effectiveness of such programs is measured by the extent of distribution to and the use
of information by the intended audience.

An overall goal of an extension educator should be developmental - empowering the target
audience with knowledge and skills. To reach and teach your audience, you can make use of existing
institutions to build local capacity and use media and ICTs.

Extension programs may also be categorized as reactive or proactive.
Reactive Extension Programs

They are planned to address a specific problem, challenge, or need within a community as the need
arises or is recognized.

Example: For instance, if insect pests and diseases in plants (e.g., fall army work) are affecting
food production in a country/region, you develop a program to address local food production
by training farmers and agribusiness operators on pest management strategies for food
crops. Information gathered in the extension planning phase will guide the action plan of the
extension intervention.

Proactive Extension Programs

They are designed to drive change with the objective of uplifting a farming community or improving
a situation. It is acting before a situation becomes a source of confrontation or crisis.

Example: Organizing farmers into marketing cooperatives to sell their produce profitably.
In proactive development, you resolve matters before they become an issue. Proactive
development makes extension programs more stable and sustainable.
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It is essential to maintain flexibility in extension programs. As an educator, you may need to switch
between reactive and proactive modes depending on the situation and need.

2.5 Principles of Program Planning

Poorly planned programs often present several outputs but overlook listing outcomes. Let us
differentiate between outcomes and outputs.

Outputs are the products and services delivered by the program or project to its clientele, such as
number of training programs conducted, extension bulletins published and distributed, number of
male and female farmers reached, and program costs. These are useful to have but not sufficient
for a robust program plan.

Outcomes are the measurable results or consequences - both expected and unexpected - of a
program in meeting its stated goals and objectives, such as the percentage of program participants
who gain knowledge or skill because of the program. Usually, outcome-focused planning focuses
on short-term impacts of a program, such as individual knowledge gain or learning, medium-term
impacts on community- level changes such as establishment of a farmers’ cooperative and long-
term impact such as a new policy to improve local food production.

The following are a few basic principles of using outcomes - focused program planning:

° Always make decisions based on data and facts. Collect baseline or benchmark data
sufficient enough for rational decision making.

° Involve the stakeholders in the planning process of extension initiatives to identify and
understand the root causes of the problems you intend to address. This will help you
find the best approach to overcome any potential hurdles you might encounter in the
extension planning process.

° Set specific targets and goals to ensure planning covers all aspects of what you intend to
achieve. Make sure the target clients know which behaviors, skills, and attitudes they will
need to change for the extension program to be successful.

° Always aim for sustainable and lasting change within a community. Strive to make
a significant positive impact with the proposed extension program. Always strive to
minimize dependence on outside help and maximize local empowerment.

° Prepare to evaluate your progress and adjust or refine the plan continually so that the
extension program will fulfill its purpose in the community it serves.

Distribute extension program benefits equitably amongst the resource- rich and resource- poor
members of the community. Ensure that extension program planning adequately emphasizes
the weaker sections of the community to narrow the gap between the rich and the poor; this may
ultimately help reduce social disparities and social tensions. A principle is a statement of policy to
guide decisions and actions in a consistent manner. To develop a program suited to address vast
and varied conditions of human needs and variation is complex. Some statements of policy to guide
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decisions and actions related to programming in a consistent manner are essential to develop a plan
that will truly reflect the future needs of the public.

Certain basic principles make successful programs quite different from others:

° Careful analysis of the situation - Knowledge of the factual situation of the target group and
the area is of paramount importance to program planning. Facts about the climate, the soil,
rivers, streams, forests, vegetation, the land tenure system, etc., must be known.

° Needs of the people - Program planning should be based on the needs of the people
concerned. A program based on the felt needs of the people is mostly likely to succeed.

° Comprehensiveness of a program - A program should be comprehensive enough to address
the problems and meet the needs of the various groups of people within the social system. It
should be designed in such a way that it will include different socio-economic groups such as
men, women, youth, etc.

° Clearlystatedobjectives-Awell-planned program mustpossess clearly stated, straightforward
and achievable objectives. The objectives should be easy for the people to understand and
offer tips and/or guidelines for evaluation.

° Flexibility of programs - Programs should be flexible so they can accommodate problems
that arise along the way., both long-term changes and special emergencies. Without flexibility,
programs may not meet the needs of the people. Rigidity in program planning is a clear
indication of failure.

° Democratic program planning process - Program planning should be democratic and
educational. The program should be capable of imparting knowledge and skill and, at the
same time, promote changes in attitude and awareness so the beneficiaries can find solutions
to their problems.

2.6 Extension Program Planning Process

The process of extension program development follows a cycle of certain stages. Successful extension
program planning is a dynamic process with continual review of the situation and needs, stakeholder
consultation, and resource mobilization (Suvedi and Kaplowitz, 2016). A summary of the all the steps
of program development and implementation including evaluation is shown in Figure 2.1. However,
this chapter will specifically focus on program planning.

2.6.1 Engage Stakeholders in Planning

This is the first step of the program planning process. It should involve a diverse set of stakeholders
such as farmers, agribusiness operators, representatives of government agencies or other
policymakers, community leaders, etc. Talk with each person individually and invite him/ her to serve
in the advisory and/or planning committee representing the community (Refer to section 2.7.1 for
more information on this step)
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Figure 2.1: Program Development Cycle (Adapted from Suvedi and Kaplowitz, 2016).

2.6.2 Conduct a Situation/Need Analysis

A need / situation analysis is the process of critically evaluating the internal and external conditions,
soyou understand where the program is needed; who the program beneficiaries are; what strengths,
weaknesses, opportunities, and threats exist in the community, etc. Basically, a situation analysis
allows you assess the needs of stakeholders and how your organization can help address these needs.
Once you develop a list of priority needs, share them with the stakeholders and your organizational
representative to develop a common understanding on various roles and responsibilities. (Refer to
sections 2.7.2 and 2.7.3 for more information on conducting a needs assessment.).

2.6.3 Develop Program Goals and Objectives

The next step is to devise program goals and objectives describing how participants or beneficiaries
will change because of the program. This should be a democratic and participatory process
involving the stakeholders. Program goals are broad; objectives are more specific and targeted.
Good objectives are:

° Specific - Be specific and clear about what will be achieved.

° Measurable - Can you measure whether the objective has been met, partially met, or not
met?

e  Achievable - Is the objective achievable given the funding, staff resources, and time
available?

° Relevant - Is it clearly linked to the need and desired result?
° Time limited - Does the objective contain a target date for achieving the desired result?

(Refer to section 2.7.4 for more information on developing goals and SMART objectives.)
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2.6.4 Prepare Resource Inventory

This involves identifying what resources are needed to make this program successful. Resources
may include:

. Human/social - program advisors, support workers, volunteers, consultants.

. Material - new information and technologies; money and what it can buy e.g.,
computers, copy machines, notebooks, staff travel.

vehicles,

. Services - facilities for holding meetings and workshops, office, and storage space.

. Instructional - demonstration plots, improved seed, pesticides and other chemicals,
audiovisual equipment, printed materials.

2.6.5 Select Educational Methods and Materials

The next step is to select the methods by which you can maximize the resources you have for your
program. You should consult with your local stakeholders and seek advice from staff members of
local cooperatives, an agricultural research station, or other organizations. Select the most effective
method or combination of methods to reach and teach your audience while keeping the cost within
your budget.

According to Suvedi and Kaplowitz (2016), an effective way to present the program plan is to develop
a program logic model. Key elements of the program logic model are shown in Figure 2.2 below.

Inputs Outputs QOutcomes-Impact
" » Activities Participation ’ Short Term Medium Term Long Term
What we What we do || Whom we What What What
invest Condoct reach? immediate medinm- ultimate
Priorities Staff workshops Wheo needs or short- term or outcomes
Situation Consider: . Deliver to term intermediat are we
Nﬁzn'\'ismn Volunteers services participate, changes do ¢ changes hoping for?
Needs and Values Time Develop or be we expect? do we Quality of life
assets Manpower Money g:i‘g; rea(fhed to Changes in: expect? Sustainability
Tesources > achieve our Action
Symptoms Local dynamics Research base ;&mﬁm goals? Awarenass of change
versus (é;ll;bo;:;om Materials co:;::; cline Enowledze Behavior Social
problem proioes Equipment Facilitate “F'“Ef’s'm Attitudes Practice Economic
i partners i : Decision ’
Stakeholder 1’:::2‘:35 Technology Work with S‘P‘”j:m‘“ Skils o Environmental
engagement Partners media I ey Opinicns g condifions
Sﬂppliﬂ! ‘-'\spi.mions Policies
Motivations Social Action

Figure 2.2: Extension Program Planning Logic Model (Adapted from Taylor-Powell and Henert, 2008;

Suvedi and Kaplowitz, 2016).
2.7 Skills and Competencies Needed in Extension Program Planning

This section provides a broad overview of the skills and competencies that every extension worker
should have to plan an impactful extension program. To plan and conduct extension participatory,
pluralistic, and demand-driven extension programs, extension workers need the ability to:

Essential Competencies of Frontline Agricultural Extension Professionals




Identify stakeholders and engage them in extension programs.
Conduct needs assessments.

Prioritize needs and problems.

Set goals and SMART objectives.

Acquire and allocate resources.

Identify market opportunities.

Design services based on gender analysis.

© N o vk~ W N =

Develop a work plan and calendar of activities.
9. Develop a grant proposal.
2.7.1 Identify Stakeholders and Engage in Extension Programs

|dentifying stakeholders and engaging them in extension programs is regarded as the first step of
program planning and a vital competency tool that the extension professionals should use in the
program planning process. A potential stakeholder of extension is any person or organization that
shares commitment to your program and may be directly or indirectly affected by its outcomes.
Stakeholders can be a valuable source of information. There are many ways to engage with
stakeholders, either through face-to-face informal conversations or through more formal advisory
groups. Agriculture development programs have many important stakeholders - farmers, input
suppliers, credit agencies, education/training providers, marketers, processors and distributors,
agricultural research professionals, and others. To successfully provide education for local people,
extension workers need to coordinate among these stakeholders.

Stakeholders may be categorized as:

a. Primary stakeholders : The people or groups that are directly affected, either positively
or negatively, by either the efforts or the actions of an agency, institution, or organization.

b. Secondarystakeholders:The peopleorgroupsthatareindirectly affected, either positively
or negatively, by the efforts or the actions of an agency, institution, or organization.

c. Key stakeholders : Those who are really important in what the project is trying to deliver
or achieve, e.g., Ministry of Agriculture, research institutions, and donor representatives.

Why Conduct an Analysis of Stakeholders and their Interest?

1.  Diverse ideas : Involving multiple groups brings out more and more diverse ideas than
developing an effort by working with a single organization or a small group of like-minded
people.

2.  Multiple perspectives : Including various perspectives from across groups provides a
holistic picture of how the project will affect the community and highlights potential
pitfalls and assets.

3. Team building : Making all stakeholders an integral part of development process
planning, implementing, and evaluating builds widespread support for the project.
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4. Credibility : Involving and attending to the concerns of all stakeholders establishes your
organization as fair, ethical, and transparent, thus increasing its credibility.

How to Conduct a Stakeholder Analysis?
Rietbergen-McCracken and Narayan (1997) advise following a four-step process to identify and
analyze stakeholders, their multiple interests, their influence, and their participation in a program.
Step 1: Identify Key Stakeholders

° Assess who stands to potentially gain from the program'’s implementation.
Who might be adversely affected?
Are there vulnerable groups whose need must be addressed? If so, identify them.

How are these groups interrelated?

Divide stakeholders into two groups—those who will support and those who will oppose
the program.

Step 2: Examine each Stakeholder’s Interest and Potential Impact of the Project on these
Interests

° What are the stakeholders’ expectations of the project?

° What benefits are likely to accrue to each stakeholder group?

° What resources are the stakeholders able and willing to mobilize and invest?

° Do some of the interests harbored by a stakeholder conflict with project goals?

Step 3: Assess Stakeholder Influence and Importance

Each stakeholder will have some level of power that is, ability to influence others’ actions and
decisions. For each stakeholder or group, assess its:

° Power and status.
° Degree of organization.

° Control of strategic resources.
° Informal influence.

Step 4: Outline a Stakeholder Participation Strategy

Plan stakeholder involvement according to each stakeholder’s interests, importance, and influence.
As program planner, you should ensure that benefits of the program reach each stakeholder or
their group. This will motivate and incentivize stakeholders and show that you appreciate their
participation throughout the extension program or project.

2.7.2 Conduct a Need Assessment

Analyzing a situation is the second step of the program planning process. This could be done
by conducting a need assessment. Thus, it is imperative that extension professionals develop
competency in need assessment.
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What are Needs?

“Need” is a condition marked by a lack of something that is considered a requisite or essential.
“Need” is different from “want” in that “want” indicates a desire for something.

The various kinds of needs are felt needs, ascribed needs, and normative needs. We can classify
felt needs into expressed felt needs (needs felt by people, revealed to and recognized by extension
workers) and unexpressed felt needs (needs felt by people but not revealed or recognized by extension
workers). Ascribed needs are those defined or identified by extension educators who are from
outside the community, and they may or may not be present in the community. Normative needs
are those that experts or extension workers believe people’s needs to be.

What is a Need Assessment?

Need assessment is performed to identify the discrepancy or gap between the community now
and where it wants to be (Witkin and Alschuld, 1995). According to Fear (1988), need assessment is
an environmental monitoring process through which information is obtained that can be used to
design timely, relevant, and reasonable programs.

Importance of a Needs Assessment

A strong needs assessment is crucial to develop objectives and to ascertain learning needs. When
trainings are designed and implemented without farmers’ inputs, recommendations given by the
extension workers may be ignored because they are not relevant to local conditions or useful to the
local farmers.

A good need assessment would identify the gaps that are relevant to farmers and other target
audiences. It helps extension workers to focus on innovations and other programs suitable to and
compatible with the intended audience/beneficiaries.

How to Conduct a Need Assessment?
Suvedi and Kaplowitz (2016) identified five steps to conduct a need assessment:

Step 1. Identify a representative area : To conduct a need assessment, sample a village that is
representative of the section in which a needs assessment is planned.

Step 2. Plan the assessment : Carefully identify who will help with the survey (include farmers,
researchers, extension workers). Visit the field and talk with farmers to learn what farmers perceive
as problems. Visit farmers’ fields to diagnose problems. Ask about the issues that affect their farming
activities, such as production, inputs, and postharvest, marketing, and price issues.

Step 3. Analyze and prioritize problems : Use field observations and input from the discussions with
farmers to assess and prioritize problems.

Step 4. Identify the causes of the problems : Correct solutions depend on correctly identifying the root
causes of the problem. This should be done with the involvement of the farmers.
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Step 5. Develop possible solutions and recommendations with the farmers : Make sure that farmers own
and accept the solutions developed jointly with them. Carefully discuss options with them and see
how possible solutions might or might not be compatible with their systems.

What are the Major Needs Assessment Methods?

The method of needs assessment chosen depends on the type of information needed and whether
information is gathered from an individual or a group. The following are some methods suggested
to carry out needs assessment (Fear, 1998; Carter and Beaulieu, 1992):

1. Nominal Group Process Approach

Purpose: This group dynamic method is designed to facilitate group- or team-based consideration of needs.
It is an idea- generating strategy to gather individuals' ideas in a face-to-face, non- threating situation.

How to implement? a) If many participants are involved, divide the participants into small groups of
six to 20. b) Members of the groups write their ideas on paper individually. ¢) Each person discusses
her/his ideas, and all concerns are listed on a chart/board. d) Each idea is discussed, clarified, and
evaluated by the group. e) Each person assigns priorities by silent ballot. f) Group priorities are
tallied. g) The whole group discusses final group priorities.

2. Key Informant Approach

Purpose: The key informant approach is based on a brief interview or survey conducted by one or
more sponsoring organizations, agencies, or associations, and administered to community residents
identified as “key informants.”

How to implement? a) Compile a list of “key informants” by name. b) Decide how you want to collect
information from these key informants—via questionnaires, interviews, or meetings. c) Construct
a brief questionnaire/interview from which you can obtain data. d) Gather data. e) Organize data.
f) Interpret data. g) Schedule a meeting with key informants. Present the findings of your study to
them. Discuss your interpretations and their interpretations of the data.

3. Social Networking Method

This method brings “state of the field” information to the attention of the extension educator who
will assess needs. Examples are drawing information from census data and secondary sources of
information such as association network and conference presentations.

4. The Delphi Technique

Purpose : It is an idea- generating strategy that does not require face-to-face interaction, although it
can be used in small groups or a workshop setting.

How to implement : a) Develop a questionnaire focusing on identified issues: problems, causes,
solutions, actions. The intent is for each respondent to list ideas regarding the specified issue.
b) Distribute the questionnaire to an appropriate group of respondents. c) Each respondent
independently generates ideas in answering the questions and returns the questionnaires. d)
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Summarize the questionnaires into a feedback report and develop a second questionnaire for
the same respondent group. The second questionnaire should ask respondents to prioritize or
rank input from the first round. e) Distribute feedback summary and second questionnaire. f)
Respondents review feedback report, independently rate priority ideas in second questionnaire,
and return response. g) This process is repeated until general agreement is reached on problems,
causes, solutions, and actions. h) A final summary and feedback report is prepared.

5. Participatory Rapid Rural Appraisal (PRRA)

Purpose : Participatory rapid rural appraisal (PRRA) is a popular needs assessment technique that
involves a group of people investigating a situation or geographic region. It can use multiple data
collection techniques to gather and analyze information in a limited but intense period of time
(Andrews and Vlasin, 2000). It can also be used periodically to evaluate the status of situations and
identify potential changes for improved performance. Though it is titled “rural” appraisal, it could be
used in any geographic area.

How to implement : The basic PRRA involves an intense period (three to five days) of group
investigation, analysis, and interpretation of a situation. A generic format includes the creation of
a team; the setting of goals and procedures; systematic data collection, mostly through personal
interviews; continuous group interpretation and analysis; hypothesis formation and the search to
confirm or dispute the evolving conclusions; and a final pulling together of impressions and the
writing of recommendations.

6. Community Forums

Purpose : A community forum is one or more open public meetings designed to encourage a broad
base of citizen input. It can be a routine part of community life -- such as a “town meeting” or “the
circle of elders” that meet often to deal with all aspects of the community (Andrews and Vlasin,
2000). It could also be organized by a public body such as the community governance board, or it
may be organized by any organization to solicit input for specific purposes.

How to implement : The most important step in conducting a community forum is the
careful consideration of what is to be accomplished and why. Once purposes and goals are
clearly identified, the planning, implementation, and evaluation phases can be undertaken.
Most organizations set up a steering committee based on the relevant power structure of
the community. The procedures for how the forum will inform the audience and receive
input should be carefully crafted. Clear presentations of the purposes of the forum and the
underlying facts involved with the topic are needed to avoid misunderstandings and conflict. A
tightly structured format for receiving inputs from the audience helps to maximize constructive
participation. Both written and verbal feedback might be considered, and input before or
after the event might be desired. Community members should be informed and should be
invited to participate. During their participation, it is important to carefully record, summarize,
and report comments. Once decisions are made or organizational plans decided, a media
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announcement or personal letter/message might be sent out to thank those who participated
and to bring closure to the process.

7. Survey Method

The survey method is useful in generating ad hoc information about a population. Mail, telephone,
and internet surveys are popular in developed countries. Personal interviews, group administered
and key informant surveys are frequently used in developing countries. The program evaluation
section of this manual provides a brief description of survey methods.

8. Social Indicator Method

The social indicator method refers to the compilation and use of existing information (from secondary
sources) to measure needs. Census information, newspaper reports/polls on community issues, and
crime information data provided by service agencies are examples of social indicators.

2.7.3 Prioritize Needs and Problems

Prioritizing is a process of ascribing value or importance to each item and then putting them in
descending or ascending order of importance. To begin, the facilitator should determine if one sort
or more than one sort is needed. An elimination process might be required for lists of more than 12
to 15 items. Prioritizing should be done by a group of participants, not the facilitator only. Figure 3
shows the four scenarios for priority setting and recommendations for practice.

According to Sork (1979), two factors should be considered when setting priorities:
1) The Importance of the Need
This could be determined by the following factors:

° Mission relatedness—Is the need identified a good “fit” to the mandate of your
organization?
° Urgency—Does the need identified call for immediate action?

° The size of the gap—Is the discrepancy between what is there now and where we want to
be large or small?

° The number of people affected-- How many people have identified the need? Some needs,
if addressed well, may benefit many people; others serve a limited number of families.

2) The Feasibility of Meeting the Need
According to Oakley and Garforth (1997), feasibility could be determined by the following factors:

° Acceptability—The community’s willingness to make the changes needed to move from
the present state to the more valued or preferred state.

° Resources required—Time, money, staff, and leadership expertise required to meet the need.

° Forces of change—What is the balance of forces working for and against the proposed
change? If strong opposition exists, it is prudent to wait until greater support comes
through.
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° Perception of the feasibility—How do community people and stakeholders view the
possibility of success?

4 ) 4 )
High need, low High need,
feasibility (Scope high feasibility
for project (Priority
proposal) Program)

Low need, Lovy (lc?ed, high
Low feasibility feasibility (Adopt
(Abandon) for appeasement
reasons)
- J - )

Figure 2.3: Priority Setting of Needs (Adapted from Suvedi and Kaplowitz, 2016).
Various Methods of Prioritizing Needs

According to Suvedi and Kaplowitz (2016), the following are some methods of prioritizing needs:

1. Casting Straws or Votes
° Each member gets five straws, representing five votes.

° Each member is asked to distribute the straws (votes) among the items listed. One can
place all five straws on one item or distribute them among two or more items.

° Each person indicates his/her vote by marking the item (usually listed on a flipchart,
blackboard, or transparency) with a stroke or dot (whatever is directed).

° The items receiving the top number of votes (symbolized by straws or strokes or dots) are
selected as those with the highest priority.

2. Greatest Hits
° Present the total list of items to each member with the instruction to divide the list into
three parts those with highest priority (importance, urgency, or value), moderate priority,
and low priority.
° Each person makes his or her selection by placing a number or colored sticky dot on each
list item.
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° A tally is taken. Items in the top third of the list— those chosen most often as highest
priority are identified and listed separately.

° A second discussion can follow to determine whether items with just a few “highest
priority” votes will be included. How many items are are considered to be sufficient based
on availability of resources?

3. Secret Ballot
° Number all items on the list.

° Each participant indicates his/her preference by writing the number of his/her preferred
item secretly on a piece of paper.

° Tabulate the results of the secret ballot.

The secret ballot offers opportunity to freely express opinion about local needs without fear or
hesitation in the presence of local leaders or senior officials. Often, people tend to go with the views
of village chiefs or their supervisors.

2.7.4 Ability to Set Goals and Develop SMART Objectives

Once the needs and problems of the farmers have been identified through involvement
of stakeholders and a robust need assessment, they should be stated in terms of goals and
objectives of the extension program. Therefore, the third step of extension program planning
is setting out goals and objectives. This is an essential competency that extension professionals
should master.

A goal is like an objective that a person or a system plans or intends to achieve. So, goals and
objectives are similar, except that objectives are more specific. Objectives state the changes in the
situation or in people’s behaviors that the extension program aims to bring about. The objectives
may be long-term as well as short-term and must be stated clearly.

Programgoals are broad and general. Onthe other hand, program objectives are specific, measurable,
achievable with the resources we have, and relevant or clearly linked to the desired result. Further,
program objectives are stated so it is clear when they will be achieved.

Example: To solve the reasons for low milk production, the objectives for a two-year extension
program could be:

a.  To conduct quarterly farmers' training on feeding, breeding, health care, and management
practices.

b.  To conduct deworming and vaccination camps every month.
c.  Todemonstrate fodder production technology at individual or community level.

d. To fix remunerative price for milk to encourage dairy farming.
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2.7.5 Acquire and Allocate Resources

The fourth step of the program planning process is to prepare the resource inventory. This involves
acquiring and allocating the resources needed to conduct the extension program successfully.

What is Resource Mobilization?

“Resource mobilization” refers to pooling resources from various sources and using them on the
programs and beneficiaries that need them the most.

According to Suvedi and Kaplowitz (2016):

Mobilizing resources fosters coordination with stakeholders and helps establish trust
with clients.

It may lead to synergy, efficiency, and effectiveness in programs, resulting in success and
sustainability.

It provides a plan with a timeline, intended results, activities to be done, and resource
partners, and it outlines their share in the targeted program in supporting or benefitting
from it.

It helps allocate resources where they are needed the most.

It prevents a piecemeal approach and minimizes resources duplication.

According to Swanson and Rajalahti (2010), there are three stages in resources mobilization:

Stage 1: Preparation

Identify all major organizations that provide agricultural extension services and identify
their basic features.

Examine the clientele being served: farmers, lead farmers, their numbers, genders; and
the providers, their areas of expertise, and the extension methods they use.

Prepare a human resources profile of your area: technicians and experts within your
office network, in research and educational centers—their number, their expertise,
genders, and time that each can devote to various tasks.

Determine the sources, allocation, and sustainability of financial resources. Determine
how much can be utilized for the program.

Assess organizational resources and support services: physical facilities, vehicles, ICTs.

Stage 2: Allocation

Engage education and research teams from government departments or universities
with lead farmers to assess human resources requirements. They can contribute toward
training and demonstrations of innovations. Seek their participation.

Find out who can contribute monetary resources and how much. Both human and
monetary resources contributions create feelings of ownership of the program, which
have proved to be beneficial in the long term.
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° Negotiate for more resources where required, and try to cover as much as possible of the
project cycle.

° Institutional development: the aim should be organizing farmers into groups—self-
help groups and cooperatives, etc.—to build social capital that will work as an asset
for all.

° Promote a participatory and pluralistic approach in extension services: engage yourself
and stakeholders in sharing information, experience, and knowledge to promote the
innovation.

Stage 3: Formalization

° Once an arrangement is made among the various stakeholders, write down details for

transparency and accountability reasons.

Once the resource mobilization is done, we can develop the working plan. The working plan includes
the technical content, who should do what, and the time limit within which the work will be completed.
The plan of work may be seasonal, short-term, annual, or long-term.

Example: For a dairy cow development program -- prepare the following schedule of extension
activities and print and distribute it to all concerned related to the above objectives.

° Every day, morning, afternoon, and evening - artificial insemination to be conducted.
° Deworming and vaccination campaign on every third Saturday.

° Persuading at least five progressive dairy farmers in five selected villages to cultivate
improved fodder varieties on a pilot basis.

° Encouraging cultivation of forage crops and fodder trees, such as Subabul on the border
of the farm or on bunds of the fields of all farmers.

° Conducting monthly short-term training programs of one to two days for farmers on
improved dairy cow management practices.

2.7.6 Identify Market Opportunities

Markets are a driving force for change. They determine the demand for and supply of commodities
and services. Extension programs are effective when they link farmers to markets and help them
understand market opportunities.

How to Develop Market driven Extension?
Suvedi and Kaplowitz (2016) explain how we could develop a market-driven extension program.

Collection of Data: Extension workers should collect data on what others in the project area as well
as in nearby areas are growing. Efforts should include observation for shifts in cropping patterns.
Extension workers also need to be on top of information concerning market demand and supply to
be able to properly support and assess decisions proposed by the farmers.

Information Dissemination: The market information collected by extension workers should be
shared with farmers so they can make good management decisions. For instance, suppose onion
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prices were high this year. That does not mean they will be high next year. In fact, high prices one
year often lead to overproduction the following year. When the supply exceeds demand, the prices
that farmers receive fall. An extension worker who understands such trends can advise farmers
about the risks of growing large areas of onions the following year to protect them from low market
prices.

Learn Value Chain Phases: Farmers produce crops for markets that in many ways are connected
to markets that feed people located far away, even on a different continent. It is thus imperative to
understand all parts of the food supply system.

Input Supply: Use of new inputs such as seeds and pesticides for growing crops. In addition to
knowing what inputs are best, extension service providers need to be aware of the impact of prices
and encourage collaboration between farmers and input suppliers to promote quality assurance.

Production: In addition to knowing the best technologies and production systems, extension service
providers need to understand the concept of profitability and be alert to opportunities for achieving
economies of scale through growth strategies (i.e., capacity expansion, replication, and modernization).
Producing goods and services for big companies on contract has also proved to be lucrative in some
cases, and extension workers can help negotiate the terms between farmer and company.

Marketing: Extension workers need to be alerted to changes in the marketplace and theirimpact on
production systems and postharvest operations.

Profit: Extension service providers need to be conscious of the factors that influence the profitability
of a farm business and alert to opportunities to diversify, supply farm produce at a lower price,
expand the size of the business, add value to the enterprise, and differentiate the product through
value addition.

2.7.7 Design Extension Services Based on Gender Analysis

“Gender analysis” is defined as “the systematic gathering and analysis of information on gender
differences and social relations to identify and understand the different roles, divisions of labor,
resources, constraints, needs, opportunities, and interests of various groups, including men and
women, girls and boys, and transgendered persons, in a given context” (Manfre et al., 2013).
The objective of a gender analysis in the agricultural extension context is to clarify how gender
roles and relations create opportunities for and/or remove obstacles to achieving development
objectives.

Harvard Analytical Framework

The Harvard Analytical Framework, or the Gender Roles Framework, is a simple and practical toolset
to identify the types and amounts of work men and women do in a household, farm, or community
(Ludgate, 2016; March et al., 1999). It helps to document the differences in the gendered access
and control of resources, such as land, water, seeds, or extension information, and benefits. This
information can be used by extension agents to identify areas where there is opportunity to change
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gender roles and tailor programs to meet the specific needs and interests of farmers or other
community members, especially women.

Data Collection for the Harvard Analytical Framework

The data is gathered through three interrelated tools: an activity profile, an access and control
profile, and a list of influencing factors. Each tool contains a series of checklists of key questions
every extension agent can use.

1. The Activity Profile

Inquiries are based on who does what for all relevant farm, home, and community tasks:
° Who does what?
° When?
° Where?

2. The Access and Control Profile

This clarifies and documents who has access to resources and who controls their use in relation to
the tasks identified in the activity profile:

° Who has access to and control over resources (for example, land, labor, extension
services)?

° Who has access to and control over benefits (education or health services)?
3. Influencing Factors
This identifies factors that shape differences between men and women:

° What are political, economic, or cultural factors affecting the gender differences identified
in the above two profiles?

° What are the past and present influences?

° What are the opportunities and constraints?

Analyzing Data
Once all data have been collected, extension agents can analyze data using the following steps:
Step 1: Analyze activity profile data by identifying which activities are done by which sex.

Step 2 : Analyze data from the access and control profile by identifying all the relevant resources
available for that activity.

Step 3: Using data on influencing factors to identify what factors lie behind the pattern of activities
and access and control situations.

Step 4 : Think about what you could do to make changes and be more inclusive in extension
programming of women and other underserved populations.

(See Ludgate, 2016,and March etal., 1999, for moreinformation on the Harvard Analytical Framework)
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2.7.8 Developing a Work Plan and Calendar of Work/Activities
A work plan is a detailed outline of activities and processes and a timeline for extension workers to

follow to attain the stipulated extension goals.

After developing the work plan, it is also necessary to develop calendar of work/activities. Calendar
of work is a plan of work arranged chronologically, according to the time when each step of work is
to be done. It is a time schedule of work.

Importance of the Work Plan

° Delineates activities (what), the methods (how), the person or organizations responsible
and the target groups (who), and the time (when) and place (where) that activities of the
program/project will be conducted.

Helps people keep track of their programs, activities, and progress.
Helps determine the resources necessary for the programs.
Increases accountability and transparency in extension work.

Motivates staff members and helps increase stakeholder participation.

Allows new staff members to follow the work plan and take on the tasks with ease.
Steps in Writing a Work Plan

° Identify the purpose for the work plan or the purpose of the project/program and the
length of the project or program.

° Write an introduction that emphasizes why the project/program is needed.

° List the goal(s) and objectives. Follow the SMART principle discussed above when setting

objectives.

° List or spell out the resources required to complete the project (human, financial, physical,
time, etc.).

° Identify constraints or threats to successful completion of the program.

° Spell out who is accountable for completing each task.
° Schedule responsibilities for at least each review period.
2.7.9 Develop a Grant Proposal
Once the work plan is designed, you can put the work plan into a complete written document or a

grant proposal.

A grant proposal is a document explaining a problem or local need, the reasons for those problems

or needs, and how these can be addressed through a special project supported with funding from
outside your extension organization. Refer to Box 2.2 for the sections that need to be included in a grant
proposal.
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Box 2.2: Sections of a Grant Proposal
Title page
e Include project title, name of the applicant(s), name of the agency submitted to, signature,

typed name(s) and title(s) of authorized person(s) approving submission, and date of
application.

Project description

e Synopsis of the project objectives, procedures, and evaluation. Put the essence of the project
in approximately 250 words.

e Remember: this may be the only part in the body of the proposal that reviewers read.
Introduction
e State why this problem needs to be addressed, giving the context of time and place.

e Provide references to research, statistics, previous projects, or other documentation to
support the need for the project.

e Write carefully why the project is important.
Objectives
e State the proposed goal and outcomes of the project in clear and measurable terms.

e FEach objective is usually related to a need identified in the introduction section, activities in
the methodology section, and activities in the evaluation section.

e Keep it clear and brief.
Methodology

e Describe why the proposed method is more useful than others, and describe the chosen
method in detail.

e Describe specific activities and action steps that will be used to achieve the objectives
Monitoring and evaluation

e Provide details on how the organization and the funding source will determine whether the
project has accomplished its objectives.

e List the type(s) of evaluation information to be collected, how it will be analyzed, and a plan
for its dissemination and use.

e Strengthen this section by providing evaluation criteria for each objective.

e Since the 1990s, evaluation has become integral to a project, so be sure incorporate it.

Sustainability

e Discuss how the project will be sustained beyond the project time period and benefit the
community over the long term.
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Budget
e State the proposed projects costs in a table.
e Carefully document every item in detail.

e Divide costsinto stock and flow items. Stocks are one-time expenses; flow items are repeated
and varying expenses.

® Request as much money as you need to complete the project adequately (asking for too little
money can be as bad as asking for too much).

Cover letter

e Along with the proposal, it is also necessary to send a cover letter on the applicants’
organization letterhead.

2.8 Conclusions

Program planning is a prerequisite for any kind of extension activity to ensure what is to be done
and why, identify actions to be taken, allocate resources to achieve goals, ensure continuity of
the EASs, and accomplish program objectives in a cost-effective and time-effective manner. This
chapter has described the key skills and competencies needed in extension program planning with
focus on the basic concepts, objectives, types, and principles of program planning, the phases
in extension program planning process -- i.e., identifying and engaging stakeholders in planning,
conducting a situation / need analysis, prioritizing needs and problems, developing program goals
and objectives, and preparing a resource inventory, selecting educational methods and materials,
designing extension services based on gender analysis, developing a work plan and calendar of
work/activities, and developing a grant proposal.

2.9 Self-Assessment Exercises
1. Write the essential program planning skills and competencies.
2. Define the following terms:

a)  Program planning

b) Plan

Q) Extension program
d) Situation

e) Aim

f) Goal

g)  Objectives

h)  Problem

i) Solution

j) Calendar of work
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3.  Differentiate between the following:

a)  Program and project

b)  Goal and objectives

c)  Developmental, institutional, and informational programs

d) Reactive and proactive extension programs

e)  Primary and secondary stakeholders

List the objectives of program planning.

What are the basic principles that make programs different from one anothers?
Discuss the steps in extension program planning process with suitable examples.

Why conduct an analysis of stakeholders and their interests? lllustrate with an example.

© N o U A

How to conduct a need assessment? lllustrate with an example.

9.  Why prioritize needs and problems? Describe various methods of prioritizing needs.

10. How to design extension services based on gender analysis? Demonstrate with an example.
11. Describe the major sections of an extension program grant proposal.

12. Visit the webpage of any developmental department. Study any latest extension program and
write briefly about its aim, objective, goal, problem and solution.
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CHAPTER -3

Program Implementation in Extension: Skills and
Competencies

Charity Chanza'

1. Senior Lecturer and Head, Extension Department, Bunda College, Lilongwe University of Agriculture and Natural
Resources, Malawi.

3.0 Learning Outcomes
* Explain the concept of extension program implementation skills and competencies.
* Analyze the roles of stakeholders in program implementation.
* Describe the procedure for selecting local leaders in program implementation.
* Discuss the constraints in program implementation and propose solutions.

* Demonstrate knowledge and skills to build the environment and conduct the procedures
in program implementation.

3.1 Introduction

In Chapter 2, we discussed the steps involved in the program planning process. After the program
has been prudently planned, with the needs determined and priorities organized, the next major
step is that of implementing the program (Figure 3.1). Program execution involves putting the plan
of work into action in the community. Program implementation may be considered as a process by
which a series of proposed activities is done in a planned manner to accomplish set objectives. A
program is typically executed through a sequence of clearly defined projects, all of which are putinto
action for implementation.

Essential program implementation skills and competencies are listed in Box 3.1.

Box 3.1: Extension Program Implementation Skills and Competencies

The extension worker is responsible for effective program execution. To be effective, s/he should
be able to:

e (Coordinate local extension programs and activities.

e Demonstrate teamwork skills to achieve extension results.

e Form farmers’ groups and support them.
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® Engage local stakeholders (e.g., NGOs, SHGs, cooperatives) in implementing extension
programs.

e Demonstrate negotiation skills to reach consensus and resolve conflicts.
e Follow participatory decision making in extension work.
e Delegate responsibilities to staff as needed.

® Engage minority groups (e.g., female farmers and youth development groups) in extension
work.

® [ntegrate private or public-private partnerships in extension service provision.

Source: Suvedi et al., 2023

Stage 1

Development of linkages
with the public

Stage 6 Stage 2
Evaluation Situational analysis

Stage 5 Stage 3

Program implementation Priority setting

Stage 4
Program design

Figure 3.1: Stages in Program Cycle

Program implementation is the longest stage of program planning and usually demands most energy,
effort, and resources. When the plan is ready for implementation, all possible efforts need to be
made to execute the plan according to the timetable. Program implementation involves participation
of stakeholders such as local leaders, local bodies such as schools, cooperatives, and organizations
such as farmer clubs, youth clubs, voluntary organizations, NGOs, and other extension agencies.
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Program designs that are meticulously thought-out offer information about course of action and a
schedule or series of schedules of these action steps. The advantages of clarifying action steps are that:

° It becomes easier for the implementing group to pick out team members who will carry
out each activity.

° Resource needs become clear, leading to an identification of what can be locally sourced
by the community and what must be marshalled from outside.

3.2 Ground Preparation for Program Implementation

To ensure successful program implementation in a community, it is essential to establish
an appropriate environment for program execution ahead of time. Building an exciting and
enthusiastic setting in the community where the program is to be implemented will produce a
shared understanding between the minds of individuals, leading to a relationship of mutual trust
and respect which will be helpful in executing the program. Environment building for program
implementation is an effective strategy that facilitates participation of people in the program and
encourages teamwork spirit.

3.2.1 Methods for Ground Preparation
To prepare the ground for program implementation, the following activities should be undertaken:
a) Publicize the program through mass media, publications, and individual and mass
contacts to create awareness and interest among the people.

b)  Communicate with the clients through use of simple and local language and nonverbal
communication techniques to promote participation.

c¢)  Conduct one or two demonstrations for a technique to be disseminated so that people
realize its profitability, usefulness, and production potential. This will help to build interest
to participate in the program.

d) Communicate about the positive and key features of the program in advance to build
interest and increase participation. An example would be a subsidy on inputs.

e)  Supply printed literature, pictorial instructional booklets, and self-explanatory material
among the community members.

f) Conduct puppet, video, and drama shows.

g)  Verify understanding of the target group.

h)  Conduct exercises or games before starting program implementation.

i) To create a positive and interesting environment for launching the new program, get
everyone involved from the beginning and help people get acquainted and understand
the purpose of the event. For maximum participation of people in the program to be
executed, the environment building sessions should be planned in a simple manner with
specific objectives and should be comfortable for everyone involved. This technique of
conducting games and exercises is useful in environment building as:
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Participants come from different backgrounds.
People need to familiarize with each other quickly to work towards the objectives.

The team of workers and community members is newly formed.

The aspects of the program to be implemented are either new or unfamiliar to
many people involved.

Some examples of games or exercises for environment building include:

Introductory sessions: These are used to acquaint the participants with one another
and ease them into conversation.

The little-known fact: The participants are asked to share their name, occupation,
interests, and one little known fact about themselves. This little-known fact helps to break
down differences in future interactions.

True or false: The participants introduce themselves and make three or four statements
about themselves, one of which is false. The rest of the group tries to find out the false
fact, and this helps to start interaction within the group.

Interviews: The participants are divided into groups of two each. Each person interviews
his or her partner for a set time while paired up. When the time is over, each person
introduces their interviewee to the rest of the group.

Problem solvers: The participants work in small groups on a very simple problem
allotted to them for a fixed time. Once the group has analyzed the problem and identified
solutions, each group then presents its analysis and solutions to the wider group. The
idea of this exercise is not to solve a real problem but to “warm up” the group for further
interaction or problem solving later in the event. The group members also learn about
one another’s styles of problem solving and interaction.

Team- building exercises: These are used to bring together individuals to work cohesively
towards the goals or plans. Participants discuss their hopes, fears and expectations for
the program to be implemented.

Burning questions: Such an exercise gives each person the opportunity to ask key
guestions they hope to be covered in the program to be executed.

3.2.2 Impact of Ground Preparation

Ground setting for program execution helps to:

a)
b)
<)
d)
e)

f)

Create a positive and favorable group atmosphere.
Help people to be at ease.

Remove social barriers.

Motivate and invigorate.

Familiarize people with one another.

Build teams.
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3.3 Procedures in Program Implementation
3.3.1 Steps in Program Implementation
The three essential steps in program implementation are:
° Giving wide publicity to the program.
° Drawing up a plan of action.
° Monitoring the program during execution.
(i) Giving wide publicity to the program
A plan of action should be clear, simple, and easily comprehensible by the people so that they

understand how the program will benefit them, and program execution can successfully take place.
The publicity of the program can be done through:

Distribution of printed materials such as pamphlets and folders in local languages.
Announcements and promotions through media such as radio and television.

Describing the program to the communities at general meetings.

Explaining the program and discussingitin village meetings, cooperative society meetings,
youth club meetings, and other group gatherings.

(ii) Drawing up a plan of action

Avery crucial step in program implementation is drawing up an elaborate and systematic plan
of action to execute the program. A plan of action itemizes in detail what is to be done, when,
how, where, why, and by whom. It should also state the roles of various people, organizations,
and institutions, and the schedule of tasks. A plan of action organized for a specific duration
of time should be flexible enough to accommodate changing conditions, however. The plan
of work is very important for setting the program into action -- i.e., moving it from paper to
actual operation so that at the end of the year, targets are achieved. It should contain the
following:

A well-developed plan for physical work: A well-thought out estimate of physical requirements
of supplies, equipment and implements, labor, power, credit, and managerial and technical staff
required is the basis for successful implementation.

Time plan: A time plan needs to be prepared indicating the date, the time, and the resources
required for the activities to be conducted by each staff member.

Resource plan: One of the most important aspects of planning is assessing available resources
needed and planning to mobilize those resources or assets. Instead of simply asking, “How much
money do | have to spend?”, begin by asking a series of questions: “What do | need to get the job
done, what are the local assets to get the job done, what are the external resources | need to tap
into (e.g., university as well as other external resources), and how can | mobilize those to enhance
Extension’s efforts?”
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Not utilizing all available resources in an appropriate manner results in ineffective programs that do
not produce desired outcomes. Spending big money on poorly thought-out materials such as flashy,
glitzy handouts or videos without any substantive educational value or information not pertinent to
the audience will not produce desired results, will reflect poorly on you as a professional, and will
portray the organization as wasteful.

Resources include people, places, knowledge, and things that can be mobilized to make a program
produce the desired outcomes. Available resources vary from community to community. Do not
underestimate a community’s ability to promote change by tapping into its own resources.

Equipment order plan: A list of equipment and other items to be purchased should be prepared
and orders placed accordingly so that they are available for use during implementation. In other
words, synchronize the purchase plan and the implementation plan.

Establish inter-linkages with other agencies, organizations and groups. Extension professionals
engage in many levels of relationships: networking, cooperation, coordination, coalition, and
collaboration. Table 3.1 illustrates the differences in the purpose and degree of commitment of each
level in working together. As you see, many of the networks are casual, providing resources with very
little personal commitment, whereas collaboration is a long-term commitment with shared visions
and the development of interdependent systems to address issues and needs.

Program implementation often involves creating linkages with other individuals, organizations, or
agencies to address the identified need more effectively and efficiently.

Table 3.1: Community Linkages -- Choices and Decisions

Level Purpose Structure Process
Networking + Dialog and common |+ Loose/flexible link * Low -key leadership
understanding * Roles loosely defined * Minimal decision
» Clearinghouse for  |. Community action is making
information primary link among « Little conflict
+ Create base of members « Informal
support communication
Cooperation/ |+ Match needs + Central body of people |+ Facilitative leaders
Alliance and provide as communication hub | . Complex decision
coordination - Semi-formal links making
* Limit duplication of |. Roles somewhat defined |+ Some conflict
services * Links are advisory + Formal
* Ensure tasks are « Group leverages/ raises communications
done money within the central
group
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Coordination /
Partnership

Share resources to
address common
issues

Merge resource
base to create
something new

Central body of people
consists of decision
makers

Roles defined
Links formalized

Group develops new
resources and joint
budget

Autonomous
leadership but focus in
on issue

Group decision
making in central and
subgroups
Communication is
frequent and clear

Coalition

Share ideas and
be willing to pull
resources from
existing systems
Develop
commitment for a
minimum of three
years

All members involved in
decision making

Roles and time defined

Links formal with written
agreement

Group develops new
resources and joint
budget

Shared leadership

Decision making
formal with all
members

Communication
is common and
prioritized

Collaboration

Accomplish shared
vision and impact
benchmarks

Build
interdependent
system to address
issues and
opportunities

Consensus used in
shared decision making
Roles, time, and
evaluation formalized
Links are formal

and written in work
assignments

Leadership high, trust
level high, productivity
high

Ideas and decisions
equally shared

Highly developed
communication

Source: Community Based Collaborations-Wellness Multiplied 1994, Teresa Hogue, Oregon Center

for Community Leadership

Roles of persons involved in program execution should be clearly specified: It is the community
members who make the change and implement the program. Extension workers, particularly the
frontline extension workers, are in place to inspire and advise the community members to act.

Extension methods used should be specific: To assist rural people to implement their programs
successfully and facilitate them in adopting the desired changes, extension workers need to know
and use effective extension methods. For this purpose, s/he needs to have accurate appreciation of:

° The knowledge and skills required for their effective use.

° Knowledge of people’s attitudes, needs, values, and aspirations.
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Factors to be considered in selecting extension methods

Essentially, the individual contact methods provide the most direct opportunities for influencing
people effectively. All the other methods of group and mass procedures are attenuations or
compromises made to reach more people, teach them more often, and keep down the cost per
contact. Therefore, extension workers should select appropriate methods and use them in suitable
combinations and proper sequence so the intended recipients of information receive it in a variety
of ways appropriate to their individual differences. For example, people with little or no education
and low income may respond to personal visits and result demonstration while people with better
education may respond to group meetings and discussion, exhibitions, and written materials. Other
factors affecting choice of teaching method include:

a) Size of audience:

° Group discussion cannot be used effectively for more than 30 participants.

° Method demonstration can be used for relatively small audience.

° Lecture can be used for large audience.
b) The teaching objective:

° Type of change intended -- i.e., is it thinking/ attitude/ action?

° Is the aim to arrive at consensus of opinion? This will require group discussion.
c) The subject matter:

The content that is taught may be reasonably simple or particularly complex. It may be familiar or
unusual. The change desired may involve a new skill or a new idea. When the new practice is similar
to those already being followed, news stories, radio, and newsletters will be effective; complex or
strange practices will require face- to- face contacts and written materials. In the early stage of
development of an extension program in an area, result demonstration, farm and home visits, and
method demonstrations will be expedient. For teaching manual skills, method demonstration is
useful; to promote critical thinking, discussion and meeting are useful. For public acceptance of a
practice or program, support of a local leader is useful.

d) Stage of development of extension program
In the initial stages of extension, result demonstration is necessary to gain confidence.
e) Size of extension staff

In relation to the extension clientele, the bigger the number of extension workers, the greater the
opportunity for use of the direct or personal contact method.

f) The availability of certain communication media
The availability of certain communication media promotes their use -- e.g., newspapers, telephone, radio.
g) The relative cost of the method

The amount to be expended on an extension teaching method may positively or negatively influence
the selection of the method.
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h) An extension worker’s familiarity
Knowledge of and acquaintance with a given extension method influences the extension worker’s
decision to choose and use the method.
Some of the extension methods that can be used for program implementation include:
° Listening and observing: Workers should listen patiently and with an open mind to the
experiences and realities of the rural people and advise them accordingly.

° Systematic discussions: Talking with community members as individuals or in groups
can help Extension workers find out about the community’s problems and their possible
solutions.

° Demonstrations: Appropriate demonstrations planned for recommended technologies
help people observe the advantages of the changed practices.

° Group approach: Extension workers trained in methods of working with groups -- such
as talking, organizing group discussions, role playing, seminars, panel discussions, and
others—can use these methods during program implementation.

° Other methods: These include campaigns, shows and fairs, competitions, use of audio-
visual aids, special maps, and many more.

As a guide in the selection of extension methods, Van Den Ban and Hawkins (1985) provide a set of
criteria to judge whether a method is well-chosen:

° Is the chosen method adapted to whether we wish to change knowledge, skills, attitude,
or behavior?

° Are the educational activities clearly specified so that we know what the farmer will see,
hear, discuss, and carry out?

° Are the different methods integrated in such a way that they reinforce each other?
° Does the planned time scale make it possible to carry out all of these activities well?

° When choosing learning activities, has the extension worker adequately considered the
needs, skills, and means of the target group?

Combination of extension methods

As the number of methods of exposure to the extension information increases, the number of
farmers changing the behavior increases.

Using the methods in proper sequence
Our extension plans of work must include methods that:
° Enable our farmers to see, hear, and do the things to be learned.

° Enable us to reach a large number of people.

° Create confidence in the audience.
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iii. Monitoring the program during execution

Monitoring an ongoing program provides evidence for effecting changes in teaching methods and
other extension procedures being used. Monitoring must be done with reference to the objectives
set for the program.
a) The aspects which need considerable monitoring in a program include:

° Number of meetings held (e.g., cooperative societies and community leaders).

° Number of people who attended the meetings and number of times the same person
attended the meetings.

° Number of implements bought and number of times they have been used to accomplish
the objectives.

° Spontaneous actions taken by the community members -- e.g., the number of practices
adopted by the community members without frequent pressure from the extension
workers and which have become a normal routine of the community.

b) Advantages of monitoring a program

Monitoring the above-mentioned aspects will reveal the extent to which the community members
have successfully gone through the education and training process and made changes. Systematic
monitoring also offers information about the effectiveness of the various methods used, which will
help the community members and extension workers to improve their current methods and persuade
them to use the methods in solving their problems. Monitoring also provides a source of satisfaction
both to the community members and the extension workers because it brings a sense of achievement.
3.3.2 Who Implements the Program?

Depending on the structure of the extension organization, implementation of the program is
predominantly the responsibility of the district development officer or any extension officer who is
concerned with the management of the program after it has been finalized through various stages.
This requires effective delegation of authority, function, and services given to other staff members.
Successful delegation requires:

i. A good basic organization.

i.  Courage on the part of the administrator.

iii.  Faith in the associates.

iv.  Giving responsibility to each staff member.

v.  Aclear understanding of the authority delegated.

vi.  Avoiding conflicting or overlapping delegation.

vii.  Awareness of the delegation by all staff members concerned.

Along with extension staff, local leaders, local bodies, and various other organizations also play a
role in program implementation. They should all be trained and participate in work which they are
interested in. Regular staff meetings should be carried out to discuss:
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Immediate plans for the future.

Demonstrations to be conducted.

Priorities of the work.

Persons to be on tour for a particular period.

Inspections made for the work in progress.

Other supplies/materials needed for carrying out the work.
Equipment and cooperation needed from other departments.

Method of doing the assigned jobs in the best way.

3.4 Role of Local Leaders in Program Implementation

Local leaders are the people that the community members choose to play a key role in program
implementation. The program benefits when community members have confidence and respect for
their local leaders instead of fear and hatred. What their respected leaders say and do have more

relevance to the community members than what outsiders, including the extension workers, might
say and do. Accordingly, extension workers must be well-trained in identifying the village leaders
and work with them so that the program gets executed as planned.

3.4.1 Procedure for Selecting Local Leaders

When selecting local leaders for program implementation, extension workers must be able to explain

the kind of work that the leaders will have to perform and the type of person needed for it. There is
no specific means of selecting leaders, but the following ways can be taken into consideration:

Vi.

Vii.

Extension workers can ask local people or specifically the village headman, schoolteacher,
or doctor to suggest persons who can likely become successful leaders in executing the
program.

A questionnaire method can be used by the extension workers in selection of leaders.
Elections can be conducted at a public meeting.
Keen observations by the extension workers would help to identify potential local leaders.

Through discussions on any topic, the person with sound knowledge and ability may be
identified and can emerge as a valuable leader.

Likewise, in a workshop setting where a large group breaks up into smaller units and
each unit needs a leader, the people who take the responsibilities for those groups may
be well-suited for a larger leadership role.

Senior people of the community who have a lot of past experiences can be accepted as
local leaders.

A good leader needs to have the five I's of leadership:

Initiative: Enthusiasm, confidence, and foresight needed to lead the way.

Intellect: To see the real cause of a problem and find a satisfactory solution.
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Industry: Energy, labor, hard work, and an unselfish desire to work for others.
Influence: The decisiveness and ability to persuade and teach others to follow his example.

Integrity: The power to createtrustin hisleadership through his/her sense of responsibility,
good moral character, and honesty

3.4.2 Classification and Role of Local Leaders

Village leaders may be classified as local leaders, organization leaders, or project or teaching leaders.
Each has certain roles to perform:

Local leaders

Local leaders contribute in the following ways:

Organize local groups.
Teach their neighbors and friends, thereby helping in the work of extension workers.

Serve as a source of information and technical knowledge to people so that extension
work can continue in the absence of the extension worker.

Help in improving economic and social living conditions of rural people.

Act as a liaison between the extension worker and the people, passing on the teaching
and trainings that they receive to the rural people.

Help the people to get recognition from extension workers or senior government officials for
what they are doing. The villager leaders should be informed from time to time how much their
work has contributed to the success of the project and rewarded or recognized through:

o} A home visit by the extension worker.

o} Publication of a story of success in local newspapers.
o} A certificate presented at a public ceremony.

o} A badge to wear which identifies them as leaders.

Help the villagers in identifying the needs of people -- i.e., listing out their felt and unfelt
needs.

Assist the extension workers in collection and analysis of facts, help in providing the
indigenous technologies available to solve the problem, and indicate the available local
resources for certain solutions.

Persuade local people to actively participate in the program being implemented. They
also encourage and improve interaction among group members.

Help to arrange for inputs, supplies, infrastructure, seeds, credit, etc., required for
conducting activities.

Help in organizing meetings and discussions during various phases of program execution.

Serve as initiators in a local program. They are the ones who catch new ideas first and
serve the community without any incentive of profit to them.
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° Influence people to cooperate towards the identified goal.

° Speak for the people they are representing, thereby acting as a spokesperson.

° Deal tactfully with people who create conflicts in the group and harmonize them to work
towards achieving common goals.

° Help the group in carrying out the plans and policies, and getting things done by
stimulating them.

Organization leaders
Organization leaders are needed to:

° Contact, create interest, and persuade local people to take part in projects that are being
executed.

° Ensure that local people know when meetings or demonstrations are to take place.

° Help in selection of project or teaching leaders.

Project/ teaching leaders

Project/ teaching leaders are needed to:

° Teach and demonstrate for local people, the knowledge they have gained from extension
workers or other reliable sources.

° Encourage friends and neighbors to adopt the practices and skills they have learned.
° Report about the progress of work to the extension worker.

3.5 Role of Stakeholders in Program Implementation

3.5.1 Role of Local Bodies (public and non-profits)

i. Youth organizations: Africa has the youngest population in the world -- 60 percent to 70% of the
population is below 30 years old. The number of youths joining the labor market is estimated to
be 440 million by 2030, presenting an important development challenge for African governments.
Most of the African youth live in rural areas and have limited opportunities for gainful employment.
However, they have untapped potential to transform the agricultural sector through innovation
and entrepreneurship. In fact, there has been a growing political commitment across Africa to
engage youth in agribusiness. These commitments are reflected in several initiatives, such as
the adoption of the African Youth Charter (AYC) by the African Union in 2006, the declaration
of the Youth Decade Plan of Action (2009 to 2018), the establishment of the Youth Desk in the
New Partnership for Africa’s Development (NEPAD), and the Comprehensive African Agriculture
Development Program (CAADP). Pursuant to these initiatives, many African governments and
development partners have developed strategies and implemented various interventions to
facilitate youth engagement in agribusiness.

Youth clubs play a vibrant and vital role in program execution in rural areas. Sound, competent,
and knowledgeable leaders in youth clubs facilitate speedy implementation of programs by
the rural youth. Most rural youth in developing countries are engaged in agriculture and allied
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activities such as dairy, poultry, beekeeping, and others. By offering projects in areas that farm
youth are enthusiastic about, youth clubs encourage the adoption of new practices at a large
scale. The youngsters of the local situation are then the foundation stones who largely determine
the success of the project.

ii. Non-governmental and voluntary organizations: These development-oriented, small
organizations provide services either directly to the rural poor or to grass- roots organizations
that understand local problems and their solutions. Voluntary agencies are characterized by great
commitment to people, intensity of work, continuity, and great acceptability among the community.
These NGOs and voluntary organizations take up specific projects and generally work through sub-
centers and clubs established in communities. Sub-center workers and club members are trained
and guided for implementation of projects in the community.

The important role played by non-government organizations in program execution include:

° Help in monitoring and implementing projects in remote locations, where it is difficult to
post government staff.

° Ability to persuade the farmers to adopt new techniques because they maintain close ties
and good rapport with them.

° Ability to modify general plans and models to suitlocal needs while executing the program.

° Help to identify constraints and improve communication through use of audio-visual
aids, trainings, and demonstrations.

° Help to make accessible latest technologies to support implementation of the programs
even to small- scale farmers.

° Help in managing common resources of the community -- soil, water, etc. -- required for
program execution.

iii. Farmer organizations: Farmers’ organizations not only serve the farmers' interests in their
specific objectives -- such as processing, marketing, and transport -- but also serve the interest of
the community by developing qualities of leadership and organization among their members. The
leadership qualities enable better implementation of projects relating to farming in a community.

A farmers’ organization, by taking part in the planning and carrying out of the proposed plan of
action, acts as an immediate link between the government and the village farmers. During program
implementation, farmers’ organizations keep their members informed of the advantages of the
program being carried out and encourage their participation.

3.5.2 Role of Organizations in Program Implementation

Rural areas have several organizations at the local level that can play an important role in program
planning and execution and thereby help improve rural life. These local organizations include:

°® Schools.

° Village development committees.
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° Cooperatives.
° Banks.

° Commercial establishments.

To play a key role in program implementation, these organizations have to maintain close
contact with the extension agents and identify the areas of functional coordination. The
extension organization is well- equipped with technical knowledge, guidance, implements
and other inputs, financial and other resources, but proper coordination between various
organizations and institutions at the grass- roots (village) level is needed to produce good
results. Involvement of organizations at the local level is therefore regarded as necessary for
successful implementation of extension programs. The roles they play in successful program
implementation are described below:

i. Schools: School serves as a good medium for disseminating, ideas, knowledge, and skills for
changing the attitudes and outlook of children as well as their parents. School teachers are generally
regarded as valuable sources of information in the rural areas. They help build awareness of ongoing
projects and help create a favorable climate for rural people’s involvementin project implementation.
The senior students at the schools, if properly informed and motivated by the extension agent, they
act as carriers of change in their family. Likewise, other educational institutions in the rural areas
as well help in dissemination of knowledge and thereby promote program implementation. The
schools assist the communities in following ways:

° Identifying important economic and social needs.

° Gathering and spreading information required for the solution of community problems.

° Helping towards community improvement through ongoing programs by providing
leadership, other facilities, and enthusiastic teacher-student workers.

ii. Village Development Committees: Village development committees (VDCs) are referred to as
government at the village level. This committee/body stands as an important component of the
village structure through which democratic action can be made effective. VDCs help spread new
ideas and promote their acceptance among the local people during program implementation.

VDCs are responsible for various agricultural, animal husbandry, and amenity or social welfare
programs. For implementation of specific projects, the extension agents must involve the VDC
members at the intermediate and village levels.

iii. Cooperatives: Cooperatives are institutions organized by groups of individuals for mutual help
and benefit to meet their common economic requirements and to increase agricultural production.
These are very effective in bringing about improvement in rural areas as they help to meet the
supply needs of ongoing programs. The most important types of cooperatives are:

° Primary societies or service cooperatives.

° Block unions.
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Cooperative marketing societies.

Cooperative industrial and labor societies.
Cooperative manufacturing and processing societies.
Cooperative farming societies.

Cane growers’ cooperative societies.

Cooperative banks.

The aim of each cooperative is to help its members to increase the scope of its activities. The
cooperatives perform the following functions during program execution:

° Supply farm requirements such as improved seeds, fertilizers, insecticides, implements,
and other materials to the target group.

° Provide loans for the purchase of farm requirements and other industrial and agricultural
purposes.

° Provide storage and marketing facilities to its members for agricultural produce.

° Maintain agricultural implements and machinery such as plant protection equipment,
threshers, cane crushers, etc.

° Provide technical guidance to the members on increasing agricultural production.

Utilization of existing cooperatives and organization of new cooperatives where needed should be
done by the extension agent. To do this he/she needs to be aware of the basics of cooperative
societies. This knowledge can be utilized for financing farmers who are implementing the project as
well as for supply of inputs and marketing of their produce.

iv. Banks: Banks also play a key role in program implementation by making people aware about
bank such as loans, credit, and other useful schemes that people can use to support the execution
of the program.

The extension agent should also know about financing of relevant aspects of the projects by the
banks, and bank officials should be involved in selected extension programs in which bank services
are to be utilized. Bank officials must clearly explain about the various bank facilities available for
farmer use and emphasize timely repayment of loans.

v. Commercial establishments: In rural areas, some farmers depend a lot on local inputs dealers,
or agro-dealers. The farmers obtain not only supplies but also information and advice from them on
farming practices and other allied areas. Therefore, it is important during program implementation
to provide trainings to these dealers so that the villagers receive correct information and advice for
implementation. The dealers must be trained on:

° Correct use of inputs, which includes comparative efficacy of inputs, dosage, training,
method of application, cost, etc.

° Marketing, which includes items such as regulated market, storage, transport, grading,
market information, etc.

Program Implementation in Extension: Skills and Competencies




3.5.3 Role of Extension Agencies in Program Implementation

Roles performed by the extension agencies during program implementation include:

1.

A

10.
11.
12.

13.

14.

15.

Helping the target beneficiaries to become aware of their needs and change their behavior
by bringing about changes in their knowledge, attitude, skills, and/or abilities.

Building a good rapport with the clients. The clients must accept the extension
agent and his/her credibility before they will accept the innovations promoted by
the program. Good environment building helps in easing the process of program
implementation.

Assembling, relating, and analyzing all factual information collected.
Helping people to diagnose their problems and decide which need immediate solution.
Motivating the clients to accept the change or changes being introduced.

Assisting the clients to implement the recommendations or solutions and emphasizing
getting action by the clients on proposed solutions.

Developing complete procedures and training staff as well as villagers.

Helping to stabilize change and promote continuance of the new behaviors by persuading
through reinforcing messages to the clients who have adopted the new practice.
Striving for larger participation by the people and coordinating all efforts and resources
of other agencies.

Helping to develop leadership among various sectors of the rural community.

Helping to transmit information based on agricultural research and applied experience.

Keeping research workers informed about the problems at the rural level to promote
further research in specific areas. These agencies help to set up a feedback process to
know the problems arising for further implements.

Helping provide inputs such as seeds, fertilizers, other raw materials, implements, and
many others to the target group, and proper methods for using them.
Working with rural people through nonformal education and encouraging their
involvement and participation in other community development activities in agriculture,
animal husbandry, fisheries, forestry, and many other allied activities.

Helping disseminate the latest technologies to rural people and relay information on
adoption of new techniques and improved practices in various sectors to researchers.

3.6 Management and Control of Programs

A program is usually implemented through a series of well-defined projects. Each project in the
program has its own plan of work that answers the questions what, who, when, why, how, and by
whom the work is to be done. After the programs have been thoroughly planned, it is very necessary
that each one have good management and control for its proper implementation at the grass- roots
level, the village.
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“Control” refers to maintaining project operations to meet changing circumstances, such as markets,
input, product prices, government policy changes, and so on.

The activities and processes involved in the management of a program can be divided into four
categories; human management, task management, fiscal management, and risk management. All
these aspects must be managed well so as to have a successful program implementation that avoids
or overcomes any obstacles.

3.6.1 Human Resource Management

The number of people needed to carry out program activities can vary from a very few to many
volunteers. The people or human management component of program management is essential to
effective program implementation and requires extensive planning and preparation. Involving many
people in the program leads to a greater impact and an expanded outreach for the program.

3.6.2 Task Management

This category of program management refers to the processes involved in doing everything you
planned to do in the program. Adhering to the timeline, meeting due dates for proposals, conducting
educational programs, and creating supportive educational environments are all parts of program
implementation. Knowledge and skillsin educational theory and methodology, meeting management,
and organization and planning are essential.

3.6.3 Fiscal Management

The third category of program implementation is the management of fiscal resources. These will
vary from program to program. Some may be funded through a grant or gift; others may be a part of
the council budget for Extension programs. In all cases, financial accountability is essential.

3.6.4 Risk Management

The management of risk is an important category for staff to consider when implementing extension
programs. Every precaution should be taken to provide a safe environment for participants,
volunteers, and colleagues. Youth protection standards and risk management strategies should be
strictly adhered to.

3.7 Constraints in Program Implementation
3.7.1 Constraints in Program Implementation at the Grass-roots Level

“Grass-roots level” refers to the village level, the basic level to start the program implementation.
Problems may occur, such as problems of finance, cultural and traditional norms, improper
marketing and storage facilities, inadequate supply of inputs, and many others. The success or failure
of any program depends on a number of factors. Some of the important constraints in program
implementation at the grass- roots level include:

i. Village factions: “Faction” in simple terms refers to a state of disagreement and disharmony
or conflict. In some villages, people may have disagreement because of social, political, domestic,
and/or religious differences. In such a difficult situation, it can be very difficult to persuade the
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villagers to accept and adopt the improved practices being taught in the program. Nonetheless,
if the village leaders accept the presence of factions as normal in a village and assist the
members of both factions to implement the projects and fulfill their respective needs, they may
use the competitive spirit of both factions and hence actually improve the odds of success in
implementation of the program.

ii. Emergencies: Every so often, in spite of the effort put into program implementation, the program
is not a success. It is the responsibility of the extension workers to find out the reasons for that with
the village leaders. If the failure was caused by a sudden and unexpected natural disaster during
implementation, the new task becomes inspiring the village leaders to think through alternative
solutions to deal with the emergent situation. The extension workers can help villagers fully
understand the situation and then plan suitable actions to address it.

iii. Administrative sanctions:Itisveryimportantto getadministrative sanctions and approval
for the various steps in program implementation. Despite well-organized plans of work and
clearly allocated roles of individual members, setbacks do sometimes happen because of
delays in administrative sanctions or necessary approvals for going ahead with the various
steps in program implementation. When such disappointments or delays occur, the extension
workers should attempt to analyze the reasons for such happenings and explain them to the
villagers. At the same time, some options should be planned with the villagers to keep the
program running.

iv. Technical factors: Every project of the program focuses on producing some output, and every
outputinvolves a production function, which converts the inputs applied into outputs. This production
function is essentially the production process, which is technical in nature and may be biological,
chemical, or mechanical. For example, milk production is a biological process, and manufacturing
farm machinery involves mechanical processes.

Hence, for successful implementation of the project, it is very important to know the nature and form of
technical factors involved in each project and how they can be adapted to produce the desired results so
that they do not serve as obstacles to program execution. Technical staff with expertise in specific areas
may be required to address the critical technical factors involved in implementation of a project.

Examples:

° A program that requires irrigation projects to be implemented will need the expertise of
irrigation engineers.

° A crop production program will require the specific skills of an agronomist.

° In a livestock project, veterinary and animal husbandry specialists may be needed.

° A program with activities related to women and household aspects will need the services
of a home scientist, who can apply scientific and technical knowledge of home science for
projects of preservation, baking, garment manufacturing, income generation techniques,
and many others.

Essential Competencies of Frontline Agricultural Extension Professionals




Technicians hold a key role in examining the postharvest technologies, processing, storage, and
marketing facilities that are required to implement a project, and in identifying gaps in information
that need to befilled in the early stages of implementation. In a nutshell, technical factors have to be
taken care of and modified to avoid their being obstacles in program execution.

3.7.2 Constraints in Program Implementation at the Program Level

i. Economic and financial factors: Successful program implementation requires knowledge of how
the program benefits can be shared among its various participants. Similarly, desirable or unfavorable
outcomes of the project on the society need to be flagged. Economic factors are relevant from the
standpoint of the society; the financial analysis takes the standpoint of individual participants. Financial
factors consider the need for investment, credit, subsidies, and other incentives for successful program
implementation; whereas economic factors affect the cost of labor and other inputs.

ii. Commercial factors: Commercial factors that may be obstacles in program implementation
include the preparations made for:

° Provision of inputs and credit needed to operate the project: If the inputs and credit
required for the operation of the program are not available on time, they pose an obstacle
in program execution. It is important to see that the program participants have access
to the supplies of inputs such as fertilizers, seeds, pesticides, equipment, agriculture
machinery, and cattle feed to adopt new technologies, as well as the credit to purchase
these items.

° Marketingthe output produced by the program: When the program has beenimplemented
successfully and the output produced, it is crucial to carefully analyze the proposed
market so that the project’s output can be sold. It is imperative that an effective demand
for the output is prevailing at reasonable prices and the output is sold.

To avoid these above-mentioned constraints, the organizations at village level can approach the
state and central governments for facilities in their areas for conducting such extension activities.

iii. Socio-cultural factors: The socio-cultural factors affecting the implementation of a project
include:

° Lack of finances and control of money by people.

° Unwillingness to take part in the program.

Differences among program participants based on:

Religion.

Social customs and traditions.

Mores and taboos.

Local employment generated by the project.

Distribution of project benefits among the clientele of the project.

Impact on the quality of life.
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Therefore, it is important to meet the social objectives of the clientele, as program can fail because
of lack of cohesion and coherence among social factors.

iv. Organizational and managerial factors: Managerial issues are paramount to good project
design and implementation. Managerial concerns include not paying recognition to agricultural
programs, lack of required manpower, lack of cooperation from staff, and lack of funds for
meeting operational costs. Competencies of the available staff in program implementation
need to be scrutinized to determine whether they can operate large-scale activities in the
program. If not, arrangements may be made for staff training so that the program can be
implemented, otherwise, it is a failure. Extension workers must also facilitate the learning of
new skills by the farmers.

v. Personal factors: Failure in program implementation may also be due to personal factors at the
participant level, including traditional and cultural norms of the villages, domestic and multiple role
responsibilities of farm workers, unwillingness to take risk, and illiteracy, among others.

vi. Extension constraints: These include limited quantities of inputs supplied compared with
the amounts requirements, inadequate supporting facilities and services during the execution of
the program, lack of follow-up activities for the on-going program, and lack of required field staff.
These constraints may arise because of inappropriate and inadequate government policies, limited
coordinated services, inadequate evaluation, and recruitment policies.

vii. Other factors: Apart from the above-mentioned specific factors, there are certain other factors
which act as constraints for program implementation. These include:

° Lack of meaningful objectives and goals.

° Failure to develop and implement strategies.
° Excessive reliance on experience.

° Failure to identify the limiting factors.

° Lack of organizational support.

° Resistance to change.

° Manipulation by other people.

° Lack of interest.

° Lack of time.

° Lack of trust and faith because of various past unsuccessful projects.
° Lack of knowledge and education.

° Language problem.

° Weather changes.

° Lack of proper teaching methods.

Essential Competencies of Frontline Agricultural Extension Professionals




3.7.3 Suggestions to Overcome the Constraints

Some of the suggestions to overcome these constraints in program implementation at the grass-
roots level include:

Imparting skill trainings to extension workers.

Conducting more trainings and demonstrations on topics such as computer literacy.
Ascertaining timely availability of inputs.

Provision of marketing and storage facilities.

Providing timely technical guidance.

Avoidance of political interference.

More recruitment of extension field staff.

Using simple and uncomplicated techniques to promote adoption.

Encouraging people’s participation in various extension program.

Proper coordination and good linkage between universities, government organizations,
non-government organizations, cooperatives, private agencies and other input supply
agencies and organizations.

Provision of non-formal education to the rural people such as information on water
pollution and its control and information on food and nutrition.

Combining traditional and electronic methods in program implementation to attract a
wide range of participants, from young to aged.

Openinginformation centers atthevillage level where internetand other required facilities
can be installed carefully, so that they are of practical use in program implementation.

Establishment of farm clinics and service centers at the village level to rectify farmers’
problems quickly.

3.8 Conclusions

In this chapter we discussed how to prepare the ground for program implementation and the
procedures that we may follow to implement an extension program. The chapter also presented roles
of local leaders, local bodies, organizations, and extension agencies in program implementation.
We further covered management and control of extension programs, constraints in program
implementation, and how we can go about addressing the constraints.

3.9 Self-Assessment Exercises
1.

Define the following terms:
a)  Extension program
b)  Program implementation

Q) Plan of work
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d) Calendar of work

e)  Program monitoring

What does ground preparation in program implementation mean?

Describe how you would go about preparing the ground for program implementation.

What are the benefits of doing ground preparation for program implementation?

vk W

Assuming you have been tasked to implement a program of your choice, describe the
steps that you would follow to execute the program.

Why is it important to establish inter-linkages during program implementation?
Explain five community linkages that you would develop and the purpose for establishing them.
Justify the involvement of local leaders in program implementation.

Describe how you select local leaders for participation in program implementation.

= © 0 N o

0. Discusstherolesthatlocal bodies, organizations, and extension agencies play in program
implementation.

11. Describe four categories of program management that you would have to deal with
during program implementation.
12. Distinguish challenges that an extension worker is likely to encounter when implementing
a program at the grass-roots level and at the program level. Give constraints for each level.
13. Explain what the extension worker should do to address challenges in program
implementation.
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4.0

Learning Outcomes

Define the concepts related to communication skills and competencies in extension.
Elucidate the purpose and benefits of good communication.

Describe the barriers to effective communication and ways to enhance communication.

Differentiate among listening patterns and how to adopt a listening style that is conducive
for effective communication.

Explain the role of communication process in diffusion and adoption of developmental
innovations.

Identify factors influencing and benefits of knowledge management.

Demonstrate skills and principles to enhance communication with clients.

4.1

Introduction

Communication is an unavoidable element in human life and a large amount of time is spent
communicating, hence there is a need to make sure that ideas and information are put in a way
that everyone involved can understand. Thinking about what to say, working out the best way of
saying it, finding the right words, making sure the other person understands, and understanding
the feedback are all vital skills and competencies in communication. For the extension profession,
gaining communication skills and competencies is necessary to enable extension workers to share
information, ideas or facts which will lead to effective decision-making and problem-solving.

Essential communication skills and competencies in extension are listed in Box 4.1.

As planners, educators, and managers of local educational programs, extension workers must
possess strong communication skills. These include:

Box 4.1: Extension Communication Skills and Competencies
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e Selecting appropriate communication methods.

e Establishing communication with various stakeholders.

® Respecting local culture while communicating with clients.

® Preparing required progress reports.

® Sharing success stories and lessons learned with stakeholders through various media.

® Using extension methods (e.g., individual, group, and mass contact methods) to disseminate
information about extension activities and programs.

e Demonstrating good listening skills and listening to all clients and stakeholders.
e Demonstrating good public speaking and presentation skills.

Source: Suvedi and Kaplowitz, 2016

This chapter describes the communication media and tools available to extension workers to
support their role in stimulating the flow of knowledge and distinguish between the various
communication media and tools; techniques for writing for media; preparation of progress reports;
and organizing extension campaigns. It also discusses effective communication with local leaders;
diffusion of innovation theory and its implication for extension work; effective presentation skills;
and components of basic skills in teaching / training.

Communication is the process by which two or more people exchange ideas, facts, feelings, or
impressions in ways that each gains a common understanding of the meaning, intent, and use
of messages. It is a process by which information is exchanged between individuals through a
common system of symbols, signs, or behavior. Also, it is the process by which information, feelings
or ideas are transferred from the sender to the receiver through a channel with the intention of
changing the receiver’'s perception. Communication can also be seen as exchanging knowledge
through information. To communicate knowledge, the sender must turn it into information. Once
the information reaches the receiver, it needs to be turned back into knowledge and interpreted.
Communication is an important process used by people to exchange experiences and ideas, and is a
vital trigger for altering various kinds of knowledge and perceptions. The function of communication,
according to Scheidel (1976), is: “We communicate primarily to represent and support self-identity,
to establish social contact, to influence others to feel, think and act as we want.”

For good communication, you need more than good information -- you also need to use the following:

Eyes - see other’s facial expressions, make eye contact.

b.  Ears - be attentive by concentrating on what is being said, be impartial and don't form an
opinion, just listen.

c.  Mouth -reflect back, acknowledge the reaction that they are having and summarize what
has been said.

d. Mind -- to soak it all in.

e.  Heart -- Listen with sensitivity and compassion.
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A skill is a learned ability that brings about predetermined results with maximum certainty
usually with a minimum outlay of time and/or energy. It is a developed or acquired ability to do
work well. It also denotes expertise that has been developed through training, experience, or
practice.

Competency is the capability to apply or use a set of related knowledge, skills, and abilities required
to successfully perform critical work functions or tasks in a defined work setting. It is a combination
of skills, knowledge, attributes, and behaviors that enables an individual to perform a task or an
activity successfully within a given job. They are skills, knowledge, and capabilities that individuals
should have possessed when completing assigned tasks or achieving the goals.

Communication skills are learned abilities that enable people to understand or convey messages
properly -- to convey information to others so that messages are understood and outcomes delivered.
Also, it is the ability to effectively achieve one’s communicative goals or the proficiency with which
one engages in communication behavior.

4.1.1 Communication Skills
There are six specific communication skills that we can use in any situation with anyone. They include:

Affirming.

o o

Open- ended questions.
Active listening.
Nonverbal messages.

Express thoughts and feelings.

-~ o o n

Communicate without making the other feel “wrong.”

Affirming is a positive confirmation. When you affirm something that someone has done or said,
you are providing them with support and encouragement. This is unbelievably simple, yet most of
us forget to do it! Some examples of affirming statements are:

° “That's good.”

° “I'm glad you asked that.”

] “You've come to the right place.”

] “That's a great question.”

L “You're on the right track.”

L “You really seem to have given this a lot of thought.”

Open-ended questions are questions that can't be answered by “yes” or “no.” Why are they useful?
We get much more information from people through them.

Active listening is using your eyes, ears, mouth, heart, and body language to listen. This is especially
important if someone is showing some strong feelings, such as sadness, shock, anger, relief,
frustration, grief, etc.
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Nonverbal messages are conveyed through:

° Posture -- let your body show that you are interested by sitting up and leaning toward the
speaker.

] Facial expression -- remember that feelings are reflected in facial expressions.

] Gestures -- your body language reveals a lot about how you interpret a message, so be
aware of when you send signals that might cause the speaker to believe that you are
angry, in a hurry, bored, etc. However, it is also important to remember that different
cultures have different styles of body language. For example, in many cultures it is rude
to make eye contact with someone who is older than you.

Expressing thoughts and feelings can be done by:

° Being open and honest - this will help build trust.

] Speaking clearly -- don't mumble, and don't talk too quietly. If you don’t know the word
for something, describe what you mean so that you and the client can have a shared
understanding of your concern or question.

° Making the distinction between facts, beliefs, and feelings.
Communicate without making others feel “wrong” by:

] Expressing concerns non-judgmentally -- state your questions or concerns without
blaming the other person or people. For example, you might be angry that your client
stood you up three times in a row. Rather than talk about her being irresponsible, you
can ask her what stopped her from showing up.

° Use “I" statements. Rather than say, “You didn't explain that very well,” say, “I didn't
understand what you just said. Please explain it again.”

Communication competence refers to the knowledge of effective and appropriate communication
patterns and the ability to use and adapt that knowledge in various contexts. It is considered as a
person’s ability to choose communication behavior which is suitable to achieve the aim of the social
relation. It can also be defined as the ability to interact well with others, and the term “well” refers to
accuracy, clarity, comprehensibility, coherence, expertise, effectiveness, and appropriateness.

4.2 Principles and Strategies for Effective Communication
4.2.1 Principles of Effective Communication
In the effective communication process, the communicator and communicant not only perform

linear communication but are also expected to perform circular communication.

Communication is the message conveyed to the communicant (recipient) by the communicator
(source) through certain channels directly/indirectly for the purpose of giving impact/ effect to
the communicant as desired by the communicator. It goes through five stages: interpretation,
encryption, delivery, acceptance, and feedback. To have smooth communication, it is necessary to
use the principles of effective communication:
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i. Clarity of idea: The message or idea must be as clear as possible, without ambiguity and devoid
of doubt. The message can be conveyed properly only if it has been clearly formulated in the mind
of the communicator.

ii. Completeness: The message to be communicated must be adequate and complete; otherwise, it
will be misunderstood by the receiver.

iii. Consistency: The message to be communicated should be consistent with plans, policies,
programs, and goals ofthe profession. The message should not conflictwith previouscommunications.

iv. Flexibility: Acommunicator should be able to adapt to changing needs of the audience, depending
on the situation. Acommunication system that cannot absorb changes according to the needs of the
audience is worthless.

v. Appropriate language: Communication should always be in simple language. Minimize use of
technical words and words multiple meanings.

vi. Attention: The purpose of communication is that the receiver of information should clearly
understand its meaning. Merely transferring information is not communication -- the receiver should
understand it. This is possible only when the receiver takes interest in the message and listens to it
attentively.

vii. Timeliness: Messages should reach the receiver whenever they are needed. Hence, the message
should be sent before the actual need, keeping in mind the time required for communication. Late
messages may be useless.

viii. Courtesy: Being courteous shows the sender’s respect for the receiver. Everyone wants to be
appreciated and respected, so both the sender and receiver of the message should be sincere,
polite, judicious, reflective, and enthusiastic.

ix. Consideration/empathy: Consideration involvestaking note of an audience's viewpoints, background,
mindset, education level, requirements, emotions, and problems, and modifying words to suit the
audience’s needs and maintain their self-respect. Empathy is the ability to put yourself in situations or
conditions faced by others. To empathize means putting yourself in the role of a good listener, even
before anyone else listens to you, and making an effort to feel what the clients are perceiving.

x. Feedback: It is essential for the sender of the message to know about the success of the message
-- whether the receiver has understood the message. Feedback is easily obtained in face-to-face
communication with the help of the facial reactions of the receiver. In written communication, the
sender can get the feedback by using appropriate means such as an email or a text message.

xi. Conciseness: Conciseness means communicating what you want to convey in the fewest possible
words.

xii. Concreteness: Being concrete means being particular and clear rather than fuzzy and general
SO messages are not misinterpreted.
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xiii. Correctness/accuracy: Messages should be grammatically correct, and the communication
must convey true fact.

xiv. Coherency: Communication often takes place across multiple tools/formats and over a period
of time. It's important that communication remains logical, well-planned, and self-reinforcing,
connected with the main topic, and often linked to work values and principles.

4.2.2 Effective Communication Strategies
The followings are strategies for effective communication:
° Making appropriate eye contact. Like many nonverbal cues, this is culturally specific; in
some cultures, direct eye contact is a sign of disrespect.
] Use attentive body language: sit slightly forward with a relaxed, easy posture.
] Be aware of your gestures.
] Stay on the topic.
° Don't be phony -- be yourself.
° Be culturally sensitive.
] Focus on the other person.
] Determine what the other person already knows, then fill in the gaps.
] Smile or nod.
° Let the other person speak - avoid monopolizing the conversation.
° Establish rapport.
L Arrange for privacy, if appropriate.
] Create an atmosphere free of distractions and interruptions.
] Be warm and enthusiastic.
° Show interest.
] Look bright and alert.
J Ask open-ended questions.
] Use active listening.
4.2.3 Helpful Communication Techniques

Table 4.1: Helpful Communication Techniques

Using silence Silently count to five before speaking.
Accepting Yes.
Um Humm.

| follow what you said.

Giving recognition Itis difficult to talk with someone you don't know.

Hello, Jane, we've talked before.
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Offering self I'll be here until 3 p.m.
I'm interested in what you have to say.

Giving broad openings Is there something you'd like to talk about?

Where would you like to begin?

Offering general leads Go on.
And then?

Tell me about it.

Placing the event in time or in sequence What seemed to lead up to........... ?
Was this before or after.......... ?
When did this happen?

Making observations Your voice sounds shaky when you talk about....

It makes me feel uncomfortable when you .....

Encouraging descriptions Tell me when you feel anxious.
What is happening?
What does he do when he “gets ugly”?

Encouraging comparison Was this something like.....?

Have you had similar experiences?

Restating (especially useful when you can't| My lawyer doesn’t believe me when | say he hit
identify the feeling) me when | was pregnant.

Your lawyer doesn't believe your story.

Focusing This point seems worth looking into.

Exploring Tell me more about ..............

Will you describe that more fully?

Giving information This line is answered 24 hours a day.

My purpose in being here is ..............

Seeking clarification I'm not sure | follow.

What would you say is the main point of what
you've said?

4.3 Types, Core Skills, and Competencies in Communication
4.3.1 Different Types of Communication

i. Verbal communication: Communication through language. This refers to the form of
communication in which a message is transmitted by words spoken or written. Verbal communication
is divided into:
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a. Oral/spoken:Thisincludesface-to-face conversations,speeches, telephonicconversation,
video, radio, television, and voice over the internet. Examples of spoken communication
that can be used in extension activities include conversations, interviews, counseling,
meetings, conferences, teaching, and so on. In oral communication, communication is
influenced by pitch, volume, speed, and clarity of speaking.

b.  Written communication: In written communication, written signs or symbols are used
to communicate. A written message may be printed or handwritten. It is transmitted
through letter writing, reports, memos, bulletins, job descriptions, employee manuals,
electronic mail, internet websites, proposals, telegrams, faxes, postcards, contracts,
advertisements, and brochures. A message in written communication is influenced by
the vocabulary and grammar used, punctuation, writing style, precision, and clarity of the
language.

ii. Nonverbal: This is communication other than spoken or written language. In other words, it
is talking without speaking a word. Nonverbal communication includes facial expressions, body
movements, and gestures. More powerful messages are usually conveyed through nonverbal
cues than through words themselves Seventy percent to 90 percent of our communication is
nonverbal. Examples of nonverbal communication include body language (e.g., folded arms),
eye contact, facial expression, muscle tension (are neck or jaw muscles taut, fists clenched?),
posture, mannerisms (e.g., fiddling with hair, biting nails), and proxemics (how close we stand
when talking). In the U.S., for instance, people generally stand between 18 inches and 2 feet from
each other; they get uncomfortable if that boundary is violated. Proxemics vary from culture to
culture.

iii. Paraverbal: This is communicating not by what you say but how you say it. Examples of paraverbal
communication include:

a Voice qualities/voice tone (is voice flat or monotone?).
b.  Rate of speech (how fast or slow one talks).

c.  Cadence/rhythm of voice.

d. Volume.

e. Inflection.
Communication is also classified based on style and purpose as:

i. Informal communication: This is done without certain rules, conventions, and principles. It is
casual speech or conversation by people. In informal communication, use of slang words and foul
language is not restricted.

ii. Formal communication: In formal communication, certain rules, conventions, and principles are
followed while communicating messages. It occurs in formal and official or professional settings,
corporate meetings, conferences, and so on.
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4.3.2 Core Skills and Competencies in Communication

A. Basic or core communication skills are:

i. Listening: Listening can be defined as the active process of receiving, constructing meaning
from, and responding to spoken and/or nonverbal messages. Listening involves the ability to retain
information, as well as to react empathetically and/ or appreciatively to spoken and/or nonverbal
messages. (Remember that non-word languages can make use of sounds that can be rightly
interpreted if one listens attentively.) A good extension worker must be a good listener. A good
listener faces the speaker, keeps his/her mind open, minimizes distractions, engages himself to
the message, and asks questions, or provides answers to questions. Active listening is a way of
listening that focuses entirely on what the other person is saying and confirms understanding of
both the content of the message and the emotions and feelings underlying the message to ensure
that understanding is accurate. Active listening is not:

] Quickly agreeing with the client before they finish speaking.

L Passing judgment.

L Asking follow-up questions that are for your own information.
° Reassuring the client that the situation is “not that bad”.

L Giving advice either from your personal experience or from professionals.
Active listening strategies:

] Focus on the other person.

] Use attentive body language: sit slightly forward with a relaxed, easy posture.

n

L Use verbal cues such as “um-hmmm,” “sure,” “ah,” and “yes.”

° Ask open-ended questions.

° Use focused questions to get a more definitive answer than you would with an open-
ended question.

ii. Speaking: Speaking can be described as the process of making intelligible sounds through the
mouth to pass on or share meaning. Mastery of the speaking skill can create winning situations for
the speaker in these speaking situations and beyond: professional presentations, group discussions,
job interviews, public speaking, conversations, dialogues, debates, and negotiation. In extension
work, speaking skill is necessary because ideas, feelings or practices have to be thoroughly and
clearly communicated to clients and stakeholders.

iii. Reading: Reading may involve skimming, scanning, and extensive or intensive studying of
documents. It builds confidence, improves knowledge, increases vocabulary, and promotes
development of other skills. Extension workers can become knowledgeable only through reading
and practice. A good extension worker must be a voracious reader to be able to stay up to date while
providing solutions to the clients’ needs.
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iv. Writing: Writing could be defined simply as the use of symbols to convey meaning. Writing is
the only communication skill that requires the use of your wrist and eyes simultaneously. This skill
can be improved by minding one’s vocabulary, spelling and grammar; proofreading and editing;
being concise and using simple sentences; and presenting ideas in a logical progression. Extension
workers need good writing skills because ideas or practices are often communicated through writing
for various print media, in emails and memos, and many other forms.

B. Core competencies in communication are:

i. Eloquence and oratory: Extension workers should be able to speak fluently and clearly before
sizable groups, even under pressure.

ii. Self-confident: Extension workers are expected to speak with confidence and respond to
interruptions and questions without losing composure.

iii. Style and diversity: Extension workers should understand the various styles and diversities in
communication used by people of various religious/cultural beliefs or traditions.

iv. Focus dialogue: Extension workers should be able to focus dialogue with stakeholders and
audiences and reduce digression in conversation. They should demonstrate receptivity to ideas and
ask creative questions to drive broadly collaborative thinking.

v. Articulate thoughts: Extension workers should be able to express ideas effectively using oral,
written, visual, and non-verbal communication skills.

vi. Affirmative listening: Extension workers should listen with sincere intention to learn and act
while communicating with stakeholders or audiences.

vii. Balanced temperament: Extension workers should be slow to anger while communicating with
audiences and able to demonstrate equanimity in the face of provocation during conversation.

viii. Ethical competence: Extension workers should speak and behave in accord with the audience
values and with commonly accepted norms of decency in communication.

ix. Teamwork: Extension staff should work collaboratively with stakeholders, engage in conversation
with civility, and assume shared responsibility while working with others toward a common goal.

x. Competency in use of modern communication technology: Extension workers are expected
to effectively utilize appropriate software and hardware technology for communication. Examples
are use of standard software tools such as email, word processing, spreadsheets, e-surveys and
presentation software as well as phones, iPads and laptops for social media and direct messages.
Extensionworkers are also expected to have competence inthe utilization of multiple communications
media and methods.

4.3.3 Strategies for Developing Communication Skills and Competencies
i. Practice public speaking.

ii. Ask for feedback from audiences, clients, and stakeholders.
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iii.  Practice active listening.

iv.  Manage your emotions.

V. Practice nonverbal communication.

vi. Develop afilter (i.e., select appropriate messages for an audience).
vii. Read loudly.

viii. Use technologies for communication.

ix.  Proofread online and written communication to avoid errors.

X.  Build your vocabulary.

4.3.4 Criteria for Assessing Communication Competencies

i. Adaptability/flexibility: This is the ability of extension workers or communicators to change
behaviors and goals to meet the needs of audiences during interactions.

ii. Conversational involvement: This can be assessed according to three factors:

a.  Responsiveness (knowing what to say, know roles, interact).
b.  Perceptiveness (be aware of how others perceive you).

C. Attentiveness (listen carefully).

iii. Conversational management: This involves how communicators regulate their interactions,
adapt and control social situations, control the interaction ebb and flow, and how smoothly the
interaction proceeds as well as how topics proceed and change during conversation.

iv. Empathy: Communication competence is assessed by the ability of the communicator to
demonstrate understanding and share emotional reactions to the situation.

v. Effectiveness: Communication competence is assessed on the basis of whether objectives or
goals of conversation are achieved.

vi.Appropriateness:Thisisalsoafundamentalcriterionfordeterminingcompetence.Communication
is assessed on the basis of its appropriateness to a given situation or targeted audience.

4.4 Communication Models

Modelsofcommunicationsimplifythe processesofcommunicationbyprovidingavisualrepresentation
of the scenario. Communication models help you to understand how communication works, how
information is transmitted, and how this information is received and interpreted. Some models
explain communication in more detail than others, but even the most complex model still doesn't re-
create whatwe experience in even a moment of a communication encounter. Communication models
are valuable because they allow communicators (e.g., extension workers) to understand concepts
and steps within the process of communication, and define and apply communication concepts. A
communication model helps us to understand the communication process by breaking down the
parts of the communication process. A good understanding of how communication functions help
people think more deliberately through their communication encounters, learn from previous ones,
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and help them better prepare for future communication. In this section we will discuss three of the
most common communication models.

4.4.1 Three Models of Communication

Linear communication model

Thelinearcommunicationmodelshowsthecommunicationprocessstartingfromthecommunicator
and ending at the communicant. The linear (or transmission) model of communication describes
communication as a linear, one-way process in which a sender intentionally transmits a message
to a receiver. This model focuses on the sender and message within a communication encounter.
Although the receiver is included in the model, this role is viewed as more of a target or end
point rather than part of an ongoing process. It is presumed that the receiver either successfully
receives and understands the message or does not. This sender-oriented or transmission model
is one of the simplest and earliest used communication models. You can see an example of this
in Figure 4.1.

Channel

ender — Receiver
e Iy
Meaning A '
—— . ——
Message with Meaning A
meaning A
— I __"/
Distortion

Figure 4.1: The Linear/Sender-Oriented Transmission Model of Communication
(Adapted from GFRAS New Extensionist Learning Kit, 2016)
In this model, the sender (the information source) composes a message (information that needs to
be communicated) and transmits it through a channel (communication device such as a telephone)
to areceiver. In theory, the sender and receiver will then have identical information unless something
interferes with the message being carried through the channel (noise or distortion).

However, as earlier mentioned, this communication model is a major oversimplification of the
communication process. Even if nothing interferes with the transmission of the message, differences
in pre-existing knowledge between the sender and the receiver mean that they rarely end up with
the exact same meaning and information. Extension agents and farmers will always interpret
information differently, despite all efforts to communicate effectively.

Interactive Model of Communication

The interactive/interaction model of communication is also called the two-way process of
communication. It describes communication as a process in which participants alternate positions
as sender and receiver and generate meaning by sending messages and receiving feedback within
physical and psychological contexts. Rather than illustrating communication as a linear, one-
way process, the interactive model incorporates feedback, which makes communication a more
interactive or two-way process (Figure 4.2). The inclusion of a feedback loop also leads to a more
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complex understanding of the roles of participants in a communication encounter. Physical context
includes the environmental factors (size, layout, temperature etc.), while psychological context
includes the mental and emotional factors (stress, anxiety, emotion, etc.) in a communication
encounter. For effective communication to take place in this model, the sender must consider the
frame of reference of the receiver. Agricultural extension agents would therefore have to investigate
the different perspectives of the farmers in detail to get their intended message across.

=

( Interpreter ) ( Interpreter )
Decoder Encoder
Communicator fo o Recipient

Figure 4.2: Interactive Model of Communication (Schramm, 1954)

Encoder

Transactional Model of Communication

The transaction model of communication describes communication as a process in which
communicators generate social realities within social, relational, and cultural contexts. In this model,
people don't just communicate to exchange messages -- they communicate to create relationships,
form intercultural alliances, shape self-concepts, and engage with others in dialogue to create
communities. The model presents a more complex understanding of context because it views
communication as a force that shapes our realities before and after specific interactions (Figure 4.3).
This model considers the influence of previous and other simultaneous communications within the
wider environment of the sender and receiver. For instance, extension agents are usually not the only
people communicating with farmers; they also meet other people (other farmers, religious leaders,
family members, local elders, traders) who influence them. Secondly, this model recognizes that the
wider political and social environment of the sender and receiver will affect their interpretation of
messages.
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Figure 4.3: The Transactional/Social Network or Negotiation Communication Model
(Adapted from GFRAS New Extensionist Learning Kit, 2016)
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4.4.2 Concept of Feedback

Feedback is the receiver’'s reaction to a message. In other words, it is the sender’s way of determining
the effectiveness of his message. The direction of the communication process is reversed during
feedback, and the original sender becomes the receiver while the original receiver becomes the
sender. This makes communication a two-way process.

In feedback, the receiver may use the same channel for feedback as the sender used for the original
message, especially in face-to-face conversation, or the receiver may use a different channel. In face-
to-face conversation, feedback is more easily perceived and includes such reactions as yawning,
dozing, clapping of hands, frowning, or direct verbal responses (Figure 4.4).

The most positive feedback in any extension program is the adoption of a recommended practice.
For example, if livestock farmers accept the battery-cage system of poultry keeping after a vigorous
campaign for the adoption of such a practice, this is all the feedback a communicator requires to
confirm a successful communication.

Feed Forward
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Figure 4.4: The Concept of Feedback
Feedback provides opportunities for eliminating miscommunication. The message source is thus in
a better position to know how successful his/her message is. He/she is then better able to adjust the
delivery strategy.

4.4.3 Concept of Noise

Both formal and informal communication channels are subject to “noise”, which limits effective
message transmission. Noise is anything introduced into a message which makes it difficult to
comprehend. Two types of noise are primarily recognized:

1. Channel noise.
2. Semantic noise.

Channel noise includes any disturbances that interfere with fidelity (clarity) of the physical
transmission of a message. In mass communication, examples include: static on radio; smeared
ink in the newspaper; rolling screen in TV; illegible handwriting. In interpersonal communication,
someone speaking in a room over another conversation, banging a door while people are talking
and listening, “crosstalk” on the telephone, and so on are all channel noise.
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Semantic noise tends to be caused by a discrepancy between the message sender and the receiver.
It results in wrong interpretation of messages. Examples of semantic noise include:

L Situations where the message sender “speaks above” the receiver by using words that
are very difficult to understand., That is, when an extension agent, for instance, uses
expressions that are above the level of education and understanding of the client. Closely
related to this are instances in which the subject matter being discussed is again above
the level of understanding of the audience (clientele).

] Situations in which the words used by a sender are misunderstood or are perceived as
different from what the receiver associates them with.

L Cultural differences between sender and receiver. Examples include intonation, eye
movement, facial expression, hand and other body movements.

° Examples in which the sentence structure confuses the receiver’s ability to understand its
meaning.

4.4.4 Problems that Prevent Effective Communication

Extension agents need to be able to identify possible problems/barriers that prevent a message
or innovation from reaching the farmers. It is important to note that although communication is
central to all human interactions, effective communication is inherently difficult to achieve. This is
mainly because communication involves the interaction of at least two individuals and can only be
achieved indirectly. The complexity of communication lies in the fact that the things that people want
to transmit to each other-- such as information, ideas, emotions, and skills --are mental constructs
that have no concrete meaning and thus are not transmittable. Rather, they must be transformed
into representative symbols such as words, gestures, and pictures, which can be observed and
transmitted. Hence, only the people involved in the communicative act can give meaning to the
arbitrary symbols. It is clear, however, that receivers and senders of messages rarely attach the
same meaning to a given set of symbols.

Communication Barriers are problems or limitations that prevent the flow of information from
a sender to the intended receiver. GFRAS (2016) enumerated several possible problems that may
prevent the effective communication of extension messages:

1. The message never reaches the target audience. This problem frequently occurs because
of the communication medium chosen. For instance, the extension agents broadcast a
message on television in an area where very few people have access to television.

2.Themessage reachesthetargetaudience, buttheydo notpay attention. Thisis often attributed
to information overload or fatigue. Innovative messages designed without considering the
educational background of the audience can lead to confusion or message overload. The
target audience’s attention can also waver when they are distracted by other concerns or
physical needs that are not being met. For example, a hungry farmer will not pay attention
and will therefore not be able to completely implement a demonstrated innovation. Lastly,
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if the relationship between the communicating parties is strained (conflict or a lack of trust),
the audience may choose to ignore a message.

3. The message is not understood or correctly interpreted because of a problem with the
message content. When extension agents design messages without considering the
pre-existing knowledge of the target audience, they may use concepts, language, or
terminology that the audience is not familiar with.

4.  Theaudience disagrees with the message. If you fail to consider the target audience’s interests,
aspirations, beliefs, or culture, they may doubt the validity or integrity of your message.

5.  The audience ignores the message. Even if they agree with the message, some people
may choose to ignore it. This may simply be due to a shortage of starting material --, for
example, a farmer may lack the capital or labor to implement a change, even if he/she
thinks it sounds like a good idea. Ignoring the message may also be connected to the
audience’s priorities, interests, or pressures from the wider social or political environment.

6. The audience abandons the advice contained in the message. Even if the advice
communicated is initially followed, some people may stop after a while because,
according to their experience or a change in circumstances, the innovation no longer
suits or benefits them.

Other Barriers Include:
° Physical barriers (e.g., noise, distractions, poor listening, bad equipment).
L Semantic barriers (e.g., complexity of language and its understanding).
° Physiological barriers (e.g., ill health, poor eyesight, hearing difficulties, etc.).

] Socio-psychological barriers (e.g., individual's attitude, emotion, poor retention, failure to
listen, etc.).

] Syntactic barriers.

° Cultural barriers.

] Religious barriers.

J Distortion of information.

° Accent/style of information presentation.
° Time pressure.

° Hearing only part of the message.

L Listening with a particular mindset/prejudice.
U Making assumptions.

] Failure to wait for feedback/response.

° Lack of sensitivity to emotions.

° Finishing a person’s sentence for him/her.

Communication in Extension: Skills and Competencies




L Not acknowledging a person’s experience, emotions, feelings, desires.
° Jumping from topic to topic.
4.5 Communication Media and Tools

4.5.1 Different Forms of Communication Media and Tools

Communication media use a combination of different kinds of communication channels to transmit
information. To communicate effectively with farmers, extension agents need to make use of
several communication media and tools because they serve different purposes. The choice of
communication media, for example, depends on whether a situation calls for communication of
explicit knowledge (written down in books, made visible, described, and easily captured in language
-- mainly acquired through formal learning in schools or universities), sharing of tacit knowledge, or
converting tacit knowledge (gained through enculturation and experiences within a specific socio-
cultural environment -- mostly gained through practical experience and non-formal learning) into
explicit knowledge. Today, a wide variety of communication media are available, and they can be
roughly divided into mass media and interpersonal media.

The wide variety of communication media available can be roughly divided into written, visual,
verbal, tactile, and olfactory communication. Written communication can be used to communicate
explicit knowledge and suits the information intermediary and knowledge translator roles well.
Examples of written media include newspaper articles, leaflets, technical notes, guides, brochures,
and factsheets. Verbal communication can be used to communicate explicit and implicit knowledge
to groups or individuals. Verbal communication media can be more or less interactive depending
on whether you use interpersonal or mass media. Examples of verbal communication includes
presentations to groups, group discussions, multi-stakeholder platforms, interactive theatre, one-
on-one discussions, and rural radio. Visual communication is particularly useful for explaining
complex ideas because it is easier to communicate some knowledge through images than words.
Examples of visual communication include training videos, participatory videos, television shows,
and posters. Tactile and olfactory communication enhances experiential learning through the use
of other senses. Farmers can see the effect of treatments on plants and animals. Examples of tactile
learning include field visits and field schools.

4.5.2 Mass Media and Interpersonal Media

i. Mass Media: Mass media include newspapers, radio, and television. The sender can reach a large
number of people over a long distance without direct interaction. Therefore, traditional mass media
are asynchronous (when communicating parties are involved in the communication process at
different times and cannot respond to each other immediately). This is the type of communication
that takes place between one or more people who are communicating with a large and geographically
widely dispersed audience simultaneously through the use of technology.

ii. Interpersonal Communication: Using Interpersonal media is a more direct, synchronous
(when communicating parties are involved in the communication process at the same time and can
react to each other immediately) process with the sender engaging with the audience directly and
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actively. This is the type of communication that takes place between two or three people. It is usually
done face-to-face. The face-to-face communication between two people is also known as dyadic
communication. An example is the conversation you have with your friend, your dad, mum, and so
on. It can also be done with phones or through internet platforms such as websites, social media
such as Twitter (now X), Instagram, WhatsApp, etc.

Both mass media and interpersonal media have merits and limitations. Depending on the situation,
one may be better than the other. If an extension agent wants to communicate a message in an
area where literacy rates are low, written mass media would not attract the attention of the target
audience, and therefore the message may be ignored. In this instance, it would be better to use
interpersonal media such as group demonstrations. On the other hand, if an extension agent wants
to communicate a message to a community that has a good literacy rate but struggles to schedule
a meeting with all the key role players, written mass media would be better suited. Table 4.2 shows
the main merits and limitations of mass and interpersonal media.

Table 4.2: Comparison of the Main Merits and Limitations of Mass and Interpersonal Media

Mass Media Interpersonal Media

High potential to reach a large target audience

Limited potential to reach a large target audience

Relatively high potential to attract attention to
an issue

Relatively low potential to attract attention to an
issue

Asynchronous communication

Synchronous communication

Relatively non-specific message

Relatively specific, tailor-made message

Differential spatial flexibility (The possibility
to adjust the physical environment in which
a message is delivered to the preferences of a
specific target audience.)

High spatial flexibility

Differential time flexibility (The time that the
message is received by an audience can be
adjusted to suit the preference of the audience.)

Time flexibility within limits

Relatively low cost

Relatively high cost

High storage capacity (The ability to store a
message and send it again at a later stage)

Low storage capacity

Low potential to stimulate experiential learning

High potential to stimulate experiential learning

Low potential to develop personal relationship
with target audience

High potential to develop personal relationship
with target audience

(Source: GFRAS New Extensionist Learning Kit, 2016)
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Some of the factors that should be considered before choosing media for communication include:
(i) Reliability of the communication media; (ii) Availability of the media; (iii) Cost of the media, and (iv)
Speed of the media.

4.5.3 Techniques for Writing for Media

As indicated in the previous section, there are four major forms of mass media: radio, television,
print, and digital/online. Although they are forms of mass media and seem interlinked, they possess

distinct qualities and different writing styles. This section presents techniques/skills required for

writing for the various forms of media.

A.

Radio: Radio is one of the oldest media of mass communication. and as such, it appeals to
different age groups. The basic elements of radio are words, sound effects, and music. With
the help of these elements, the listener creates his/her own pictures. There are fundamental
skills needed to write for radio. For radio talks and scripts, it is important to note that spoken
language is different from written language. In the spoken word, people have only one chance
to communicate with the listener. The listener must be able to take in instantly the meaning
and central idea of the story being told. When one is writing for speaking, it is important to
write as though the writer is talking; the writer should hear the words as he writes them.

The following are basic techniques for writing radio talks and scripts:

1.
2.

Formulate a story idea. Outline the characters, plot, setting, conflict, and resolution.

Write a narrative of the story. Put the "meat" of the story on the bones of the outline. Always
keep the limitations of radio in mind since it is written for listeners, not viewers.

Divide the narrative into scenes, with good descriptions of setting, character, and sound effects.

Write the dialogue based on the narrative. Let the characters and sound effects give the listener

a clear picture of the action in their mind.

Put the story into radio script format. This includes:

a.  Write a page heading. This is used to specify what program or episode that is being worked on
and what page the writer is on in the script. It should be placed across the top of the page.

b.  Write a scene heading. This specifies the scene number, the scene's location, and the time of day.

C.  Include script cues. A listener retains mainly three things from a radio drama: dialogue,
music, and sound effects. Each of these audio components is identified as a "cue” because
it happens at a given time in the script, and the director may have to instruct someone
("cue them") to produce it.

d. Insert music cues. Varying emotions can be achieved through the choice of music. Clearly
written instructions regarding music cues will greatly assist the cast and crew in influencing
the mood of a given scene.

e. Include the dialogue cues. This helps the director and the actors prepare themselves for
proper timing and execution.
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f. Insert the sound effect cues. Sound effects help to establish the scene or depict action.
Sound effect cues are always underlined.

g.  Compose production notes. Engineers, cast, or crew require specific instructions that are
handled as production notes, comments from the writer on how to coordinate cues or
achieve particular effects. These need to be clear and precise.

6.  Editthe radio talk and script after letting it sit for a few hours or days. Read the script aloud and
review if there are possibilities of improvement. Ensure that sentences are simple and short
and that the flow of the script conveys the message. A fresh set of eyes will help the writer
catch any mistakes in grammar or plot. Consider having a third party scrutinize the script.

7. Present the script to the producer or editor and make revisions as necessary.

B. Television: Writing for television requires the skill to create a balance between pictures and
words. Hence, it is important to decide on the needs and style of the television script beforehand.
There are different forms of television scripts can be news, news stories, and feature stories.

The following are techniques for writing a television script:

1. Lead writing

Since readers may not have time to read an entire article, the lead of a story, typically the
first full paragraph, should contain all pertinent information in the article. By reading the lead
paragraph, the reader should find the basic who, what, where, when of a story -- a summary
of the story. This goes along with the inverted pyramid model of an article, in which the most
important information comes first, with the body of the article providing more detailed facts
and analysis as well as secondary facts that may be cut out if necessary. A feature story may
begin with a snappy introduction to capture the reader’s attention, but for a news story, a
simple opening providing basic facts can be just as effective.

2. Interviewing

A news writer should research the subject as well as the person to be interviewed beforehand so
that the writer will be prepared. A basic knowledge of the topic to be written about will show that the
writer is professional and competent. The interview will run much more smoothly, and the subject
will be more willing to provide information if he/she thinks the writer is well informed. In addition,
knowing something about your source helps you prepares additional questions to ask during
the interview. Take notes and stay attentive to the source during the interview and/or record the
interview. makes it easier to get accurate quotes without writing furiously throughout the interview.

3. Quotes

Using quotes is one of the most important and essential parts of news writing, news stories,
and feature stories. It is important not to simply tell the reader what has happened but to
illuminate the facts by providing quotes from multiple sources, including witnesses and experts
on the subject of your article. When using quotes, the following points should be kept in mind:
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4. AP

Balance quotes so they are not all one-sided.

Do not quote facts, simply state them. If it is known that the national deficit is 4 billion
U.S. dollars, it is unnecessary to quote the secretary of the treasury when he mentions
this in a speech.

c.  Keep quotes in context. Do not misrepresent sources used. For obvious ethical reasons,
it is not proper to pick and choose pieces of what a source says in an interview to create
one’s own story. It is the job of the writer to provide the clearest and most accurate story
possible.

d. Do notintroduce quotes by summarizing them.

e. Do use quotes to illuminate the information provided beforehand.

Remember to introduce the sources used. For example, “The Federal Government will
boostlocal rice production by increasing small scale rice farmers' access to credit facilities,”
said the Minister of Agriculture, Mr. Johnson Brown. The writer should not assume that
the reader would know who the source is, even if it is a public official.

style

When writing news, news, stories and feature articles, it is important to use the recommended
Associated Press style for better write-ups. Below are some examples:
The meeting will be held at 8 PM.

- When writing out times, use a.m. and p.m. -- note that they are lower cased and
have periods.
- The extension agent will visit the farmers on Tuesday, May 15th.

- When writing dates, use only numerals, do not add “th,” “nd,” or “st”. Also, do not
write out the numbers, such as third or first.

5. Headlines

Bad

The headline of a story needs to capture the reader’s attention as well as reveal the substance
of the article. Typically, the first thing readers do when they pick up a newspaper is to scan the
headlines. The headline of a news story needs to be concise, specific, and informative. It also
needs to be in the present tense and contain active verbs. No periods come at the end of a
headline, and only the first word and any proper nouns should be capitalized. Semicolons and
commas may be used. When placing a quote in a headline, use single quotes instead of double
quotes. A few examples may suffice, thus:

President held meeting

(Too vague and in the past tense)

Good

Essential Competencies of Frontline Agricultural Extension Professionals




President Biden addresses the National Assembly members about high food prices.

C.

Print media: Print media such as newspapers, journals, and magazines are the oldest forms of
mass communication. The contents are generally presented in a linear fashion, and important
information is provided to readers in short, simple words and sentences. Generally, the
techniques for writing print media are as follows:

1.

s WwN

10.

Once a topic is chosen, and all possible sources have been listed, it is time to use them.
People can also be sources. Appointments should be arranged with those who interest
the writer, and questions prepared concerning the article. Do not forget to take notes.

Write headings that are both informative and catchy.
Create a motivating topic sentence.
Show, not tell - this is the golden rule of all writers.

The writer should stay firmly on the writing goal and not get carried away from the
research and topic while writing.

No matter how narrow, the topic still must have several subtopics that will be developed
in the body paragraphs.

Think about illustrations. Usually, professional photos are obtained from agencies
such as AP (Associated Press). But the subscription costs quite a lot. At the same time,
illustrations are a good way to get attention.

Inexperienced writers sometimes feel tired after writing few paragraphs. This is not the
proper time for challenges. When tired, the writer should put the article aside, and have
some rest so as not to write a poor article.

When the writer finishes writing, it is important to put it aside for some time so that the
mind can cool off a little, and he can take an independent look at the work. It is necessary
to ask family members/friends/anyone whose opinion is valued to read the article and
give feedback.

A writer also must be flexible, especially an inexperienced one. If a qualified person tells
the writer that some things must be rewritten, then it should be done. It will help one
to develop one’s own intuition for correct writing, after learning. Do not be offended by
criticism.

The final step is to submit the material to a publication. The article should be sent to an editor. In
the cover letter to the publication, the writer should explain his/her familiarity with the newspaper,
magazine, or journal. It shows that some research was done, and that the writing most likely
corresponds to the demands of the newspaper, magazine, or journal.

D.

Digital/online media: Digital/online media - Facebook, Twitter (X), Instagram, WhatsApp,
and blogs -- are recent forms of mass communication that are constantly changing and have
completely changed the way information is consumed. The digital/online media have distinct
writing styles with their own dynamics, concepts, and techniques. Basically, the contents of
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digital/online media are intended to engage the younger generation. Writing for digital/online
media requires understanding the needs and preferences of online users. The techniques for
writing digital/online media are:

1.

Clear and concise: Digital content is not the same as print content. People encounter and
read it differently - they scan it, so it should be written differently. A simple and direct
style works best. Make sentences and paragraphs short -- three to five short sentences
at most. It should be divided into smaller and organized chunks with subheadings. Leave
breaks between paragraphs. Use active verbs and write in present tense. Avoid the
passive voice, as it complicates the sentence. When reading through the draft online
content, eliminate any unnecessary words to make the copy crisper, more concise, and
easier for users to digest.

Keep it short: Language is most powerful then. Write using a maximum of 25 words per
sentence, one sentence per paragraph, four to six words per headline. Online space is
practically unlimited, but very long stories are generally not suitable for online readers
tend to prefer short stories -- no longer than 800 words.

Legibility: For ease of reading, minimize use of boldface, italics and all capital letters.
Avoid underlining to highlight texts -- it will make the text look hyperlinked and confuse
the readers.

Headlines and subheads: Headlines should be concise and catchy, communicate the
right information, and attract readers. Subheads should be concise and to the point,
short (preferably three to seven words) and give readers a clear indication of what comes
next. They also help to break blocks of text into manageable chunks.

Most important points: Present these early on the page. There is immense competition
for attention in cyber space. Readers tend not to dig for key messages buried at the end
of a page or story -- they go elsewhere.

Bullet points and lists: This is another effective way of breaking up a long story to facilitate
reading, attract attention, and make absorbing the information easier. Digital audiences
frequently scan online content for highlights. Bullet points can be used in the body of a
story or at the beginning to highlight the most important points in a report.

Know your audience: The prerequisite for good online content is a detailed understanding
of the target audience. For example, content crafted for extension professionals may be
different from that created for policymakers or farmers.

Spelling and grammar: Poor spelling and grammar undermine the credibility of the online
message. Check for errors and, if possible, have someone else review the message. A
fresh set of eyes can often see errors that the writer reads right over.

Develop visual sense: Attractive and rich graphics easily grab the attention of readers.
Such graphics -pictures and diagrams, tags and captions - enhance the story and help
build the narrative.
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10. Write to be visible: Learn about tools that can be used to increase the visibility of online
content or websites so that they can reach a wider audience. Search engine optimization
(SEO) helps drive organic search traffic to a webpage. Although key words are important,
bear in mind that Google and other search engines place a high value on contents that
are informative, relevant, and useful.

4.5.4 Preparing Progress Reports

A progress report is a document written by extension workers to update the progress of their
various tasks to other stakeholders. A progress report is a formal, documented, and structured
way of keeping the government or supervisors/line managers informed of the progress of field
activities. Furthermore, progress reports document important information and records pertaining
to extension programs in the community. A progress report helps in documenting the progress and
challenges faced in carrying out extension activities.

When should a progress report be written?

A progress report could be put together at many times, depending on the goal of the report. The
types of progress reports are:

1. Daily report. These progress reports are short and concise. They provide a quick overview of
daily tasks achieved, any challenges encountered, and progress made towards larger goals.

2. Weekly report. This type of report is a bit more detailed and includes information on what the
extension field workers hoped to achieve in the week, what they actually achieved, and why it
was (or was not) achieved.

3. Monthly report. This is a detailed report indicating the extension workers’ progress towards
reaching goals. It is best delivered as an overview of all extension activities within the
month.

4.  Quarterly progress report. This type of progress report does not need to go into a significant
amount of depth on specific tasks but is more targeted towards analyzing whether quarterly
goals were reached, and the reasons for not reaching the set goals.

5. Annual report. This is the final report of the year, and it gives details of what the extension
worker achieved across the year. It includes lessons learned, challenges encountered, and
changes expected during the next period.

How to Write a Progress Report

The following steps will help an extension worker to ensure that progress reports are as legible as
possible.

1. Keep the report simple and concise. Use short, clear sentences, and proofread any report
before submitting it.

2. Think about the subject of the report in breadth and length. Also, make a note of all the
information that will go into the report.
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3. Put down all contents on paper, assess the content, and decide what ought to be included.
Then, consider how the information will be organized and structured in the report.

4.  The progress report should be written in the following structure:

a. Thefirst partintroduces the purpose of the report, stating why the report is being written.

b.  The second part, the main substance, describes how people were brought into the

program.

List the methods were used and which one(s) worked well in establishing rapport. A comparative
analysis among methods might be useful. Include a paragraph on challenges encountered also. c.
The third part has concluding remarks, which contain reflection from the writer on what could have

been improved.

Table 4.3: Format for Preparing a Monthly Progress Report for Field Extension Workers.

Top of the report:

Indicate the period (e.g., 1 May 2021
to 31 May 2021

Name of the state

Name of the town community

Name of the reporting officer

Names of the blocks and circles visited

Number of working hours

Section I: Plan of the month

Plan for the month

Work assigned by the block supervisor

Section II: Tasks accomplished

Include the plans.
List the tasks that are partially completed.
List the completed tasks.

Section Ill; Observations

How do people interact in meetings?
Which innovation received wide acceptance?
Why was it more liked than others?

Who were most keen to adopt?

Section IV: Issues and challenges

In the field: those faced with the community

Administrative: those faced with funding agency,
government, and non-governmental organizations, etc.

Section V: Analysis

Include tasks done, who were early adopters and why?
Which farms resisted adoption and why?

List other observations from the field.

Section VI: Self-introspection

What did you do that you could improve on?

Section VII: Planning

Plan the tasks for next month.
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4.5.5 Techniques for Organizing Extension Campaigns

An extension campaign is a coordinated effort to inform many farmers in a relatively short period of
time about an agricultural topic of widespread concern or interest. The aim is to achieve quick, large-
scale change in farmer behavior and practices through carefully choreographed efforts by various
organizations using a variety of communication channels. Extension campaigns require careful
planning and work best when there is widespread consultation and multi-sector involvement.

Some of the techniques for organizing extension campaigns are:

° Define the topic and common goal; focus on practical needs of farmers. Draw up a
schedule of activities, the expected end point of the campaign, and the deadline for
assessing outcomes.

° Engage in consultations with stakeholders and community leaders as well as opinion leaders.

] Assess strengths of cross-sector networks to identify the roles of public, private, and civil
society partners - the most effective campaigns depend on broad alliances.

] Involve representatives from all sectors (including mass media) in planning activities;
identify the key people and organizations that can make change happen.

° Identify communication channels that maximize information flow. Prepare guidelines on
different ways to deliver messages: plant health rallies, radio programs, mobile phones
(texting), social media, farmer meetings, and so on.

° Define and validate the key messages to be conveyed. Design suitable formats (e.g., text
messages, fact sheets, posters) for disseminating messages. For print media, ensure you
have enough copies to distribute to target audiences.

° Compare knowledge, attitudes, and practices before and after the campaign. Carefully
consider what data you really need and who will coordinate data collection and analysis.

° Cost all actions, identify funds, and confirm partner contributions.
° Ensure that results and lessons learned are published and shared with all participants.
4.6 Effective Communication with Community Leaders

Aleaderis a person who influences a group of people towards the achievement of a goal. Community
leaders are very important stakeholders of an extension program in the community. They interact
frequently with the community, so they could motivate and organize people in the community to
participatein extension programs. Therefore, fosteringstronglines of communicationwith community
leaders is very important to achieving a set of goals of the community. Extension educators should
communicate effectively with community leaders so that they can acquire the requisite skills, abilities
and attitudes needed to carry out extension education and other communication responsibilities.

For communicating effectively with community leaders, extension workers should:

J Build trust with community leaders.

° Maintain engagement meeting with them.
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L Encourage two-way conversations and open dialogue.
] Promote collaboration and teamwork with them.
] Keep them informed of the extension activities in the community.
] Communicate any upcoming changes effectively and in a timely manner.
° Align with and respect the culture of the community.
4.7 Diffusion of Innovation Theory - Implication for Extension Communication

4.7.1 Adoption Process

Diffusion scholars have long recognized that an individual's decision about an innovation is not
an instantaneous act. Rather, it is a process that occurs over time and consists of a series of
actions. The traditional view of the innovation decision process, called the “adoption process,”
was postulated by a committee of rural sociologists in 1955. The adoption process is the mental
decision-making behavior, through which an adoption unit (an individual or group) passes
from becoming aware of an innovation to deciding to adopt or reject it. Although the process
is concerned with the behavior of one adoption unit, the behavior, generally occurs within a
community context and tends to be affected by situations occurring within the community. In
general, acceptance of a new idea is a complex process involving a sequence of thoughts and
practices. Quite often the speed with which a new idea is accepted (or rejected) is a function of
past experiences in similar situations. Usually, decisions are made after contacts, over time, with
several communication channels.

Communication research suggests that diffusion of innovation and its adoption vary depending on
the socio-cultural context of the community, characteristics of the decision making unit or the target
audience, and perceived attributes of the innovation (Rogers, 2003). In all cases, it is important to
ascertain why an innovation is or is not adopted. However, as noted by Suvedi and Kaplowitz (2016),
most people hesitate to adopt a new idea or practice even if they are aware of it because of:

L Uncertainty about possible benefits or unwillingness to take risk.

L Inadequate knowledge about the new practice or innovation.

] Concern about the trustworthiness or credibility of the information source.

] Lack of resourcestoacquiretheinputsrequired foradoption of the newidea orinnovation.

L Lack of a market in which to sell new products.

] Social norms, values and beliefs that do not support adoption of the new idea or
innovation.

4.7.2 Diffusion of Innovation
We have noted that the adoption process is a mental decision-making process. The diffusion process,
on the other hand, is concerned with the spread of an innovation within a social system. Indeed, the

concept of diffusion is closely related to dissemination of an idea or practice within a specified social
system. Rogers and Shoemaker (1971) have described diffusion as a “specialized communication”
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which is a process by which innovations spread to members of a social system. They recognized four
elements that are essential in the diffusion process:

a. Aninnovation.
b.  Which is communicated through certain channels.
c.  Overtime.

d. Among members of a social system.

It appears, therefore, that the most important distinguishing factor between adoption and diffusion
processes are that the former (adoption) functions as a form of intrapersonal communication, and
the latter (diffusion) operates largely through interpersonal communication process. Adoption and
diffusion are, thus, closely related concepts because there will be no diffusion of innovation without
adoption.

The diffusion process is concerned with the use of the various channels of communication to achieve
maximum audience participation at each level / stage of the adoption process. At the knowledge
stage, for example, it is noted that mass media, including folk media (music, socio-drama, etc.)
are most effective in making people aware of an innovation. Maximum use is, therefore, made of
these media to enable higher socio-economic status members of a social system be aware of the
innovation. Among people of lower socio-economic status, however, neighbors, and friends tend to
be more important creators of awareness of new ideas, although, as rural communities continue to
modernize, the role of mass media in raising awareness is likely to grow. The influence of the various
media channels in the diffusion process vis-a-vis the stages in the adoption process is presented in
Table 4.4.

Table 4.4: Rank order of Information Sources by Stages in the Adoption Process and Influence
in the Diffusion Process

Rank Knowledge Persuasion Decision Confirmation

1. Mass media: radio, TV, Mass media Friends & Friends &
newspapers, magazines neighbors neighbors

2. Agric. agencies, Dealers & sales agents | Dealers & sales Dealers & sales
especially extension agents agents

3. Friends & neighbors, Agricultural agencies | Agricultural Agricultural
mostly other farmers agencies agencies

4, Dealers & sales agents Friends & neighborss | Mass media Mass media

To effectively promote an innovation to intended users, the extension worker must understand the
theory of communication and the innovation decision process - how an innovation or new product
is spread within a social system, and how communication about it gains momentum. The innovation
decision process involves several steps: an individual passes from first knowledge of an innovation
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to forming an attitude toward the innovation to a decision to adopt or reject it (Maunder, 1972;
Rogers, 2003). If the decision is to accept it, the next step is implementation of the new idea, and
then confirmation of this decision. An innovation decision process modified after Rogers (2003) is
shown in Figure 4.5. This model consists of four main stages:
1. Knowledge — a person (or decision making unit) becomes aware of an innovation and
gains some understanding of how it functions.
2. Persuasion — a person (or decision making unit) forms a favorable or unfavorable
attitude toward the innovation.
3.  Decision — a person (or decision making unit) chooses to adopt or reject the innovation.
Confirmation — a person (or decision making unit) evaluates the results of an innovation
decision already made.

Modified Stages in the Innovation Decision Process

Communication Channels and Sources
X

v v v ¥
Contexts: - Maz= media Interpersonal - Early adopters - Market
- Previous - Training courses mhneg: - Input response
; : - Extension 2 :

practice - Toursffield days hiaten suppliers - Social
- Felt nesds - Demonstrations -lead farmers - Markets scceptance
- Infrastructure - Research - Policy support

and markets | I
- Sociocultural
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KNCWLEDGE PERSUASION DECISION CONFIRMATION

Figure 4.5: Communication Channels During Innovation Decision
(Adapted after Rogers, 2003; Suvedi & Kaplowitz, 2016)

Knowledge Stage: Socioeconomic characteristics, personality traits, and communication
behavior of the members of a social system may influence the knowledge of a new idea or
innovation. Generally, those who are first to learn about a new idea or innovation are better
educated; have travelled outside their communities; use mass media such as radio, TV or
internet for information; and have higher social status and wider social networks than those
who hear about it later.

Persuasion Stage: After becoming aware of or knowledgeable about a new idea or innovation,

people become psychologically involved with the innovation and seek additional information

about its attributes, such as:

L Relative advantage: What are the cost and economic return of adopting the innovation,
compared with current practice? Cost of inputs, the conditions under which inputs may be
obtained, and the likely market situations (in the case of agricultural and other technical
inputs) are important variables that determine the relative advantage of one innovation
over another.
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U Compatibility: Is the innovation compatible with existing practice or culture? To what
extent to does an innovation fit into the adopter’s situation, which includes his views
about what ought to be, what he does, and how he does it. For instance, enforcing the
water closet toilet system in the rural areas without considering the availability of running
tap water or toilet tissues would be unattainable and incompatible with existing practices.

] Complexity: How complex is the innovation? Simple practices are adopted more
quickly than complex ones. Any new idea may be classified on the complexity-simplicity
continuum. Some innovations are clear in their meaning to potential adopters; others
are not. Thus, the more complex an innovation is, the slower will be its rate of adoption
and, by implication, the rate of diffusion. This is not to say that proven practices that
are somewhat complex to apply should be ignored completely. What is necessary is
that practitioners such as extension agents need to understand where recommended
practices will complicate a potential adopter’s operations.

° Trialability: Can the innovation or technology be tried out or experimented with or
adopted on a limited basis before its full adoption? New ideas that can be tried on the
instalment plan are generally adopted more rapidly than innovations that are not divisible.
Some innovations are more difficult to divide for trial than are others. The personal trying
out of an innovation is a way to give meaning to an innovation, to find out how it works
under one’s own conditions. This trial is a means to dispel uncertainty about the new
idea. Innovations that do not permit this would, therefore, be more difficult to diffuse
through a social system.

] Observability: Can people readily observe the results or benefits of adopting the
innovation? The degree to which the results are visible is important for its adoption. In
agriculture, method and result demonstrations have been used to provide observable
information about the potentials of a new practice. Innovations in which the software
aspect (that is, the information base for the tool) is dominant possess less observability
and usually have relatively slower rates of adoption.

Decision Stage: In this stage, on the basis of personal assessment of the various attributes of
the new idea or innovation, a person decides whether to adopt or reject the innovation or new
technology.

Confirmation Stage: The last stage in the innovation decision process is confirmation. If the
new idea or innovation adopted is felt to be beneficial, adoption could be continued. Otherwise,
it could be discontinued. Similarly, if the decision was not to adopt the new idea or innovation
previously, the person may adopt it later after observing results at a neighbor’s farm, or s/he
could continue to reject it.

In addition to these five perceived attributes of an innovation (relative advantage, compatibility,
complexity, trialability, and observability), other variables such as the type of innovation decision;
the nature of communication channels diffusing the innovation at various stages in the innovation
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decision process; the nature of the social system in which the innovation is diffusing; and the extent
of the change agent's promotion efforts in diffusing the innovation affect an innovation's rate of
adoption.

The type of innovation decision is related to an innovation'’s rate of adoption. Innovations adopted
by individuals are generally adopted more rapidly than innovations adopted by an organization.
The more persons involved in making an innovation decision, the slower the rate of adoption. One
means of speeding the rate of adoption of an innovation is to attempt to alter the unit of decision so
that fewer individuals are involved.

Communicationchannelsplayanimportantroleintheinnovationdecision process. Thecommunication
channels used to diffuse an innovation also may influence the innovation’s rate of adoption.
Interpersonal channels (e.g., face to face meetings, telephone conversations) require a long time or
many staff members to reach a large audience, and rate of adoption is slow. Also, if an inappropriate
communication channel is used, such as mass media channels for complex new ideas, a slower rate
of adoption results. Group channels such as farmers’ training classes, study tours, and farmer field
schools can reach more people more quickly, but they may not reach all the members of the social
system. Mass media channels - radio, television, newspapers - can reach a large audience with the
same message in a relatively short time. Note that certain communication channels are effective at
different stages of the innovation decision process. Mass media are useful in creating awareness
about an innovation (knowledge stage). Interpersonal channels are relatively more important at the
persuasion or decision stage of the innovation decision process (Rogers, 2003).

The nature of the social system, such as the norms of the system and the degree to which the
communication network structure is highly interconnected, also affects an innovation's rate of
adoption.

It is also affected by the extent of the change agent's promotion efforts. The relationship between
rate of adoption and the change agent's efforts, however, may not be direct and linear. The greatest
response to change agent effort occurs when opinion leaders adopt the innovation. The innovation
will then continue to spread with little promotion by change agents after a critical mass of adopters
is reached.

Extension workers should recognize that adoption of new ideas and technologies happens in stages.
Some people adopt the new idea or technology early, some adopt late, and others do not adopt it at
all. In general, a few people will try the innovation at first, then if it seems to have benefits a larger
number will try it, though a few may never accept the new idea. Those who first adopt an innovation
are generally classified as more innovative than others. An examination (over time) of the socio-
economic characteristics of innovative groups indicated that:

1.  They tend to become more aware of the innovation relatively early because they are
exposed more to communication networks that promote the innovation.

2. They tend to require less time to reach a decision.
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The implication from the above characteristics is that this group would be well educated and scientific
in orientation, and might possess the ability to deal with abstractions. Depending on when (how
early/late) people adopt a new technology, diffusion and adoption scholars such as Maunder (1972)
and Rogers (2003) have classified adopters into five categories:

1.

Innovators: Those who are first to try out a new technology are called innovators. Their interest
in new ideas leads them out of a local circle of peer networks and into more cosmopolitan social
relationships. Being an innovator has several prerequisites. Control of substantial financial
resources is helpful to absorb the possible loss from an unprofitable innovation. The ability
to understand and apply complex technical knowledge is also needed. Innovators are risk
takers and adventurous, eager to try new ideas and, therefore, the first to adopt an innovation.
Innovators represent about 2.5 percent of a total population.

Early adopters: The next to adopt a new technology are called early adopters. Early adopters
are a more integrated part of the local social system than are innovators. This adopter category,
more than any other, has the greatest degree of opinion leadership in most systems. Potential
adopters look to early adopters for advice and information about an innovation. The early
adopters are considered by many as “the individual to check with” before using a new idea.
They make up about 13.5% of the population.

Early majority: These people adopt new ideas only after intense thought and deliberation.
The early majority interact frequently with their peers but seldom hold positions of opinion
leadership in a system. Their innovation decision period is relatively longer than that of the
innovator and the early adopter. They make up about 34% of the population, and they take the
overall adoption rate up to around 50 percent.

Late majority: Skeptical in nature, they adopt new ideas on the basis of either economic
necessity or social pressure. In essence, innovations are approached by this group with
skepticism and caution, and they do not adopt until most others in their system have done
so. Like the early majority, the late majority makes up 34% of the population. They bring the
overall adoption rate to around 85 percent.

Laggards: Those who join last - or never -- are called laggards. They are the traditionalists,
rooted in the old practices, and they base their decisions on what was done previously. They
are always suspicious of new ideas, innovators, and change agents. The laggards are the least
risk takers, have very small farms relative to others, have low levels of education, and have
relatively low incomes. Quite often they are least exposed to sources of information. Laggards
make up about 16 percent of the population.

In general, innovators and earlier adopters have more formal education, higher social status (larger
farms, higher income), greater exposure to mass media, greater exposure to interpersonal channels

of communication, greater extension agent contact, greater social participation (e.g., community
leader, farmer association leader) and more contact with persons outside their community than
later adopters. However, it should be noted that individuals do not occupy permanent positions in
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the characterization of the adopter categories for all innovations. For instance, an individual who
falls into the category of laggard in innovation A may become an innovator for innovation B.

Suvedi and Kaplowitz (2016) note that an adoption process is situated within a social system, so
social factors such as culture, taboos, norms, and values influence the adoption rate. Innovations
that are complex and require significant investment for adoption tend to be adopted slowly. The
presence of innovative opinion leaders whom others look to for direction also affects the adoption
rate. So, for an extension worker, working with opinion leaders in a village enhances the possible
rate of adoption. Each adopter category possesses unique characteristics and requires different
strategies to influence adoption. It is important that extension workers recognize individuals in each
of these adopter categories to achieve successful adoption of innovations.

Rate of adoption is the relative speed with which an innovation is adopted by members of a social
system. It is generally measured as the number of individuals who adopt a new idea in a specified
period, such as each year. So, the rate of adoption is a numerical indicator of the steepness of the
adoption curve for an innovation. Suvedi and Kaplowitz (2016) noted that many extension services
and development projects use the rate of adoption -- i.e., the speed at which target beneficiaries
adopt an innovation-- as a criterion for evaluating the effectiveness of agricultural extension. It
should be noted, however, that the rate of adoption varies with the attributes of the innovation or
technology being promoted or disseminated. Achieving 100 percent adoption may not be a realistic
goal. Experience suggests that 30 percent to 40 percent adoption signals that it's time to move out
of a village and/or move on to the next innovation/technology because the new idea or innovation
will then continue to spread through peer pressure or social networks.

4.7.3 Inhibitors of the Adoption/Diffusion Process

Generally, the deficiency or absence of factors which facilitate the adoption of innovation will

inhibit it.

1. Inadequate knowledge or information concerning an innovation. This will most likely hinder
adoption and, consequently, diffusion. Inadequate knowledge could relate to lack of awareness
of the existence of the innovation or insufficient knowledge about how the innovation operates.
For instance, nutrition studies indicate that milk processed from soybean is nutritionally as good
as animal milk. If members of a social system lack information about processing techniques,
the innovation is unlikely to be adopted. Similarly, an extension agent who lacks adequate skill
in teaching clients how to process the milk would not encourage its adoption.

2. Perceived attributes of an innovation can hinder or facilitate the adoption / diffusion of an
innovation. There is a definite distinction between the actual attributes of an innovation and
the potential adopter’s perception of these attributes. Perceived attributes of an innovation
include its relative advantage vis-a-vis the technology or practice it intends to replace; its
compatibility with existing situations within the framework of the social system; its complexity,
that is, the relative ease of understanding the innovation; its trialability -- in other words, can
the innovation be tried initially on a small scale to enable final acceptance? And its observability

Essential Competencies of Frontline Agricultural Extension Professionals




--that s, are the results / effects of the innovation’s adoption easily seen? If the attributes of an
innovation are negative or unsatisfactory, adoption / diffusion will likely not take place.

Use of wrong communication channels. Adoption / diffusion studies show that mass media
channels tend to be more effective for less complex innovations such as inoculations, while
interpersonal channels (face-to-face interactions, training workshops, meetings, etc.) are more
effective for complex innovations. In the Nigerian situation, radio appears to be the most used
mass media channel for agricultural information delivery because of its versatility. The use of
the print media channel in largely illiterate social systems would hinder adoption / diffusion.
Newspapers, for instance, have not been known to be important channels for presenting
technological agricultural information in Nigeria. Their use in such information delivery will not
encourage adoption / diffusion.

Channel credibility. The credibility of a communication channel is directly related to whether
an innovation is adopted by a target group. Channel creditability, therefore, affects audience
beliefs and attitude. People like to listen to and accept what those they like say. When channel
credibility is lacking, adoption / diffusion processes will be quite minimal. Thus, agricultural
information communicated through non-credible channels would tend to be ignored by
farmers.

Incompatible client needs. If change messages are incompatible with clients’ needs, adoption
/ diffusion is unlikely. The extension agent should tune in to his / her clients’ felt needs. Asking
farmers to apply more fertilizers for higher rice yields would be incompatible with their needs
if what they need is processing mills for earlier harvests.

Apathetic change agent effort would hinder the adoption and, consequently, the diffusion of
an innovation. If the extension agent is not personally in background gardening for instance, it
is unlikely that he/she would enthusiastically teach clients how to grow background vegetables.
Farmers are smart people and would easily recognize the least sign of apathy or deceit from
the change agent. Some extension agents are more agency- oriented than farmer- oriented.
In situations where they are agency-oriented, they tend to communicate agency-initiated
innovations, which quite often conflict with client needs. Unenthusiastic approaches to client
needs would hinder innovation adoption / diffusion.

Nature of the social system. Innovation decisions that depend on collective action are more
slowly adopted; thus, the greater the number of people involved in making innovation
decisions, the less likely the adoption of that innovation. Therefore, the adoption / diffusion of
an innovation within a social system can be inhibited if too many people must participate in the
decision-making process.

Diffusion may also be hindered if the wrong person (farmer) begins it, or the innovation goes
against existing norms, and the extension agent does not engage in situation-specific analysis
of each factor. In other words, the agent must analyze each situation afresh, independent of
an earlier one.
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In general, mass media channels are more important for creating awareness and interest in an
innovation, while interpersonal channels are more appropriate at the other stages of the adoption/
diffusion process. Inappropriate use of these channels would hinder adoption and the consequent
diffusion of any innovation. Diffusion of innovations is greatest when the target group is involved in
the initiation, planning, action, and evaluation phases of the program. Research strongly indicates
that innovations are accepted more rapidly where an active diffusion system is operating. Cross-
cultural studies also indicate that the most important single variable, among an entire system
of variables relating to the rate of acceptance of technological and social change, is the stage of
development of the media system within the country.

4.7.4 Lessons for Extension Workers
When you work with an extension program for technology transfer:

L Use mass media for raising awareness of the innovation or new technology.

] During the persuasion stage, interpersonal channels are effective, so maintain as much
personal contact with farmers as possible.

] Find out if your district or village has innovator farmers (early adopters, opinion leaders),
and work with them to disseminate the innovation or new technology.

L Set up method and result demonstrations of new practices at innovators and early
adopters’ farms.

] Meet with early adopters regularly.
L Hold meetings with farmers’ groups, women'’s groups, and youths.
] Work with local organizations (e.g., farmer associations, mothers' groups, etc.).

° Always be professional - tell the truth, demonstrate what you want the farmers to do,
document what changes are taking place, and report what you accomplish.

4.8 Effective Presentation Skills

Communication is effective when the message sent by a source or sender reaches the receiver and
they reach a mutual understanding. However, communication is ineffective if the message is unclear
or misunderstood. Effective presentations minimize the potential for miscommunication between
the sender and the receiver.

4.8.1 Elements of Effective Presentation

According to Morgan (2000), major elements of presentations such as public speaking include the
following:

Determine your audience.

Who are the members of your audience?
What are they interested to hear?

What is their background?
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Whom do they represent?
What is their educational level?

How long have most of the members been with this group?

The knowledge about the members of your audience will allow you to modify the presentation
according to their needs or interests. For example, progressive farmers react differently than
traditional farmers when adopting new varieties or improved inputs.

Preparation is essential
Decide on your presentation topic.
What is your message?
How can you convey it clearly and simply?

Write down your thoughts and read them carefully. Make bullet points; include related success
stories to inspire your audience.

What is the medium?

Are you speaking to individuals, an organized group, or a large mixed audience?
Are you presenting messages at a mall, fair, trade show, conference, or professional meeting?
Are you writing for a newspaper or magazine?
Your message must suit the medium. This tool focuses on how to make effective presentations in
a group setting. According to Bell and Shire (2012), a presentation consists of three parts: opening,
body, and conclusion.
Opening
i. Welcome everyone and ask if everyone can hear you well.

ii.  Grab the audience’s attention and get them focused on the topic of the presentation by
asking a question, citing a relevant quote from a well known person, telling a short story,
or using visual aids.

iii. Provide an overview of the presentation. Clearly state the purpose of your presentation
and why the presentation or the topic is important.

Body
During the presentation, you need to:

i. Create an informal atmosphere. Provide for and encourage audience participation.

ii.  Establish your credibility early. Know the topic; write down the main points. Prepare an
outline, if possible. Prepare PowerPoint slides or other audio-visual materials to support
your content. Make sure visuals are clear and accurate.

iii.  Organize your material in a logical sequence for easy comprehension.

iv.  ldentify the stories, data, and/or illustrations to support each point.
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V.

Vi.

Use eye contact to establish rapport.

Avoid using technical jargon as much as possible.

Summarize every point before moving to the next point.

Conclusion

Stay focused on points you want people to carry away with them:

Review the key messages you covered and spell out their relevance.

End the presentation with a positive summary: how the innovation will benefit the
audience, why change is necessary, and how your audience can be the agents of change.

4.8.2 Tips for Good Presentation

According to Suvedi and Kaplowitz (2016) point out the dos and don'ts of a good presenter:

a.

Present clearly: Key points make your message easy to follow. A long, rambling speech
will be hard for the audience to follow, and learning will be weak.

Use eye contact: This makes the audience attentive and enables the presenter to see if
the audience is losing interest, at which point you bring in an anecdote or maybe stop to
ask a question.

Stand erect, walk around, and move your hands: If you slouch and look tired, the
audience’s interest drops. If you look alert and excited about your topic, the audience is
likely to respond in the same way.

Speak enthusiastically and clearly: To deliver a “loud and clear” presentation, project
your voice so everyone can hear, and pause briefly at the end of every sentence. Mumbling
will cause the audience to lose interest and miss the key points.

Use appropriate anecdotes and humor: A long speech gets monotonous and is easy for
listeners to tune out of. Using real world examples and funny stories keeps the audience
listening because they can relate better to real situations than to abstract concepts.

Present logically: Organize the points you want to make in a logical manner and present
them so that it's clear how the various points connect as part of an overall theme. This
keeps the presentation focused and the audience attentive