[bookmark: _Toc365013554][bookmark: _GoBack][image: ]Session 1: Defining Extension 

Session Rationale  
Peace Corps Volunteers need to have a good understanding of extension and the specific knowledge and practical skills required to be an effective extension worker (i.e., a change agent). This will enable them to effectively promote, educate, and train local farmers and others to adopt and employ appropriate and sustainable agricultural and natural resource management practices. As a result, smallholder farmers will increase productivity and use resources sustainably to improve food security, nutrition, livelihoods, and the environment.

This session introduces participants to extension with a definition, a short history, and the basic approaches used in rural agricultural extension and “advisory services,” a term that is now frequently used.
[image: ] Time 1 hour, 30 minutes    [image: ] Audience Peace Corps trainees during PST
Terminal Learning Objective
Following hands-on activities and working in pairs or small groups, participants will conduct a demonstration of at least one locally appropriate new or improved agricultural technique or practice in a way that effectively facilitates knowledge and/or skill acquisition for a local audience. 
Session Learning Objectives 
Participants will identify at least four advantages and disadvantages of different ways of learning about farming in a small group discussion. 
After having read a handout and answered questions about extension, participants will demonstrate understanding of the key points by participating in a game of “Extension Jeopardy.” 
Participants will connect the concept of extension to the PCV role of change agent and recognize their feelings and concerns about this role in discussion with a partner.
Session Knowledge, Skills, and Attitudes (KSAs)
1. Definition of extension. (K)
1. Traditional extension model. (K)
1. Direct versus indirect extension approach. (K)
1. Willingness to engage in the role of change agent. (A)
Prerequisites 	
Agriculture Core Sessions; Global Core Session: Roles of the Volunteer in Development
Sector:		Agriculture or Environment
Competency:		Improve basic agricultural practices 
Training Package:		Extension
Version:		May 2016




[bookmark: _Toc364750610][bookmark: _Toc365013555]Trainer Expertise:	Familiarity with host country extension services and a general knowledge of current extension approaches and methods.
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Session: Defining Extension
Date:  [posts add date]
Time:  [posts add xx minutes]
Trainer(s):  [posts add names]
Trainer Preparation
Provide Handout 2: What Is Extension? several days in advance and ask participants to read and answer the questions prior to coming to this session. Let them know that they will be expected to be familiar with this material by the time this session is presented.
Print participant Handout 1: What Is a Change Agent? 
Print participant Handout 3: Roles and Responsibilities of PCVs as Extension Workers.
Print participant Handout 4: The Theory of Diffusion of Innovations.
Print out and review Trainer Material 1: Answers to Questions on Handout 2.
Prepare Trainer Materials 2 or 3 “Extension Jeopardy” game by printing out the answer squares or setting up the PowerPoint (see separate files).
[bookmark: _Toc236737427][image: ]Materials
Equipment
Laptop (if using PowerPoint for Extension Jeopardy game) 
Projector 
Handouts
Handout 1: What Is a Change Agent?
Handout 2: What Is Extension?
Handout 3: Roles and Responsibilities of PCVs as Extension Workers
Handout 4: The Theory of Diffusion of Innovations
Trainer Materials
Trainer Material 1: Answers to Questions on Handout 2
Trainer Material 2: Extension Jeopardy Game PowerPoint (separate file)
Trainer Material 3: Extension Jeopardy Game Print Version (separate file)

Note for posts: To make it easy for you to print only select sections of the session plan, each section (Motivation, Information, etc.) currently starts on a new page. 

If you would like to use the session in its entirety, considering removing the page breaks (back-spacing from the headings that start on a new page) to use less paper. 

To re-insert page breaks, place your cursor in front of the word you want to move to the next page. Go to Page Layout, Breaks, Section Breaks, and then Next Page.
[bookmark: _Toc235768739][bookmark: _Toc236737428][bookmark: _Toc364750611][bookmark: _Toc365013557][bookmark: _Toc447717759]Motivation	[image: ] 10 min
[bookmark: _Toc447717760]Role of the Volunteer as Change Agent
Participants will first review their eventual capacity-building role as change agent. Then, through a simple activity, participants will be stimulated to think about what change means to them and the potential challenges of promoting change in others. 
[bookmark: _Toc365013558]Start the session by having an open discussion with participants on what it means to be a change agent. (Participants may have already read this section in the Roles of the Volunteer in Development Manual; if so, this will be a check of their understanding.)
As a Peace Corps Volunteer, what does it mean to be a “change agent”?
[image: ] Note: Definition of “change agent” from Roles of the Volunteer in Development: “Someone who generates ideas, promotes new practices, models healthy behaviors, draws attention to opportunities, and encourages/facilitates networks to help people move forward in reaching their goals. Change agents do not impose their ideas on others, but rather help people see possibilities (or opportunities) they might otherwise miss.”
To stimulate participants to think about the challenges of introducing new ideas and promoting specific changes in behaviors, provide a little warm-up exercise. This activity will allow them to begin to think about how they might introduce and promote a new idea or practice in ways that will allow the beneficiaries to overcome their resistance to change.
Ask all participants to stand. Make sure that they have a little space between themselves and their neighbors.
Once standing, ask all of the participants to cross their arms, like they would do if they were bored or waiting for someone. Check to see that everyone has done this.
Now ask everyone to re-cross their arms, folding them the opposite way. Give participants about 10 seconds, watch what happens during this time, and then ask them to stop.
[image: ] Note: When people cross their arms, they do so naturally, without even thinking about it. When they are asked to fold them the other way they may have to stop and think about it,  try to figure out which arm was on top, which arm moves first, and so on. About nine out of 10 people struggle with this initially, until they figure out what to do.
Ask how many were able to do this (tell them to be honest!). How many struggled?
Now ask the following questions (two or three responses per question should be adequate):
How did it feel when you were asked to cross your arms the other way?
Did it come naturally or did you have to stop and think about it?
Were you comfortable with doing this differently from your normal process?
What are some things that make people resistant to change?
What can you do to make it easier for people to accept the changes?
What kind of support might be necessary for people to maintain the changes?
[image: ] Post Adaptation: Depending on how much time is available and whether or not participants have already been introduced to behavior change (re: Core Session: ‘Behavior Change Activity Planning’), participants could be asked to reflect on a personal experience with change (e.g., smoking, eating habits, use of cell phone or social media, change of academic major or job, etc.). Ask the following questions:
Who was involved in promoting the change?
Who persuaded or influenced you?
What about the person/people made you want to listen and take action?
What aspect of the change made it appealing?
Was it easy or difficult to make the change? Why?

After completing this activity, provide each participant with a copy of Handout 1, excerpted from Peace Corps’ Roles of the Volunteer in Development Manual. Ask participants to read the section silently and, then, to consider: What are the keys to being an effect change agent?
After about three minutes, ask participants to provide a few examples of what they believe might be keys to being a successful change agent. Responses might include things like; understanding the culture and language, being a good communicator and having good interpersonal skills, patience and flexibility, understanding the barriers that keep people from making a particular change, being a model of desirable behaviors, etc. 
After taking several responses, write the following two words on a flip chart paper, respect and trust. Tell participants that all of their responses are keys, but it may take all of the keys to gain the respect and trust that is often needed for someone to accept associated risks and to overcome the real or perceived barriers to embracing a new idea and/or adopting change.
[bookmark: _Toc364750613][bookmark: _Toc365013566]

[bookmark: _Toc447717761]Information	[image: ] 15 min
[bookmark: _Toc447717762]The Basics of Extension
Participants will be informed of the basic function and structure of extension services and how these services promote the diffusion and adoption of innovations. 
1. [bookmark: _Toc365013567]Use the first five minutes for participants to think about where local people might get information to help with their agricultural and natural resource management activities. Ask participants to reflect and provide responses to the following question:
· Assuming good land is available and accessible, how do you think someone living in a rural community here in our host country learns to become a successful farmer? Answers should include:
0. Grow up on a farm (KSAs passed from generation to generation)
0. On the job training or work as an “apprentice” to other farmers
0. Go to a vocational school to acquire KSAs
0. Learn from local extension worker 
1. Now have the participants divide into four small groups and assign each group one of the four responses above (i.e., on farm, on the job, at school, from an extension agent). Give participants five minutes to identify what they think might be advantages and disadvantages of learning in each of the scenarios suggested above.
1. Ask each group to identify their means of acquiring information and what they determined to be the advantages and the disadvantages of that means.
Advantages might include:
· On the farm: Learn by doing; proven technologies or practices applied; farmer’s own land and resources
· On the job: Learn by doing; proven technologies or practices applied
· At school: Learn by doing (possibly); best teaching methods (possibly); most recent technologies or practices applied (possibly)
· Learn from extension worker: Learn by doing, proven technologies or practices applied; farmer’s own land and resources; possibility of timely access to new, more productive information, skills, and resources
Disadvantages might include:
· On the farm: Limited access to or timing of acquisition of new information, often leaving farmer stuck in less productive and less efficient technologies or practices. Using the same land and other local resources over time can lead to diminished productivity (e.g., soil nutrient depletion), lowering farmer’s ability to compete with other farmers and sustain her or his livelihood. As children, many poor farmers are unable to complete a formal education leaving many illiterate, an additional handicap to accessing available information.
· On the job: Upon completion of an apprenticeship, the learner may not have access to productive land to employ her or his KSAs or may not have access to the same technologies or inputs used during the learning phase. They may also have limited access to or timing of acquisition of new information. 
· At school: Depending on the school or training, the learner may end up with more knowledge than practical skills, or knowledge and skills that do not relate to the local possibilities of farming. The learner may not have access to productive land to employ her or his KSAs or to the types of inputs or technologies that were learned. Away from school, the learner may have limited access to or timing of acquisition of new information. Finally, the farming lifestyle may become less appealing once the learner has attended formal schooling.
· Learn from extension worker: Ideally, there would be few, if any, disadvantages unless the extension agent proved to be incompetent, untrustworthy, unreliable, etc.
· [image: ] Note: Learning Objective 1 is assessed during the Information section through a small group discussion. 
Ask participants to refer to Handout 2 (they should have read and answered the questions before the session). Allow participants five minutes to review Handout 2 and their answers to the questions prior to commencing the Practice activity.
[image: ] Post Adaptation:  The facilitator might ask if any participants are familiar with the agricultural extension service in the U.S. or in their home state (referred to as the Cooperative Extension Service). If so, ask one of these participants to briefly share their experiences or a brief summary of what they know about the services provided to farmers. 
The Cooperative Extension Service in the U.S. provides information, training, and other free services to farmers to improve their farming activities. The extension service also connects farmers with agricultural research or diagnostic services and to other agricultural service providers. Extension services can include on-farm visits, organized training sessions, mass media broadcasts, and farmer field demonstrations. Research services associated with the extension services typically develop new crop varieties and farming techniques and practices, or investigate new solutions to disease or insect problems. In the U.S., research typically takes place at public “land-grant” universities or at private research facilities including large agriculture-related businesses.


[bookmark: _Toc364750615][bookmark: _Toc365013575] 
[bookmark: _Toc447717763]Practice	[image: ] 30 min
[bookmark: _Toc436840702][bookmark: _Toc447717764]Review of the Basics of Extension
Engaging in a game of Jeopardy will enable participants to use the information they learned from Handout 1 and the Peace Corps Agricultural Extension Manual (No. M0018). 
1. Set up the Jeopardy game using Training Material 2 (see separate PowerPoint file, Extension Jeopardy). Or use the paper printouts from Training Material 3 (see separate Word file, Extension Jeopardy for Printing). Have a prize ready for the winning team. Be prepared with a means to create buzzers to hit (maybe a ring tone on a cell phone, or a bell). There are detailed instructions on using the PowerPoint version on Slide 15. 
Divide the group into two (or three) teams, depending on the size of the group. If using the PowerPoint, have the participants read the rules on Slide 2. In the print version, refer to the rules and set-up instructions on Page 1. 
Use two flip chart stands to display the score board for each team.
If using the printed version, it is probably best to create the game board on a wall, as it will be too large for a flip chart. 
Each team nominates a representative to answer for them, and one person to be the score keeper. Give each team a turn selecting a category and selecting the dollar value of the question (e.g., “I’ll take ‘Communicating with Farmers’ for 300”). 
If the team gets the answer right, they get the points and they pick the next category and value. 
If they get it wrong, they do not get the points and the other team gets a chance to try to answer the question, by hitting the buzzer—if playing with three teams, the first team to hit the buzzer attempts the question. 

As you move through the questions, pause to discuss each answer to make sure they understand the key points. Refer to Trainer Material 1: Answers to Questions on Handout 2. 
The team with the most points wins. If there is a prize, such as candies, pass them out to the winning team. 
[image: ] Note: Learning Objective 2 is assessed in the Practice section with the Jeopardy game activity.
[bookmark: _Toc364750617][bookmark: _Toc365013584][bookmark: _Toc447717765]Application	[image: ] 35 min
[bookmark: _Toc436840704][bookmark: _Toc447717766][bookmark: _Toc359853534][bookmark: _Toc235768743][bookmark: _Toc236737436][bookmark: _Toc364750619]Connecting Direct and Indirect Extension With the Role of the PCV as Change Agent
[bookmark: _Toc365013593]Direct and indirect extension methods were introduced in the pre-reading handout and the Agricultural Extension Manual. In this section, participants apply these methods to their work in promoting agriculture in their communities. 
1. Divide participants into six small groups. Using a flip chart or white board, share the scenario below with the groups:
Scenario: During your first three months at site, you used PACA tools to understand your community’s priorities for agricultural development. You are working with smallholder farmers. Their highest priority is to improve the productivity of their farms. You are trying to decide how you can help them do this. Following are some new or improved agricultural techniques or practices you may be promoting. 
· Double digging (garden)
· Making and using compost (garden)
· Companion planting (garden)
· Conservation Agriculture (i.e., No/low-till field preparation, permanent soil cover, and crop rotation)
· Fruit or nut tree production 
· Small animal husbandry (e.g., chickens, rabbits, fish)
Ask each group to select one different technique or practice to introduce. Tell them that they will now have five minutes to discuss the scenario and decide:
· What extension method (direct or indirect) would they use to introduce their technique or practice?
· Why would they choose this method? What do they think would be the advantages of using their chosen method over the other method? 
Choose two groups, one group that chose the direct method and one group that chose the indirect method, to briefly present and support their decisions. After each presentation, ask the large group if they agree or disagree with the presenting group’s choice and rationale. After these two discussions, ask participants what factors should be considered in determining when one or the other method might be preferable.
[image: ] Note: It is always preferable to have a local farmer employ a new technique or practice, as they will be better able to understand the real costs of application versus any perceived or real benefits. And, for this reason, her/his success is more likely than that of an “outsider” to be assessed and, ideally, replicated by other farmers. Another issue is the practicality of an extension worker who is probably not from the community employing practices that require long-term ownership/control of land and resources. Practices/techniques that can be applied during one crop season on small, easily prepared demonstration plots may be easier to demonstrate directly by an extension worker than practices that require more land, time, and resources than would be available to an extension worker. 
When doing indirect extension, at least one farmer is needed to be an example or leader in implementing the new technique or practice. Ask participants: What characteristics or qualities would you look for to identify a potential lead or master farmer? 
[image: ] Note: In the next session (#2) remind participants about their answers from this discussion and see if their ideas change based on what they learn about “early adopters.”
When working in agricultural extension, there are critical roles and responsibilities that a PCV must assume depending on whether they are using direct or indirect extension methods. Provide Handout 3 with information that has been collected from PCVs and other extension workers working in agricultural extension over many years. Allow a couple minutes for reading and ask if there are any questions.
Drawing from their understanding of extension work, ask participants how the job of an extension worker is similar to the capacity-building role of a PCV as a change agent. 
[image: ] Note: Both the PCV and the extension worker’s jobs are to generate ideas, promote new practices, model healthy behaviors, draw attention to opportunities, and encourage/facilitate networks to help people move forward in reaching their goals. 
To bring this section to a close, ask each participant to turn to the person next to them and discuss how they feel about their future job as a change agent/extension worker: What makes them nervous or worried about doing this job? What are their fears and concerns? Allow them five minutes to discuss in pairs.
Ask a few people if they are willing to share something they discussed. 
· Note: This discussion should raise the issue of credibility. If so, provide some reassurance by making the following points:
•	Being put in the position of teaching new techniques or practices to farmers who may be much older and more experienced, can be (should be) intimidating.
•	Remind participants that while the farmer and her or his family and friends may have been practicing farming for a very long time, they may well be stuck in less productive or less efficient technologies and practices. This lowers the farmer’s ability to sustain her or his livelihood or even to be food secure. Climate change also requires farmers to learn different ways of farming.
•	The Peace Corps promotes small-scale agricultural technologies and practices that are both evidence-based and have been determined to be environmentally, socially, and economically sustainable in the communities where PCVs are assigned. The techniques and practices they will disseminate have been shown to improve the productivity of smallholder farmers, while improving their natural resource base and resilience to climate change. Many of these same technologies and practices are being promoted globally by the Peace Corps to improve household nutrition, food security, livelihoods, and the environment.
•	PCVs should keep in mind that they may not be an expert in a particular domain, but they may have other knowledge, skills, and attitudes that can be of great value to a local farmer. Critical thinking, problem solving, analyzing, planning, organizing, and interpersonal communications are all extremely valuable skills for a change agent/extension worker working in agricultural development. PCVs can often assist farmers in ways other than “direct” technology transfer, for example, by helping a farmer to identify, locate, and link to resources they may need or desire, including technical expertise.
· As a change agent, you are not expected to impose anything. PCVs offer new ideas and a different perspective and should look to work with those who are ready and willing to accept change in their lives.

· [image: ] Note: Learning Objective 3 is assessed in the Application section during a group discussion following the pair-share activity.  
Tell participants that in Session 2 they will be introduced to the Theory of Diffusion of Innovations, describing how new ideas are typically adopted, and effective communication. This will get them thinking about how they can be effective in promoting the adoption of new technologies and practices.
Distribute Handout 4. Ask participants to read the handout and answer the questions before the next session. Let them know that they will be expected to discuss their answers.
Additional information on this topic is found in the Peace Corps Agricultural Extension Manual (Publication No. M0018) on pages 43-46. This section is also included in the Extension Methodology Training Package Participant Handout Booklet. The manual is an extremely useful resource, and the trainer should make it available to all participants either in soft or hard copy and refer to it throughout all the sessions on extension methods.  

[bookmark: _Toc447717767]Assessment
Learning Objective 1 is assessed in the Information section during a small group discussion.
Learning Objective 2 assessed in the Practice section with the Jeopardy game activity.
Learning Objective 3 is assessed in the Application section during a group discussion following pair-share activity.  
[bookmark: _Toc359853535][bookmark: _Toc235768744][bookmark: _Toc236737437][bookmark: _Toc364750620][bookmark: _Toc365013594][bookmark: _Toc447717768]Trainer Notes for Future Improvement	
Date and Trainer Name: [What went well? What would you do differently? Did you need more/less time for certain activities?]

[bookmark: _Toc447717769]Resources
Roles of the Volunteer in Development (Peace Corps Publication No. T0005)

Agricultural Extension (Peace Corps Publication No. M0018, revised version 2015)

Ponniah, A., Puskur, R., Workneh, S., and Hoekstra, D. 2008. Concepts and Practices in Agricultural Extension in Developing Countries: A Source Book. IFPRI (International Food Policy Research Institute), Washington, D.C., USA, and ILRI (International Livestock Research Institute), Nairobi, Kenya. https://cgspace.cgiar.org/bitstream/handle/10568/99/Source_book.pdf?sequence=2 

Modernizing Extension and Advisory Services (MEAS), Technical Notes, USAID/Feed the Future. Washington, D.C. http://www.meas-extension.org/meas-offers/technical-notes 


[bookmark: _Toc359853536][bookmark: _Toc235768745][bookmark: _Toc236737438][bookmark: h1][bookmark: _Toc364750621][bookmark: _Toc365013595][bookmark: _Toc365029644][bookmark: _Toc447717770]Handout 1: What Is a Change Agent?	
Excerpted from the Peace Corps Roles of the Volunteer in Development Manual (No. T0005)
A change agent is someone who generates ideas, promotes new practices, models healthy behaviors, draws attention to opportunities, and encourages networks to help people move forward in reaching their goals. Change agents do not impose their ideas on others, but rather help people see possibilities they might otherwise miss. For Peace Corps Volunteers, the role of change agent is virtually inevitable. People in your community will observe you closely as you go about your work and play, and some of them will try things they see you doing just because they think you’re “cool.” You may be influencing people to think and act differently without realizing it! And that is perhaps the single most important reason to be conscious of your behavior not only when you are “on the job” but also when you are socializing and relaxing with others.
As community members get to know and respect you, they will expect you to help them. This may mean they want you to get them “stuff” (money or goods). The challenge is to help people understand their options and make informed decisions about their future without trying to force a particular change on them. It also means helping them learn how to make their own changes. In this sense, the roles of change agent, community facilitator, and project co-planner are intertwined and intermittent— you initiate the sparks of change and then step back and “guide by the side” as people plan and implement their desired activities.
Example: Paul, an NGO development Volunteer, notes that the organization where he is working has successfully planned and implemented a series of projects, but lacks a long-range vision and plan for the future. He meets with the NGO leaders and suggests that they hold a strategic planning session for assessing and building organizational capacity. He recommends an appreciative inquiry approach, explaining the process and the outcomes they can expect. The NGO leaders decide to go with Paul’s recommendation and ask him to facilitate the planning sessions. He accepts with the condition that one of the NGO leaders co-facilitate some of the activities with him. The sessions go well and nearly everyone in the group feels energized from the process and resulting plans. Afterwards, Paul senses that the group may need help in monitoring and getting other systems in place that will support the long-range goals they have set. He offers himself as a resource for technical assistance.  
	WHAT KNOWLEDGE IS REQUIRED?
	WHAT SKILLS ARE REQUIRED?

	· Community participation/mobilization theories
· Change models including appreciative inquiry 
· Diffusion of innovation
· Gender equity issues 
· Youth development best practices
· Networking




	· Selecting and using participatory activities with community/groups
· Gender analysis
· Inquiry skills
· Strategic planning skills
· Promotion skills
· Relationship building for networking and linking people together for action




[bookmark: h2][bookmark: _Toc447717771]Handout 2: What Is Extension?
Questions to Answer:
1) Define extension.
2) What is typically the source of ideas or information disseminated by extension workers?
3) What is the difference between “direct” introduction and “indirect” introduction of new ideas or information?
4) Why are farm visits an important part of an extension worker’s job?
5) Why is it important to continue to visit the farmer after new information or advice has been delivered?
6) Why is it important that the extension worker report back to the source of information (e.g., research facility) when providing assistance to a farmer?
7) What is pluralistic extension?

Extension, or “advisory” services as it is known in Europe, is a non-formal adult educational function  provided by institutions, typically public, private, donor-funded or voluntary, to disseminate information, training, and advice to a specific audience or beneficiary group. Extension services are most often associated with agriculture and rural development. In developing countries, the main beneficiaries of extension services are, typically, family farmers working 10 hectares of land or less (smallholder farmers). The intention of an extension service is to deliver new knowledge, skills, and attitudes (KSAs) to the farmers, in a manner that promotes adoption (i.e., behavior change) and builds their capacity to address similar or future problems, needs, or desires independently and sustainably (i.e., helping people to help themselves). 
In a traditional extension model, the role of developing or introducing new varieties of crops or animals, new cultivation or growing techniques, or finding solutions to specific problems that farmers may encounter such as disease or pests, is attributed to public academic institutions with a research mandate or public, private, or international (donor-funded) agricultural research facilities. Research results are disseminated from these institutions by an extension delivery service with specially trained personnel referred to as extension workers. An extension worker’s role is, basically to be a “development broker,” serving as a bridge between the source of the information, in this case the research facility, and the end-user of the information, the farmer. Extension workers can play many roles, the most important being that of a change agent or catalyst for change. At different times the extension worker can also be a trainer or teacher, a planner and organizer, and a facilitator or networker, connecting the farmer to other relevant services and providers. 
Extension workers typically employ two basic means of introducing new ideas, information, techniques, or practices to farmers. The first means is direct. This means may be used when an extension worker has new information that has been found, in similar circumstances, to be very effective in improving the local farmers’ activities. The local farmers, however, are not yet aware of this information or, it may appear, interested. In these cases, an extension agent communicates the message directly to the local farmers by gaining access to an available parcel of land in proximity to the farmers and conducting a method and/or result demonstration using the new technique or practice. Once the results of the demonstration are distinguishable from the results observed on nearby farms, the extension worker invites local farmers to visit and observe the improved results individually or as part of a larger event called a farmer field day. 
More often, an extension worker will introduce new information, techniques, or practices indirectly. Using this means, the extension work starts by identifying and working closely with a few local farmers, ideally those who have proven themselves open to trying new ideas, are well respected in the farming community, and are known as good teachers. By providing these farmers, often referred to as pilot, lead, master, or model farmers,  with direct advice, guidance, and training, as well as regularly scheduled visits, the farmers conduct the on-farm trials or demonstrations. The results of the trials are then shared with other local farmers through individual or group visits and trainings. Because these farmers are members of the same community, with similar life experiences, this type of extension intervention is typically more effective than the direct extension worker-conducted intervention.
When first meeting with a local farmer, the extension worker works to build rapport with the farmer, to gain her or his respect and trust. Making a visit to the farmer’s home and fields, the extension worker uses observation and tactful questioning to understand who the farmer is and how she or he thinks, works, and responds to new ideas, information, or advice. In order to provide helpful and appropriate advice, the extension worker tries to understand the farmer’s context; the farmer’s home environment; the farming activities the farmer is engaged in; the land and natural resources the farmer has to work with (natural capital); and the farmer’s social relationships and responsibilities, if any, within a larger community (i.e., social capital). 
Once advice or training has been provided by an extension worker to a farmer or farmer group, the extension worker will schedule regular follow-up visits in order to make further observations of how the new information, technique, or practice has been applied and with what result. By continuing to maintain contact and through regular visitation, the extension worker can assure timely feedback or further recommendations, including reinforcing what has been advised or learned; making corrections where information, techniques, or practices are incorrectly applied; or adding important information that may have been misinterpreted or overlooked. 
During the times together, the extension worker listens carefully to the farmer to learn of any specific challenges that the farmer may be dealing with that might impede adoption of a new idea, technique, or practice (i.e., barriers) or to identify any other relevant needs or interests the farmer may have for improving her or his work and results. These insights are levers for behavior change. They enable the extension worker to assist the farmer to make changes to improve their farming activities by providing targeted training and pertinent information. 
Finally, the extension worker closes the loop by reporting the results of her or his efforts and those of the client farmers back to the extension service and to the research institution. Promising practices are shared among fellow extension workers for dissemination, and observations are shared with research staff for analysis and, if needed, further study. Where challenges have been identified that are outside the scope of the extension service or research, the extension worker will often try to facilitate contact between the farmer and other more appropriate sources of technical expertise or complimentary assistance providers.
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The Evolution of Pluralistic Extension 
From the 1940s to the 1960s, the years of the “Green Revolution,” and into the early 1990s, the traditional model for agricultural extension was the norm for agricultural development in developing countries. From the 1990s, many, often heavily indebted, developing nations were forced to restructure and down-size heavily staffed public institutions, delay further hiring and, in general, decentralize provision of many basic services, including agricultural extension. The resulting gap in agricultural extension services was, in a number of countries, filled by the development of local nongovernmental organizations (NGOs), often with the financial and technical support of larger, national NGOs, international NGOs (iNGO), or international donor agencies. In some countries, private service providers developed greater capacities to provide technical assistance or other services directly to farmers. And, in some countries, governments began to open doors to internationally based private companies and financial institutions that were able to offer a broader spectrum of agriculture-related services, including technical, financial, economic development, and social support services. By the turn of the century, extension services in many developing countries were no longer limited to one agency providing one service, but now had multiple providers (i.e., pluralistic), both public and private, providing many different and complimentary services to the advantage of the same beneficiary group, smallholder farmers. 


[bookmark: h3][bookmark: _Toc447717772]Handout 3: Roles and Responsibilities of PCVS as Extension Workers	
	When employing direct extension:
	When employing indirect extension:

	Be aware of evidence proving the positive value of the new technique or practice to be introduced. 

	Be sure that each and every farmer that is identified as lead, model, or master farmer will fully and correctly apply the techniques or practices to be demonstrated and be willing to share the same information with other interested farmers.

	Be competent in correctly applying the technique or practice and to resolve any problems. 

	Be persistent and regularly present as the lead farmer applies the technique or practice, to maximize the learning and possibility of success.

	Ensure that the technique or practice is both appropriate under local conditions and sustainable once adopted.
	Be a coach and cheerleader, providing guidance, timely feedback, and constant encouragement as the farmer learns by doing. 


	Ensure that the costs in time, effort, materials, equipment, finances, and any other inputs are within the means of and will be continuously accessible to the target farmers. 

	Provide the farmer with opportunities to understand cause-and-effect relationships and enough information to make carefully reasoned decisions, based on his/her observations and analysis. 

	Ensure that there will be no negative impacts for an individual farmer, her/his family, or the wider community (i.e., do no harm) socially, economically, or environmentally.
	Work closely with the farmer to develop good planning skills as well as critical thinking and problem-solving skills, which are critical to adaptability and keys to sustainability.



[bookmark: h4][bookmark: _Toc447717773]Handout 4: The Theory of Diffusion of Innovations	
Questions to Answer:
1) Define diffusion.
2) Define innovation.
3) What are the four elements that Rogers believed to influence the speed of adoption?
4) Briefly describe each of the five categories of adopters.
5) What are the five levels of the “innovation decision-making process”?
6) What are five things that can influence adoption of innovations?

In 1962, Dr. Everett Rogers first revealed his Theory of Diffusion of Innovations in a book that has now become the second most cited text in sociology.1 Dr. Rogers’ theory describes the adoption (i.e., behavior change) and movement of innovations through a society. In his book, Dr. Rogers provides the following definitions2:
Diffusion: This is the process by which an innovation is communicated through certain channels over time among the members of a social system.
Innovation: This is an idea, practice or object that is perceived as new by an individual or group. It doesn’t matter if the idea is really new, it could have already been around for years. If the idea seems new to the individual or group, it is an innovation. Once approximately 10-25% of the population has adopted an innovation, the adoption rate accelerates (this is from the research and theory developed by Everett Rogers in 1962, which will be presented below). 
From his research in the farmlands of Iowa, Dr. Rogers observed that there are four elements that influence the speed of diffusion of any innovation. These are:
1) The innovation itself (e.g., relative advantage, compatibility, complexity, trialability, observability). 
2) The communication channels, i.e., the means by which messages get from one individual to another.
3) The time required to pass through the innovation dissemination process and the rate of adoption.
4) The social system, including all the people or organizations that have joined in joint problem-solving to achieve a common goal or solution.

In terms of adoption within any population, Dr. Rogers observed that individuals could typically be put into one of five groups, characterized by the time it takes the individuals to adopt a new innovation or behavior. The numbers of individuals in each of these groups forms a bell-shaped curve over time (blue line in chart below). These groups are the:
Innovators: These individuals are the first group to adopt an innovation and represent around 2.5% of the population. They are typically younger, they are “risk takers,” and they actively seek out new ideas. The innovators are highly curious and usually have adequate resources to absorb failure. They tend to have little or no influence in the decision making of the larger portion of the population, with respect to adopting an innovation. 
Early Adopters: These individuals are often the “opinion leaders” and represent about 13.5% of the population. They are, typically, older than the innovators, well-respected for their decision making, and often central in local communications networks. They tend to be adventurous but cautious and analytical in their adoption decisions. They have ample resources and low risk thresholds. The behaviors of this group can very easily influence the decisions of others in the population.
Early Majority: These individuals are highly connected to their peers, cautious, and take more time in making their decisions to adopt. They represent about 34% of a population and tend to seek confirmation of the performance of an innovation and assurance through the number of people initially adopting an innovation.
Late Majority: These individuals are much more skeptical of new ideas, are much more cautious, and have fewer resources to risk. They also make up around 34% of the population and will generally adopt an innovation out of economic necessity once they are assured of the results, as exhibited by the majority of the population who have already adopted the innovation.
Laggards: This segment of around 16% of the population come last to adopt (or not) an innovation. They are typically the poorest and least socially connected. Being hesitant, they may end up adopting an innovation without having gone through all of the intermediate steps. 
In terms of the rate of adoption or acceptance, Dr. Rogers showed that this could be represented with an ‘S’ curve (yellow line in chart below). Adoption of innovation starts out slowly, then accelerates once the innovators and early adopters have shown the advantage of adoption. The speed tails off, again, once the late majority have adopted, up until everyone in the “willing” population adopts.
Innovation of Adoption Cure3
[image: ]
1 Singhal, A. 2005. In T.E. Backer Forum: The Life and Work of Everett Rogers – Some Personal Reflections. Journal of Health Communications 10:285-288.
2 Rogers, E.M. 1995. Diffusion of Innovations. New York. Free Press.
3 Based on Rogers, E.M. 1962. Diffusion of Innovations, accessed from WikiCommons April 11, 2016.
According to Dr. Rogers, in order to adopt an innovation, every individual passes through five levels in the “innovation decision-making process.” These are:
1) Knowledge – acknowledging that the innovation exists (also referred to as “Pre-contemplation”)
2) Persuasion – assuming a favorable attitude (also referred to as “Preparation”)
3) Decision – choosing to go forward and try it (also referred to as “Evaluation”)
4) Implementation – trying it (also referred to as “Actions”)
5) Confirmation – permanent or long-term adoption of the innovation (also referred to as “Maintenance”)

And, finally, Dr. Rogers noted that people see innovations in a number of ways that influence how soon they adopt them.
1) Relative Advantage is the degree to which an innovation is perceived as better than the idea or practice it supersedes. Relative advantage may be measured in terms of economics, social prestige, convenience, and/or satisfaction.
2) Compatibility is the degree to which an innovation is perceived as being consistent with the existing values, past experience, and needs of the potential adopters. An idea that is not compatible with the prevalent values and norms of the social system will not be adopted as rapidly as an innovation that is compatible. An example of an incompatible innovation is the encouragement of condom use for HIV prevention in nations that are predominantly Roman Catholic.
3) Complexity is the degree to which an innovation is perceived as difficult to understand and use. For example, some Agriculture Volunteers tried to teach a group of women gardeners to double-dig their garden beds. The women did not understand the theory as presented, found the work too time-consuming and laborious, and so they did not adopt the practice. 
4) Trialability is the degree to which an innovation can be experimented with on a limited basis. New ideas that can be tried on an “installment plan” will generally be adopted more quickly than innovations that are “all or nothing” (i.e., the “package” approach). For example, farmers will often try out a new crop variety by planting a small plot to see if it will work in the local environment.
5) Observability is the degree to which the results of an innovation are visible to others. The easier it is for people to see the results of an innovation, the more likely they are to adopt it. Such visibility stimulates peer discussion of a new idea. For example, one or two local farmers might adopt the innovation of using manure to enhance soil fertility in their maize field; other farmers notice the taller corn stalks with larger ears and the next season begin to experiment by adding manure to their soil, too.






Additional information explaining Dr. Rogers’ theory:
“Planning for Scale” by B. Simpson. 2015. MEAS Technical Note. Urbana-Champaign, Ill. University of Illinois.
YouTube Videos:
· “Diffusion of Innovation Theory: The Adoption Curve” by Rare, 3.33 min, at: https://youtu.be/9QnfWhtujPA
· “Diffusion of Innovation: The ‘S’ Curve” by Rare, 3.35 min, at: https://youtu.be/NiNoNYLBabA 
· “Learn This! Diffusion of Innovations” by SlideTalk.net, 3.15 min, at: https://youtu.be/P_Sh_MY0A44
· “Rogers’ Diffusion of Innovations” by TBATeams Channel, 5.59 min, at: https://youtu.be/Ef-OKBzHhmo
· “Diffusion of Innovation” by RONEDev98632, 3.57 min, at: https://youtu.be/ORcczcDNETU











[bookmark: t1][bookmark: _Toc447717774]Trainer Material 1: Answers to Questions on Handout 2	
1) Define extension.
This is nonformal adult education provided by public, private, donor-funded, or voluntary institutions to disseminate information, training, and advice about agriculture or rural development to a specific audience or beneficiary group. The intent is to introduce new KSAs, promote their adoption, and build capacity.

2) What is typically the source of ideas or information disseminated by extension workers?
Usually the source is public academic institutions with a research mandate or public, private, or international (donor-funded) agricultural research facilities.

3) What is the difference between “direct” introduction and “indirect” introduction of new ideas or information?
A direct introduction is where an extension worker directly applies a new practice or technique to demonstrate its benefits. In an indirect introduction, the extension worker works closely with a specific farmer, who applies the new practice in a demonstration.

4) Why are farm visits an important part of an extension worker’s job?
Visits permit the extension worker to get to know the farmer, and gain their trust and respect. Visits also allow the extension worker to get to know the farm, including resources, activities, successes, and challenges, etc.

5) Why is it important to continue to visit the farmer after new information or advice has been delivered?
The extension worker visits repeatedly to ensure that the information or advice was properly applied and to observe the results. The extension worker provides timely corrections and additional information or advice.

6) Why is it important that the extension worker report back to the source of information (e.g., research facility) when providing assistance to a farmer?
Successes are shared with both the research staff and other extension workers so that this information can be shared with other farmers. It’s also important to report problems or challenges. Research staff can then develop more successful responses and other extension workers can be prepared to help farmers address similar challenges. 

7) What is pluralistic extension?
It is when multiple public institutions and agencies and private NGOs, iNGOs, voluntary organizations, and even private corporations engage simultaneously in providing agricultural extension services and complimentary services to farmers (e.g., inputs, financial assistance, marketing or business development services).
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