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INTRODUCTION
Agricultural Extension work has a venerable, altbaigely unrecorded, history. It is a
significant social innovation, an important foreedgricultural change, which has been
created and recreated, adapted and developed luwarenturies. Its evolution extends
over nearly four thousand years, although its moderms are largely a product of the
past two centuries. Today, the organizations andgop@el engaged in agricultural
extension encompass a diverse range of sociallgtisaed and legitimate activities
which seek to enlarge and improve the abilitiefaain people to adopt more appropriate
and often new practices and to adjust to changangliions and societal needs.
COURSE AIMS

» To develop the knowledge and understanding of basiciples and practice of

Extension training and curriculum development in@gtural education.

COURSE OBJECTIVES
At the end of this course candidates should betable
* Understand the concept of agricultural extension
* ldentify the fundamental objective of extension @tion
* Enumerate the roles of agriculture in Nigeria ot Development
v" Review Extension Training as the process of teachin
v Inform and educate people for career developmedht an

» Itemize and review the various types of Extensicairiing.



WORKING THROUGH THE COURSE
This course involves that you would be requiredpend lot of time to read. The content
of this material is very dense and require you dpengreat time to study it. The course
has therefore been developed in a comprehensivereatthble way to aid your easy
understanding of the course content. For furthedetstanding of the course, it is
advisable that you attend a tutorial sessions whyenxe would have opportunity to
compare your knowledge with that of your peers.
THE COURSE MATERIAL
The major components of the course are

- Course Guide

- Study Units

- STUDY UNITS

- There are sixteen study units divided into six mled in this course, as follows:

- MODULE 1 Concepts of Agricultural Extension

- UNIT1 Meaning of Extension, and Functions of Exien Education

- UNIT 2 Scopes of Extension Services

- MODULE 2 Practices of Extension Training

- UNIT 3 Basic Philosophy and Objectives of Extension

- UNIT 4 History of Agricultural Extension in Nigeria

- UNIT S5 Role of Agriculture in Nigerian Economic Delepment

- MODULE 3 Extension Training

- UNIT6 Types of Extension Training



UNIT 7 Methods of Extension Training

UNIT 8 Objectives of Different Extension Training

UNIT 9 Training approaches and Phases of Training

MODULE 4 Curriculum Development Process

UNIT 10 Concept of Curriculum Development

UNIT 11  Training Needs Analysis

UNIT 12  Stages of Training Cycles

MODULE 5 Organisation of Causes and Evaluation of Taining

Programmes

UNIT 13  Concept of Extension Evaluation

UNIT 14  Benefits of Extension Evaluation

UNIT 15  Scope of Extension Evaluation

UNIT 16  Principles of Effective Evaluation

MODULE 6 Evaluation, Criteria and Methods
UNIT 17  Factors to be considered in Extension Extdun
UNIT 18 Criteria for Evaluating Extension Prograesn

UNIT 19  Methods for Evaluating Extension Trainingp§ammes.
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ASSIGNMENT FILE

In this file, you will find the details of the workou must submit to your tutor for
marking. The marks you obtain from these assignsneiit count towards the final mark
you obtain for this course. Further information assignments will be found in the
Assignment file and in this course guide in Assesgnsection.

There are four assignments in this course. Theseaisignments are stated as follows
Assignment 1 — all TMAS’ question in Module 1 & 2

Assignment 2 — all TMAS’ question in Module 3

Assignment 3 — all TMAS’ question in Module 4

Assignment 4 — all TMAS’ question in Module 5

Assignment 5—- all TMAS’ question in Module 6



ASSESSMENT

There are two components of assessment for thiseolihe Tutor Marked Assignment
(TMA) and the end of course examination.

Tutor Marked Assignment

The TMA is the extension training and curriculunvel®epment component of the course.
It accounts for 30% of the total score. You will ggging four TMA'’s to answer this you
must submit before you will be allowed to sit foetcourse examination. The best three
would be recorded as your continuous assessmeistTMA’s would be given to you by
your facilitator.

End of the Course Examination

This examination concludes the assessment forahese it constitute 70% of the whole
course. You will be informed of the time for theaexination.

COURSE OVERVIEW

The table below shows the number of weeks it shtaké you to complete the study

units in this course.



Unit | Title Week Assessment
Activity
1 Meaning of Extension, and Functions |of
Extension Education 1
2 Scopes of Extension Services
3 Basic Philosophy and Objectives of Extensjo Assignment 1
1
4 History of Agricultural Extension in Nigeria
Role of Agriculture in Nigerian Economic
5 Development 1 Assignment 2
Types of Extension Training
6
Methods of Extension Training
1
7 Objectives of Different Extension Training Assignment 3
) Training approaches and Phases of Training
1
9 Concept of Curriculum Development }
Concept of Extension Evaluation
10 Benefits of Extension Evaluation } 1 Assignment 4
11 Scope of Extension Evaluation
1
12 Principles of Effective Evaluation }
Factors to be considered in Extensjon 1
13 Evaluation
o _ _ Assignment 5
14 Criteria for Evaluating Extension Programmes} 1
15 Methods for Evaluating Extension Training
Programmes. 1
16
17
Total 10 week:




TUTOR AND TUTORIALS

There are some hours of tutorials provided in suppiothis course. You will be notified
of the dates, times and locations of these tutriafjether with the name and phone
number of the tutor as soon as you are allocatetbaal group. You should try to attend
the tutorials, because this is the only chanceaytutorial group. You should try to attend
the tutorials, because this is the only chancehaue to meet your tutor face to face and
to ask question on any area of the course and dortp get instant answer to the
guestions.
SUMMARY

AEM 405: The changes in the learners’ behaviour lan@ught about by the
planned learning activities’ deduced from the dsthbd instructional objectives and
prepared by the classroom teacher while the stadeatning progress is periodically
assessed through the use of appropriate evaluastuments that will measure every
aspects of instructional objectives desired. Wighjiau success in this course and hoping

that you will find it both interesting and useful.
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UNIT 1 AGRICULTURAL EXTENSION

1.0 Introduction

Agricultural Extension work has a venerable, dllsigely unrecorded, history. It
is a significant social innovation, an importantc® in agricultural change, which has
been created and recreated, adapted and develoedthee centuries. Its evolution
extends over nearly four thousand years, althotggmodern forms are largely a product
of the past two centuries. Today, the organizatanms personnel engaged in agricultural
extension encompass a diverse range of sociallgtisaed and legitimate activities
which seek to enlarge and improve the abilitiefaain people to adopt more appropriate

and often new practices and to adjust to changingliions and societal needs.

2.0 Objective
It is expected that at the end of this unit, staslshould be able to:

» understand the concept of agricultural extension
» identify the fundamental objective of extension @tion
* enumerate the roles of agriculture in Nigeria Eaoit Development

3.0 Content
3.1 The Concept of Extension Education

The use of the word “extension” derives from amadional development in
England during the second half of the nineteentiturg. Around 1850, discussions
began in the two ancient universities of Oxford @ambridge about how they could
serve the educational needs, near to their honfidheaapidly growing populations in
the industrial, urban area. It was not until 18at a first practical attempt was made in
what was designated “university extension”, butahvity developed quickly to become
a well-established movement before the end of émeucy. Initially, most of the lectures
given were on literary and social topics, but by 1890s agricultural subjects were being
covered by peripatetic lecturers in rural areas€3p1994). The growth and success of

this work in Britain influenced the initiation ofrsilar activities elsewhere, especially in
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the United States. There, in many states, comfearabt-of-college lectures were

becoming established by the 1890s (True, 1900, )19P&iring the first two decades of

this century, the extra mural work of the land-gremlleges, concerned with serving the
needs of farm families, was to expand dramaticatigy become formally organized; but
the use of the term “extension” continued and hasigted as the designation for the
work.

The overt use of the notion of “extending” relevand useful information to the
adult population at large, however, predates theeusity extension movement. Earlier
in the nineteenth century, a British politician, rdoHenry Brougham, an influential
advocate of formal education for the poor and ofssnadult education, founded the
Society for the Diffusion of Useful Knowledge in 28 Its objective was “imparting
useful information to all classes of the commungrticularly to such as are unable to
avail themselves of experienced teachers, or mafeptearning by themselves”. The
Society sought to do this largely through producilogv-priced publications and
establishing local committees throughout the cqufitor extending the object of the
Society” (Society for the Diffusion of Useful Knoadge 1827). During its twenty years’
existence, agricultural topics were well coveredhia society’s publications. Similar,
albeit short-lived, societies were also establishefibre 1840 in several other European
countries, and in India, China, Malaysia, and thatedl States, specifically, Virginia.
(Grobel, 1933; Smith, 1972).

3.2 Philosophy of Extension Education

A philosophy is a body of principles governing humactivities. A philosophy of
extension is, essentially, an understanding ofideas which an individual extension
worker holds about rural people and the rural emrrent. A worker's extension
philosophy consists of the ideas he holds as impbrnd which influence his attitude
towards rural people. When these ideas are camdgi@onceptualized and presented,
they serve as guidelines to extension work. A doaimd positive extension philosophy

can be an aid to an extension worker in effectivelgving in the direction that his
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philosophy suggests. If he believes that ruralppeare intelligent and capable of
making use of educational opportunities, he islyike provide such opportunities and
assist the people in benefiting from them. On tteer hand, if he down-grades
(underestimates or disregards) the capabilitieth@frural people, he is likely to assume

the attitude of a ‘snub’ and consequently encoumegiative reaction from the people.

3.2.1 The Basic Philosophy of Extension

Extension philosophy consists of a body of prifespunderlying extension work.
Extension principles are fundamental truths; iadsthe essential constituents that guide
the conduct of extension work. An extension plufdsy must start with the concept of
extension as an educational activity. This condegils primarily with the purposes and
ways of working with rural people. Extension ediara is education for action —
education for use today. It concerns people arat wie worker wishes to do with them.

Agricultural extension is based on the philosofiat rural people are intelligent,
capable and desirous of acquiring new informatiod making use of it for their family
and community improvement. This assumes that diegproach to the people is
required, and that friendly relationship and mutrakt between the extension worker
and the people is assured. It also means thaidiesmsion worker must have a thorough
knowledge of the people’s problems.

Ordinarily, extension education is democratictgnapproach. It is based on the
principle of helping people to help themselves. e Extension approach to economic
development is, first, develop the people, and twdly develop their farm land, their
livestock, their educational and recreational tosbns, their public services and
anything else they wish. Extension philosophy @&sda on the premise that if farm
people fully understand their relationship to tladunal resources and other factors they
deal with, it is possible for them to attain pemslogatisfaction in their way of life.

Extension work is based on the idea that eaclviohakl is unique and important.
People differ as to values and goals they hold.tersion education fosters action to

realize values and goals they hold. Extension aitut fosters action to realize values
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and attain the goals, which will aid them in es&lbhg new ones. Extension education
supports activities to introduce change. Improvwamequires change, but change is not
necessarily improvement. The key consideratidhesquality and type of change that is
acceptable to the people and the one that coneslintthe achievement of their goals.

Acceptance of change as a normal aspect of ldeeambracing of social change as
an instrument of improvement is essential for pesgr People should be helped to
develop favourable attitude towards change. If s laring people to accept change as a
normal course of events, they are more likely tcogmize the extent to which they
themselves can help to shape such change.

One possible outcome of change is progress angrge® results from creative
action. If an individual acquires new values tlgioworking with others, he tends to get
satisfaction from the experience and tends to teteaOne develops his creative
capacities through working with other people. Witthe village setting, informal co-
operation to achieve an objective important to@gr may lead to formal co-operation.
Membership in a committee of an action programmg lead to membership of a formal
organization and this may further result in theegtance and holding of an office in such
organized bodies as co-operative societies. Thexethe idea of creativity is based on
the uniqueness of the individual and his capaoitya-operate with other human beings.

Extension education is, also, based on the b#iefthe aims and objectives of
extension are not static. These must be modifrethe basis of individual and societal
needs. It is the duty of practitioners of extendm determine people’s needs and to help
them to acquire knowledge and subsequently tonieagshem to action. The acquisition
of knowledge as a basis for action is essenti@lesinis the basic philosophy of extension
to teach people how to think and not what to think.

Through the acquisition of ability to think andteke positive action on the basis
of mature deliberation, the individual can accepwndeas and practices which will help
him to attain a fuller and more satisfying life.

A sound extension philosophy always looks ahe&@. live in changing times and

our extension philosophy must accommodate suchgesanThis means that extension
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must have a definite goal. In addition, each esitan worker must have his personal
philosophy consisting of what he believes abouppeand his work. If his philosophy is
a sound one, it can weather whatever storm he meguater wherever he finds himself.
The saying that, “for he who knows not to whichitgee is bound, no wind can be
favourable”, is most appropriate in the presenteNan agriculture system. In the
present confused state of agricultural policiea mumber of states, the extension worker
may feel disillusioned. If, for example, he bebs\that the private farmer is the man that
can and should produce the food to feed the Nigegy@pulation, he should not throw in
his towel when Government policy calls for directov@rnment participation in
agricultural production, realizing that somedaymsbow, commonsense will prevail.
All that he can do, in the mean time, is to dolbest with whatever logistics and other

support he can get and hope for the best.

3.3 Fundamental Objectives of Extension Education

Every extension programme or activity should haearly defined objectives. An
objective may be defined as an end towards whitdrtefare directed or a condition to be
attained. Objectives can be conceived as statsnoémqiurposes for which an extension
service is established, change in clientele’s bieliabeing the ultimate end.

Leagans (1963) defined an objective as a “dimectf movement”. This means
the direction in which an extension worker wantgatke his clientele or the distance he
wants to cover. For example, where or in whatatioe do you want to go with respect
to poultry enterprise? Is it increased number @fs@gBetter quality eggs, more efficient
marketing or feed efficiency? If there is to be mmwement in farming or in the
development of farmers, the objectives of extensiwnst be clearly set down and

regularly modified in response to changing condsio
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3.3.1 Objectives and Goals

Objectives are the direction of movement, whilalgoconnote the distance one
intends to cover within a given period of time. r ustance, in poultry programme, the
objective may be to increase the average flockameng poultry keepers to 5,000 layers
per farmer within the next five years.

However, the goal for the current year may bentyaase the size of 1,000. It
should be borne in mind that not all the peoplehvis go in the same direction or can
cover the same distance. Therefore, opportuniiaest be provided for people to move
in different directions and at their own pace. M[Hbtthe farmers in the community may
want to participate in the poultry programme. [dbitcan attain the 5,000 flock target.
Alternative programmes must be provided so thatpjgecan pursue their divergent
interests and attain their individual goals anceotiyes.

A good extension objective is one which providé$erent opportunities for a
large number of people to move in the directionrtimterests dictate. Extension, of
course, must define the goal which the people natitstin, and then, it must offer
whatever assistance is necessary in reaching tdat grhis is the essence of extension

work.

3.3.2 Kinds of Objectives
In considering objectives and goals in extensibrg important that we think of
them in relation to the people on whom our extemsictivities focused. The following
types of objectives may be identified:
(1) Group Objectives
These refer to the purpose which a group wantsiwese. Such a group may
include Farmers’ Co-operative Societies, FarmensnCits and the like.
The objective of the group may be to improve thality of cocoa beans or to
market their produce in such a way as to maxintieé income. In pursuing such

objectives the group exerts an influence on theviddal.
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Once objectives have been set, they become areidéuon the activities and
behaviour of the members of the group as well asthenextension worker.
Therefore the time spent by the extension workdndalping the group to define
their objectives can help them acquire the abibtglevelop some focus, which in
turn, will motivate them towards greater achievetsen

(2) Individual or Family Objectives
These are personal goals pursued in the produadiora crop or in the
improvement of a home. In pursuing individual amily objectives, the
individual acts on his own, independent of the grou

(3) Long-Term Objectives are those set by an individual or group to be raghi
during a relatively long period of time, perhapsween two to five years. This is
contrasted with short-term or immediate objectives.

(4) Short-Term or Immediate Objectives are ones set and achievable within a
relatively short time say within a year. Goals ahjectives indicate what people
are trying to accomplish and identify the targetdads which action is directed.

(5) Broad Objectives - these are all inclusive objectives of a societyhey are
achieved with great difficulty mainly because pesyg is not as apparent as in the
more specific objectives. Another difficulty isathmeasurement of progress is

not feasible.

3.3.3 Levels of Objectives

In most African countries the relationship betwées objectives of the extension

workers and those of the people are not usuallgrdoate. Local extension staff tries to

execute programmes which have been tailor-madkeastate headquarters and handed

down to local workers. Since the educational dbjes of the people are not ascertained,

the workers try to conduct the programmes, whiakirtBuperior officers believe are

needed, and comfort themselves with the hope liegt dre achieving desired objectives.

Indeed, they may be producing some negative chamghe people who, failing to

understand the objectives suggested by the extessiwice, may not have the slightest
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idea of their own objectives. Extension staff dbdaiherefore appreciate the nature of
objectives. Educators think of objectives asrigllin various levels. Burton (1944) has
identified four levels of objectives as followshetoverall societal objectives, programme

objectives; teaching objectives, and learning dbjes. These are discussed below:

(1) The Over-all Societal Objectives
The central aim of every society is the attainmanthe “good life” for all its citizens.
People often speak of achievement of high standBhding, maximization of incomes,
egalitarian society and such-like generalizatioi$is kind of all-inclusive objective is
useful in defining national ends, but they areittieluse to extension action programmes.
Examples of this kind of objective are found in thational development plans,
legislations and charters of organizations. Thieong objectives listed in the Nigerian
4-year Development Plan are examples of sociefjattbes:

(a) A great and dynamic economy

(b) A just and egalitarian society

(c) A land of bright and full opportunities for all @éns

(d) A free and democratic society.

(2) Programme Objectives

These are more specific social objectives and heetype of statements found in
programme documents of the extension services awklabment agencies. The
objective towards which the activities of the esien service are directed is
improvement for the economic and social well-bedhighe entire community. This level
of objectives is therefore directed to the grouherathan the individual. Examples of
programme objectives are “to help rural people ¢ébednine their own problems and

initiate action”, “to help rural people have betteme living”.
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(3) Extension Workers’ Objectives (Teaching Objectives)
Objectives at this level are stated in terms of ¢hanges which the extension worker
intends to bring about in the people with whom lerks. They show the ability of the

worker to translate objectives into action prograsm

(4) People’s Objectives
This level of objectives is related to what the deawish to accomplish. A farmer may
desire to increase his income from eggs by N100@® club member may want to
increase the number of birds in his broiler project00 birds. Such objectives may not
be known to the extension worker unless he setsodiinnd out for himself. If he is alert
he will easily see through people’s needs and eesturing the course of routine
activities or through a fact finding community seyv

The worker-learner levels of objectives seek tortmmize what the rural people
feel they need and what extension workers think theght to have. There should be a
reasonable degree of agreement between the twe.ndit safe to let either the worker’'s
or the learner’s objective dominates the settinglpéctives. What people want may not
be what they need most. For example, a farmer waay and therefore be prepared to
borrow money or sell his land in order to taketla.ti Title taking may not be the farmer’s
real need. His real adopt improved practices anddrk harder so as to produce more
and better food. Resulting food surpluses canolak @and with increased income he can
achieve his stated objectives more easily. Expeeeshows that the most successful
programmes are those based on actual situationh, mwgrammes include the wants,
needs, and problem of the people. These constitateiorker-learner objectives without
which effective extension cannot be a reality. @€abyes of the extension worker and
those of his clientele need not be similar, buytheed to have a common base (Kelsey
and Hearne 1963). The objectives of the peopletase which they believe they can

achieve through participation in projects they haglped to design.
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3.4Principles of Extension Education

Certain basic principles underlie the conductdelesion work. These principles
differ with respect to the kind of community in whiextension education is carried on.
Since most African communities are democratic itlomk, it is hoped that extension
workers will endeavour to follow democratic method$ie reason for this is that the
methods adopted by an extension worker are impoftanhis ultimate success and
because the implications of his methods are oftgigaificance.

It is necessary to emphasize this point becausengon directors and supervisors
in Nigeria as in many ex-British colonial territesi are known to have a tendency to
adopt autocratic approach to extension work (Baurg66). Since they are products of
British education and British administration in whithe distinction between the superior
and the subordinate is unduly emphasized, theyufagotocratic methods, preferring the
use of memos and directives to face-to-face comaation. The subordinates, including
those who work with farmers, appear to imitatertiseiperiors in their relationship with
farmers. To counter this tendency, Glenn Johnsodnhis co-workers (1969) recommend
encouragement of the extension staff to adopt diudg of persuasion through
demonstration and teaching of farmers rather tlhaough an approach which directs
farmers as is typified by such staff comments as told farmers to” and “we supervised
farmers, directing them” in what was to be done.

Extension work is directed to the changing of pespway of doing things in
specific predetermined way believed to be desirailendividuals and the entire society.
The objective is to initiate actions that mightdega improvements on the farms, in the
homes and within community institutions. This isaanplex understanding and involves
a set of principles. Extension principles havenbéefined as guidelines for the conduct
of extension work. These principles may be consdl@s part of extension philosophy

and include the following:
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(1) Extension Education Starts where the People &r

Extension teaching must start at the learnersiéa’s) level. That is, at his level
of knowledge, understanding, interest and degres@fliness. Colonial agriculturists
and early extension workers in Nigeria, impressgdhie large farms in North America
and Western Europe, and despising the peasant famemalent in Nigeria, proceeded to
set up large government demonstration farms ostgnt impress the Nigerian farmer
or to persuade him to embark on large-sized farr8sveral decades elapsed and not
many farmers were persuaded to adopt the new sysltdra correct approach would be
to start with the peasant system, and try to imprthe system, and if physical and
economic conditions permit, to aspire towards lasiged farms. Really, this was the
approach later adopted particularly in the North@tates, in the production of relatively
successful “cash crops” such as groundnut andrcotlidhis means that to succeed with
farmers, new ideas must be related to what thedasaineady knows and that with which
his is familiar.
(2) Extension Workers must Gain the Confidence of heir Audience

Farmers are said to be conservative. They arg t@athread on unsure grounds,
and are unlikely to take action without convictiofihis is why it is necessary that the
extension worker should gain their confidence. ddalthey are sure of the ability and
skill of an extension worker, they will not be pemsgled to accept his recommendations.
This is more so if the extension worker is yound bas had little or no farm experience.
In that case, he must start with one or two prognashthat are likely to succeed and

must work on them until eventual success.

(3) People have Unsatisfied Wants

An extension worker cannot go far with people ssleghey want to help
themselves. Therefore programmes must start vaghfelt needs of the people and
proceed to others that are also needed by thenus people may want more food or a

different kind of food. Extension education tié®de to new and desired programmes
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and translates these into action. In this way resiten can take the people from the
present undesirable condition to new conditionscivtihey desire. The initial step for
the extension worker is to discover the real neddke people. The wants of the people
must be kept in reasonable relationship with tHerethey are capable and willing to
make. All the people within a community do not wHre same thing at the same time,
and in the same fashion. Their values differ andds their goals and the ability to

achieve them.

(4) The Best Programmes are those Determined by théocal People and
Extension Staff Working Together
Planning programmes with the people is an imponant of extension teaching.

People understand a programme better and are kehgtb support it if they participate
in its creation. Planning is also a learning preceBy participating in programme
planning, people learn to work together. Decisiorzle by the people have more force
and greater support than decision made for thewubsiders. Rural people resist change
until they see the benefit of such a change, artetis no better way of helping them
than by involving them in planning for change.

(5) In African Rural Communities Participation in E xtension Programme is
Voluntary and therefore Programmes must meet the Viying Needs of
Individuals
Participants in extension programmes differ sigaiitly in age, sex, education,

attitudes, interests, needs and economic and sadiss. Programmes must therefore be

attractive and tailored to meet the needs andastgiof the varying groups.

(6) Extension Education must deal with ideas and Pgrammes that have
Application to People’s Immediate Problems
The types of information given by extension ar¢ those to be stored away for
future use, but those that have immediate valus. aAnatter of fact, sound extension
education will improve future performance, but foaure is related to the present and is

shaped by it, (Mosher, 1958). Extension programrtieefore, must be designed to
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solve today’s problems. Today’s problems are knommereas tomorrow’s problems are
not so well known and are likely to differ in scogad, perhaps, in nature. The speed and
readiness with which people adopt extension prograsmishow the effectiveness of

extension work

3.2 HISTORY OF AGRICULTURAL EXTENSION IN NIGERIA

From time immemorial, traditional agriculture hasgisted in Nigeria: simple
instruments to till the soil, and crop cultivatitmmeet family needs. Though we have no
organized research, there is evidence that corsafforts were made to select high-
yielding crops and thus improve agriculture. Mafsbur present-day cultivated varieties,
in fact, are the result of conscious efforts by pieneer peasant farmers.

With the advent of the British and the colonizatmf Nigeria, modern agriculture
appeared. This period is also the beginning aéaligovernment involvement in the
development of agriculture. Though what was regdrds extension work in the early
days cannot be so interpreted in our modern viéw, History of extension service in
Nigeria must be seen in terms of agriculture asddévelopment.

The history of organised agriculture in Nigeriateda back to 1893, when a
Department of Botanical Research was establishel tihe headquarters at Olokomeji in
the former Western Nigeria. Its responsibilitiesluded research in both agriculture and
forestry. The venture failed and was thus, abaedonin 1905, the British Cotton-
growing Association acquired four square milesaofd at the site now known as Moor-
Plantation, for the purpose of growing cotton fug British textile industry. This scheme
also failed and was abandoned.

In 1910, Moor Plantation in Ibadan became the geaders of the Department of
Agriculture for the southern part of Nigeria, undlee direction of Mr. W. H. Johnson.
The establishment of this station is a milestortecan be regarded as laying the
foundation upon which modern agriculture in the teetn part of Nigeria is built.

During this period, Northern Nigeria, under Lorddand, was administered as a separate
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political entity, and the development of its agliate followed the same pattern as in the
south, culminating in the establishment of a Departt of Agriculture in 1912.

In 1921, following the amalgamation of North andug into a single political
entity, a unified department of agriculture wasbbshed under the direction of Mr. O.T.
Faulkner. The establishment of a central departmenstitutes another milestone; it
thus became possible to set up the necessary mneagHor central planning and policy
making.

The Central Department of Agriculture pursued goxdus policy aimed at
increasing export crops, primarily for the Britistarket. Efforts were made to improve
the efficiency of crop handling and marketing, dad@s were passed to set standards

which would improve the quality of the major expordp production.

3.3 THE ROLE OF AGRICULTURE IN NIGERIAN ECONOMIC
DEVELOPMENT

In many developing countries, including Nigerigrieulture is often called the
backbone of the economy. It is expected to perfinevfollowing services:

First, it must provide more food of suitable véas for the rapidly increasing
population and at prices people can afford. Tliation now occurring in Nigeria and
many other countries is partly due to low produttiv

Second, in view of the fact that agriculture resergs such a large proportion of
total national production, it must be made as iffitas possible. In Nigeria, agriculture
provides jobs for about 70 percent of the labourdpproduces 80 percent of the food
consumed at home, and in the early 1970s it cartgtbabout 33 percent of the total

national export.

Third, it must provide, particularly for the teeti leather, plastics and food
processing industries, raw materials which woulteorise have to be imported. It will
thus not only conserve the much-needed foreignangd but also provide employment
and diversify the economy. The new industries khbe, as far as possible, located in

rural areas to keep people from migrating to thiesto create more urban slums.
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Fourth, it must provide exports to earn foreigheange so that the country can
afford to pay for the large amounts of industrigli@ment it needs to import in the early
stages of industrialization.

Fifth, as the largest industry in Nigeria, it mis made productive enough to
allow for the accumulation of capital out of itgags. Any kind of development in any
country depends upon adequate investment for sestagrowth, and much of this
investment must be financed by domestic savinggricélture should produce internal
capital from such areas as export duty, marketiogrd surplus, and savings, so that
investment in other industries is financed.

Sixth and last, it must leave sufficient moneyha pockets of the farmers, so that
they can buy the manufactured inputs they neednfwrave their farming; and, no less
important, the good things of life for themselvesl dheir families. If farmers do not
have enough income to be consumers of industriadiymts, then the industrial sector

cannot prosper.

3.5 The Meaning and Function of Extension Education

What is extension education, or, as it is sometigaled agricultural extension?
Fenley and Williams offer a succinct definition: texsion education brings about
improvement in a systemic way, through carefullgnpled and organized programmes.
These programmes start in the villages, and tgmkiblems the villagers themselves see
and want to do something about. Extension edutasiovoluntary; carried on out of
school; directed to adults; concerned with theielihood. Based on sound principles of
teaching and learning, it is carried on thoughyfalhd systematically in an atmosphere of
mutual trust and respect.

According to Saville (1965), the aim of all extemswork is to teach rural people
how to raise their standard of living, but with tmeinimum of assistance from
government, and by their own efforts, using thewnoresources. It encourages

progressive growth through local leadership, selphand civic pride. This broad
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concept of the function of extension, to providegle with scientific knowledge so that
they may solve their own problems, is gaining wadeeptance.
Extension has three basic tasks:

1. Disseminating useful information;

2. Applying it to the analysis of practical problems;

3. Helping people to use it to help themselves.

In agriculture, the scope of extension is very Hrodt is not a mere matter of
giving the farmer actual knowledge from new reseaned technology, to help him raise
his efficiency. It is this, of course, but it isone. It hopes to change his view of life, to
persuade him and his family that they may reacheamjoy a higher and richer existence.
According to Leagans, it can be the primary me&nsugh which farmers learn about
change — the reasons for it, its value, the re#uditan achieve, the process by which it is
arrived at, and also the uncertainties inhereiit ifExtension education, also, is the main
way in which farmers can learn what alternativeistex farming, so that among these

they can select the best choices for themselves.

While extension work is educational, it differsrfitdormal education. It is voluntary, not
compulsory. Its classrooms are the fields or hewdethe participants themselves, and
they may join in or not, just as they choose.s lirected at practical problems. Working
with people from very different educational backgrds and attainments, levels of
living, value systems, and range of interests,tiémapts to improve not only their
economic conditions, but also their social andwaltwell being. Therefore, while the
people who carry on this work must be technicalbllvrained, it is no less important
that they should understand rural people and enfking with them.

Extension education has three important functioiie first is to persuade the
farmers of the value of change. In developing taes, as is generally known, most
farmers are still bound by tradition. They are ensthndably afraid of costly risks, and
will not take them until they are convinced that tew methods are safe, will pay, and

will not violate their values. This is where thdension agent comes in. Itis his duty to
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educate the farmer to realize that the innovatidhbenefit him, his family, and Nigeria.
Once the farmer comes to this realization, he pldht his own seeds and look after them
by the new methods.

The second function of extension education isangmit the results of research to
farmers, and equally to transmit the problems efflrmers to the researchers. To carry
this out will require effective communication beemethe research organization, the
extension agency, and the farmer. The agents gh@ye enough technical knowledge
to understand the new practices, help the farngaptahem to their own conditions, and,
if failures occur, diagnose the reasons and offerti®ns. In many developing countries,
agents are not adequately trained in technologyrawe, consequently, failed to fulfill
this function — a situation that needs to be reethdi

The third function reflects a major change in tla¢ional economy, and therefore
is extremely important. It is to help the farmeain to make wise decisions in farm
management. For the subsistence farmer, this igjarmdhange. He has had no decisions
to make; he simply did as his father and forefathead done. But in a modern
commercial economy, prices and factors of productioust be considered, and they
require that the farmer make decisions, in maniaimees that are a new experience for
him. He must learn to do so however, if agricuwtur developing countries is to become
increasingly productive. Therefore, to provide guide here is one of the most important
contributions that extension education can make.

In order for extension education to perform thiesetions, adequate financing is
essential. Teaching equipment, supplies, and ddoéities are good investments, which
will yield good dividends. Moreover, the naturetioé work requires mobility. If agents
are to have any effect on the farmers, they nedseton constant contact. They must,
therefore, be provided with transport facilitied/ithout these, their morale may decline,
and justifiably so. Agents are expected to takeepin their work and care about it; they
have the right themselves to expect to be furnistiéid the means to perform their tasks

effectively.
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3.6

SCOPE OF EXTENSION SERVICES
Although extension programmes may vary in theiadefrom country to country,

all extension services have common interests. @ hes as follows:

. Assisting in agricultural production. The extension service is responsible for

helping farmers make efficient use of land, labaumnd capital to meet the nation’s
food needs. Through an educational programmes,dtsio responsible for helping
farmers make wise decisions as to how these facfooduction can best be
combined. Furthermore, also through an educatipnagramme, the extension
service is responsible for helping farmers sell amgtribute their products at
reasonable costs and with maximum profit. Ageetsainly should not engage in
the actual implementation of marketing and distidiu for the farmer; but they
should provide a programme, which will enable hinmake wise decisions in this

area also. Their function is not executive, butcadional.

. Wise use and development of natural resources The wealth of a nation

depends on its natural resources, and how theyisgd and conserved for the
common good. Again, extension can provide thedestdp necessary to help in
problems of resource management. In Nigeria, fangle, it can present the
relative merits of ‘slash and burn’ and of shiftiegltivation and continuous
cropping. Work should be done on how the limitedtav supply available in
Nigerian villages can be best used and conserfAedsent indiscriminate use may
have serious future consequences; extension shppaleent this. The goal for
extension should not be merely the improvemengoitalture, as is presently the

case in Nigeria, but of the community in its ertire

. Family living. Both in the home and on the farm, extension $&wices to

render. The rapidly changing conditions of modsoniety have already resulted
in requests for assistance. The management dathiéy income, child care, food
and nutrition, problems arising from poverty, angiible opportunities are all

areas in which extension can help. We must remethbéthe farmers are not the
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4.0

only people living in rural areas. They have wiasl children, and all should
benefit.

Youth development In the developing countries, the majority of ggupeople
live in rural areas. There is great need to dfiem opportunities to use their time
well. In some cases, Young Farmers’ Clubs hawsadly been set up, which offer
creative activities. But much more should be domerhaps the most difficult
period in the lives of all of us is that in whicloyng people grow into adults.
They are confronted with countless questions. \Wheter shall | choose? Shall |
continue my education at a university? How canstlmeanage my income? When
shall I marry? These questions are not easy to @msamd they are serious ones;
all our future lives may depend on the answersing f Extension has an almost
limitless opportunity here to be of use in provglimformation and sympathetic

interest.

. Leadership development. Leadership is the keystone upon which the exbensi

service is built. The agents themselves are lsabgrvirtue of their profession,
providing leadership individually in specific sitians and collectively for the
whole state and national economy. But even mongortant is the fact that
extension, by all its activities, is helping to éwmp a great pool of potential
leaders who will raise the standard of living thgbaut rural Nigeria. Extension is
charged with the specific responsibility of raisithge level of living of Nigerian

farmers. |If this responsibility is to be complgtéllfilled, every agent should be
as familiar with the principles and uses of lealdgrss is the Nigerian farmer with

his hoe.

CONCLUSION
In this unit, you have learnt about the concepd &ime nature of extension

education, history of agricultural extension in &lig, the role of agriculture in Nigerian

economy development, the meaning of extension,fanctions of extension education

and the scope of extension services.
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5.0 SUMMARY

We have been taken through the basic concept amdnéiture of extension
education. We have, also, been made to know thterki of agricultural extension in
Nigeria and the role played by agriculture in Nigexr economic development. We have
defined extension education as education that srafgput improvement in a systemic
way through carefully planned and organised prognasm Finally, we have known the

functions of extension education and the scop«iainsion services.

6.0 TUTOR — MARKED ASSIGNMENT
) What is agricultural extension?

(i)  Enumerate the functions of extension education
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UNIT Il - Phases of Extension Training
Content
1.0 Introduction
2.0 Objectives
3.0 Content
3.1 Extension Training
3.2 Learning Theories and Training
3.3 Training Approach
3.4 Phases of Training
4.0 Conclusion
5.0 Summary
6.0 Tutor — Marked Assignment

7.0 References/Further Readings

1.0 Introduction

Training is the process of acquiring specificIskib perform a job better (Jucious,
1963). It helps people to become qualified andigent in doing some jobs. Usually an
organization facilitates the employees’ learningptigh training so that their modified
behaviour contributes to the attainment of the oigmion’s goals and objectives.
Training is the process of teaching informing, du@ating people so that (i) they may
become as well qualified as possible to do thdx gnd (ii) they become qualified to
perform in positions of greater difficulty and resgibility.

Flippo (1961) differentiated between education @athing, locating these at the
two ends of a continuum of personnel developmemgirg from a general education to
specific training. While training is concerned lwthose activities which are designed to
improve human performance on the job that emplogeest present doing or are being
hired to do, education is concerned with increagi@geral knowledge and understanding

of the total environment. Education is the develept of the human mind, and it
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increases the powers of observation, analysis,giat®n, understanding, decision
making, and adjustment to new situations.
2.0 Objectives
A good extension objective is one which providé$erent opportunities for a
large number of people to move in the directionirtheterests dictate. Thus, the
objectives are to:
v' Review Extension Training as the process of teachin
v Inform and educate people for career developmetht an
v Ensure job performance in positions of greateidalifty and responsibility.
3.1  Extension Training
Process of increasing the knowledge scope of attargdience on a particular
discuss by a subject matter specialist. It deteeswvhere they were and expected level

of competence

3.2 Learning Theories and Training

Application of learning theories for all educetal and training activities will
help to make decisions and apply them in achietlregobjectives. The behaviourists,
the cognitivists, and the humanists emphasize réifiteaspects of the teaching-learning
process in their approaches. While the behavisuritress external conditions
(environment) resulting in observations and medsarachanges in behaviour, the
cognitivists are more concerned with how the minorks (mental processes such as
coding, categorizing, and representing informatioomemory). The humanists, on the
other hand, emphasize the affective aspects (mgti@ns, attitudes) of human behaviour
that influence learning (IRRI, 1990). In extensigystems, effective training must be
able to take care of all the theories of learnm@ider to change the action, belief, and
knowledge components of a trainee simultaneoushndragogy (a theory of adult
learning) is usually used rather than pedagogyé€ary of child learning) in extension

training.
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3.3 Training Approach

There are three approaches to training: (i) ttelitional approach, (i) the
experiential approach, and (iii) the performancseoh approach (Rama, Etling, &
Bowen, 1993). In the traditional approach, thentre staff designs the objectives,
contents, teaching technigues, assignments, legdans, motivation, tests, and
evaluation. The focus in this model is interventiby the training staff. In the
experiential approach, the trainer incorporatessggpces where in the learner becomes
active and influences the training process. Untiileeacademic approach inherent in the
traditional model, experiential training emphasiresl or simulated situations in which
the trainees will eventually operate. In this modlee objectives and other elements of
training are jointly determined by the trainers arainees. Trainers primarily serve as
facilitators, catalysts, or resource persons. He performance-based approach to
training, goals are measured through attainmeatgiten level of proficiency instead of
passing grades of the trainees. Emphasis is dvecquiring specific observable skills
for a task. This performance-based teacher educ@®BTE) model, developed by Elam
(1971), is mostly task or skill centred and is adgaplicable to non-formal educational

organizations such as extension.

3.3.1 Extension Personnel around the World in Needf Training

Worldwide, there are currently more than 600,0@msion workers comprised of
administrative staff, subject-matter specialistsM§), fieldworkers, and some
multipurpose unidentified people. The Asian andifRacountries have absorbed more
than 70 percent of them (Bahal, Swanson, & Fart@92). The percentage of extension
personnel by position, as reported by Swanson,gfand Bahal (1990), was 7 per cent
administrative, 14 per cent SMS, and 79 per cesitl fstaff, with regional differences.
Almost 13 per cent of extension workers are wormath significant regional differences
(Bahalet al., 1992). The ratio of SMS to field staff is alsav in Asia, Africa, the Near

East, and Latin American countries, varying fronowabl:11 to 1:14. The ratio for
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countries of Europe and North America varies frah3to 1:1.6. The worldwide ratio
of SMS to field staff is 1:11.5 (Swanson et al.90p

Deficiencies in knowledge, skills, and ability amgo extension personnel,
particularly those of Asia, Africa, and Latin Ameai are remarkable. About 39 per cent
of the extension personnel worldwide have a seagréael education and 33 per cent
an intermediate-level education (Bahal et al., J9%oreover, within each region, there
are variations in basic academic qualificationshef frontline extension workers. SMS,
and administrators. Differences in training reediare wide. In Africa, most frontline
extension workers still have only a secondary schdgnoma (Bahalet al., 1992). The

poor educational background of extension persomeetssitates regular training.

3.4  Phases of Training

Training is a circular process that begins witledee identification and, after a
number of steps, ends with evaluation of the tragjractivity. A change or deficiency in
any step of the training process affects the wisgltem, and, therefore, it is important
for a trainer to have a clear understanding abdupreses and steps of the training
process. In the broadest view, there are thresgshaf a training process: planning,

implementation and evaluation.

3.4.1 Planning Phase

The planning phase encompasses several activittespf which — training needs
identification and curriculum development — arenienportant.

Training Needs ldentification: Training need is a condition where there isp ga
between “what is” and “what should be” in termsinfumbents’ knowledge, skills,
attitudes, and behaviour for a particular situaabrone point in time. This gap is called
“a problem”, which usually occurs when a differenexists between *“desired
performance” and “actual performance”. The neddstification process assists trainers
in making sure that they have matched a trainimgg@amme to a training problem. For

example, agricultural extension officers (AEOs) éaween giving training to village
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extension workers (VEWS), but performance of thaNé&=s not improving. The reasons
may be:

1. The AEOs lack subject — matter knowledge.

2. The AEOs do not conduct training well.

3. The training center lacks training facilities.

4. The VEWSs are organized not to work properly urtdit demands are satisfied by

the government.

The first two problems are related to knowledge skitls and can be solved effectively
by a training programme, but the third and fountbljlems need government attention to
solve.

Training needs identification is possible throutjfferent analytical procedures.
The major procedures used in determining trainegds are the following:

Organizational analysis determines where traieimphasis should be placed
within the organization and is based on the objestof an organization. Concerning
what one should do in analyzing an organizatiorgesgyfour steps: The 4 steps involved

in organizational analysis phase of training aréolsws:

Stating the goals and objectives of an organization
Analyzing the human resources

Analyzing efficiency indices

w0 N

Analyzing the organizational climate.

The results of these analyses are then comparédthétobjectives of the organization.
These comparisons point to specific areas in wtrahing is needed.

Individual analysis aims at identifying specifraihing needs for an individual or
group of employees so that training can be tailacetheir needs. This analysis centers
on individuals and their specific needs concernimgskills, knowledge, or attitudes they

must develop to perform their assigned tasks. fdmsible methods or techniques for
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individual analysis include performance appraisaterviews, questionnaires, tests,
analysis of behaviour, informal talks, checklisiunseling, critical incidents, recording,
surveys and observations.

Group analysis includes a number of techniquesimch a group of well-
informed employees discuss different aspects obthanization, the employees and the
tasks to identify the major discrepancies in adhig\predetermined targets for each of
them with a view to assessing training needs asndisshed from other necessary
changes for removing these discrepancies. Therrtegbniques, which are used in this
approach, are brainstorming, buzzing, cardsortsjisady committee, conferences,
problem clinic, role-playing, simulation, task fescand workshops.

Many problems exist in an organization, but som@blems cannot be solved by
training. After a preliminary needs analysis, whgives probable causes and solutions,
the results should be verified with the concernedspnnel of the organization to

determine whether training is an appropriate adiosolve that problem.
3.4.2 Implementation Phase

If you plan to build a house but never actually gfarted with construction you
will probably get wet when it rains. So it is witlnaining when plans are not
implemented. The best plan alone will not accosfiplanything. The trainer has to

actually try to accomplish the objectives develodadng the planning phase.

Revision/Evaluation Phase

The professional builder learns from houses hanitl by learning, becomes a
better builder. Good workers are identified, newtanals are included, and scheduling
becomes more realistic. The professional traisecantinually improving his or her
training activities and individual training skillsin training, this involves determining

how well the instructor met the objectives, and vegll the objectives continue to fit the
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requirements of the trainees. If discrepanciesdatected, necessary modifications are

made in the design of the training activity befthre course is presented again.

4.0 Conclusion
In this unit, you have attempted to learn abowt toncept and the nature of
Extension Training, Learning Theories and Trainifigaining Approach and Phases of

Training.

5.0 Summary

We have been taking through the concept of Extendiraining. You have
defined extension training as process of increasimg knowledge scope of a target
audience on a particular discussion by a subjedtemapecialist. Finally, we have

known the various training approach and phasesawfing.

6.0 Tutor — marked Assignment
[.  What is Extension Training?
ll.  Enumerate the basic learning theories and traiappyoach?

[ll.  List the various phases of Extension training

7.0 REFERENCES/FURTHER READING

Arokoyo T. (1989) “Delivery Effective Trainings.” Paper presented at the AERLS
communication skills workshop for extension staff oResearch Institutes,
AERLS/ABU, Zaria.

Goad T.W. (1982) Delivering Effective Trainings S@rego, Califonia: University
Association INC
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UNIT 3 TYPES EXANSION TRAINING
CONTENT

1.0 Introduction

2.0 Objectives

3.0 Content
3.1 Induction Training
3.2 In-service Training
3.3 On-the-Job Training

4.0 Conclusion
5.0 Summary
6.0 Tutor — Marked Assignment

1.0 Introduction
Unit 3: Types of Training
Training may broadly be categorized into two typga®-servicetraining andin-

servicetraining.

2.0 Objectives
The main objective of this Module is to:
» Itemize and review the various types of Extensicaining.
3.0 Types of Extension Training
* Pre-service training is more academic in nature and is offered by férma
institutions of following definite curricula and l&abuses for a certain duration to
offer a formal degree or diploma.
* In-service training, on the other hand, is offered by the organizatiom time to

time for the development of skills and knowledgehsf incumbents.
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Pre-service Training
Pre-service training is a process through whiclividuals are made ready to enter
a certain kind of professional job such as agnigelt medicine or engineering. They
have to attend regular classes in a formal ingiituand need to complete a definite
curriculum and courses successfully to receiveradb degree or diploma. They are not
entitled to get a professional job unless they eaoertificate, diploma, or degree from
the appropriate institution. Pre-service traingumtents emphasize mostly on technical
subject matter such as crops, animal husbandryisimeties as well as pedagogical skills
to prepare the students to work in agriculturegéneral, two types of pre-service training
are available to agricultural staff. These are:
» Degree level (at least a bachelor’'s degree in aljuie or related field), which is
usually offered for four years by a university griaultural college; and
» Diploma level, which is mostly offered by the sclof agriculture for a period
of two to three years. The entry point for thenfer is normally twelve years of

schooling and for the latter ten years of schooling

In-service Training and Staff Development

In-service training is a process of staff develeptrfor the purpose of improving
the performance of an incumbent holding a posHiith assigned job responsibilities. It
promotes the professional growth of individualg.isla program designed to strengthen
the competencies of extension workers while theyoarthe job”. In-service training is a
problem-centred, learner-oriented and time-boungesef activities which provide the
opportunity to develop a sense of purpose, broguEgeption of the clientele, and
increase capacity to gain knowledge and mastetgabiniques.

In-service training may broadly be categorized iinte different types:

() Induction or orientation training, (ii) fouatlon training, (iii) on-the-job training, (iv)

refresher or maintenance training, and (v) caregeldpment training. All of these types
of training are needed for the proper developmdngxtension staff throughout their

service life.
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() Induction or Orientation Training

Induction training is given immediately after emyleent to introduce the new
extension staff members to their positions. Itibe@n the first day the new employee is
on the job. This type of training is aimed at aaqting the new employee with the
organization and its personnel. Induction trainiagall new personnel should develop
an attitude of personal dedication to the servigeeople and the organization. This kind
of training supplements whatever pre service tngjirihe new personnel might have had.
Concerning the characteristics of a new employes Wersal (1962) said that when
people start to work in an organization for thetfirme, they are eager to know what sort
of outfit they are getting into, what they are soggd to do and whom they will work
with. They are likely to be more attentive andopeinded than experienced employees.
In fact, the most favourable time for gaining enygles’ attention and for moulding good

habits among them is when they are new to the job.

(i)  Foundation Training

Foundation training is in-service training which atso appropriate for newly
recruited personnel. Besides technical competamzE routine instruction about the
organization, every staff member needs some priofesisknowledge about various rules
and regulations of the government, financial tratieas, administrative capability,
communication skills, leadership ability, coordinatand cooperation among institutions
and their linkage mechanism as well as assistaneport writing.

(i)  Foundation training is made available to employees to strengthendtedation

of their service career. This training is usugltgvided at an early stage of service life.
Maintenance or Refresher Training:

This training is offered to update and maintain $pecialized subject matter knowledge
of the incumbents. Refresher training keeps tleeigpsts, administrators, subject-matter
officers, extension supervisors, and frontline vesskupdated and enables them to add to

the knowledge and skills they have already. Maiabtee or refresher training usually
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deals with new information and new methods, as a®lteview of older materials. This
type of training is needed both to keep employédiseapeak of their possible production
and to prevent them from getting into a rut.
(i)  On-the-Job Training

This is ad hoc or regularly scheduled training,hsas fortnightly training under
the training and visit (T&V) system of extensiondas provided by the superior officer
or the subject-matter specialists to the subordifietd staff. This training is generally
problem or technology oriented and may include fdrnpresentations, informal
discussion and opportunities to try out new skalsd knowledge in the field. The
superior officer, administrator or subject mattpe@alist of each extension department
must play a role in providing on-the-job trainimgthe staff while conducting day-to-day

normal activities.

(v)  Career or Development Training

This type of in-service training is designed to tgate the knowledge, skills and
ability of employees to help them assume greatgpaesibility in higher positions. The
training is arranged departmentally for successfikbnsion workers, at all levels, for
their own continuing education and professionalefiggment. Malone (1984) opined
that extension services that provide the opponufat all staff to prepare a plan for
career training will receive the benefits of havilegger tenured and more satisfied
employees, which increases both the effectivenegsHiciency of an extension service.
Malone stated that “career development is the faatquiring information and resources
that enables one to plan a program of life-longrea related to his or her work life”.
Although extension workers are responsible forgigag their own career development
education, the extension organization sometimes seime criteria and provides

opportunities for the staff by offering options.
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3.1  Induction Training

This is given to newly appointed extension stafter they are hired but before
they are given a specific work assignment. lItsiseatial for all new staff. By it, they are
protected from making costly mistakes; and equatigortant, by it they can gain self-
confidence.

Induction training generally covers the objectivescope, opportunities,
programmes, and organization of the agency. Itshegw agents understand what their
own responsibilities will be; what job they are egfed to do; and how it should be done.
If the work requires some practical skills, whichve not been sufficiently covered in
their pre-service training, induction training wiémedy the deficiency. Finally, and most
importantly, it will familiarize them with the prédms of the people in the area in which
they are going to work.

The induction training itself is generally follod/dy some observation of work in
progress, at workstations, demonstrations, fiesdand the like. The nature and extent
of both observation and induction training, of c®jrdepend very much on the nature
and extent of pre-service training. But in mostestan Nigeria, extension administrators
and supervisors do participate, to a greater aeledegree, in induction courses, which
have been found very useful by many new agentanbio can be expected to do his best
if he goes into a situation cold. The more he knalwsut what is expected of him, the

more likely he is to meet expectations.

3.2 In-service Training

The purpose of in-service training is to updatéeesion agents at all levels. It
goes without saying that in a developing countryd & a dynamic field like modern
agriculture, this is of utmost importance. In-seeviraining is of course useful in filling
gaps in previous training which have become appafar agents have gone to work;
but it has the wider purpose of stimulating a awmius development for all engaged in

the profession. It includes all forms of traininy fprofessional improvement which are
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carried on while the person is actually employed] may involve either training on the
job itself, or training on study leave, away fram i

According to Williams, in-service training prograrmas should be looked upon as
a supplement to, rather than as a substitute &fdimal study programme. Professional
staff should be willing to make some sacrificeqjaficial and otherwise, to take
advantage of the opportunities thus offered them.

In-service training is an important feature of thany and varied activities of the
Ministries of Agriculture of the States of Nigeri&is organized for junior, intermediate
and senior staff. For junior and intermediate st#ffis administered by divisional
agricultural agents as the need arises. For aturall agents, supervisors and
administrators, it is organized in two ways.

First, under the ministries’ in-service trainingheme for higher degrees, officers
are given an opportunity to undergo further tragnieading to the M.Sc. and the Ph.D.
degrees. This offer is generally made only whenaitpents have had at least one or two
years of practical field experience after graduatio

Second, some ministries periodically organize ad thaining programmes for all
senior extension agents in specialized areas oicwdigiral technology, extension
principles and methodology.

Another general feature is that extension officars given the opportunity to
attend international conferences. This practiceyasled good dividends. Not only do
those attending profit themselves by their expegerthey also bring back new ideas
which can stimulate and improve the whole orgaropatvith which they are connected.

Yet another form of in-service training exists timee opportunities for staff to
attend refresher courses of perhaps a month or &ach courses are offered on the
campuses of agricultural institutions, which coricate intensively upon one single
subject. Some such courses are now being orgabigzddcal or international research
institutes: International Institute of Tropical Agulture (IITA) at Ibadan; Cocoa
Research Institute of Nigeria (CRIN) near IbadangeXan Institute for Oil Palm
Research (NIFOR) at Benin.
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3.3  On-the-Job-Training

This method is used for teaching specifiisskt a specific level .A good example
is that of the Field Overseers (FO) who work witle farmer at the village level. This
staff cadre has had only about six years of eleangr@ducation; but it was necessary to
hire them because skilled and trained agricultussistance are not be produce in
sufficient number to meet the need of the ministriehe cadre is gradually being phased
out as better trained man and woman become awail8ame of the Field Overseers,
however, have proved effective in extension wornkg @0 they are sent to school of

agriculture assistance; most have greatly profitech the opportunity.
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4.0 Conclusion

In this unit, we have learned about the major sypleExtension Training.

5.0 Summary

We have been taken through the types of ExtenBraming. We have defined
Pre-service training as a process through whiclvichdals are made ready to enter a
certain kind of professional job such as agricelfunedicine or engineering. While we
equally defined In-service training as a processtaff development for the purpose of
improving the performance of an incumbent holdingo@sition with assigned job

responsibilities.

6.0 Tutor — marked Assignment
0] What is Extension Training?
(i) Enumerate the major types of extension tragm

(iv)  List the various types of In-service training
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1.0 INTRODUCTION

The agricultural agent demands that he plays thitaé roles. He is expected to be a
scientist, a trainer and a friend to his clienteleat the same time. The task of in-depth
training for agricultural agents therefore beconnaserative in other to achieve the goals
of extension education at the grassroots.
A variety of methods are currently in effect. Soane described below:
- Pre-service Training
- Practical Orientation
- Skill Teaching
2.0 OBJECTIVES
At the end of this unit, it is expected that studesill be able to:
 Enumerate the various methods of training agricaltiextension agents in

Nigeria.
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3.1 METHODS OF TRAINING AGRICULTURAL EXTENSION AGENTS
Pre-service Training

This is the term usually given to professionalrnag received by an extension agent
before his appointment. It covers a wide rangerog@mmmes, culminating in the award
of a diploma or certificate in agriculture, up leetaward of the B.Sc. and higher degrees.
By formal classroom and laboratory instruction, detots are taught the natural,
behavioural and social sciences. As they progress fprimary to high school and
university, their education becomes increasinglgcsgized, and greater emphasis is
placed on theory and on research in their spee@i@eas of interest.

In Nigeria, the pre-service training of extensagents exists at two levels: non-
degree but formal agriculture training, lasting tarofour years, and leading respectively
to a certificate or diploma; and formal trainingtbfee or four years leading to the B.Sc.
degree.

The non-degree, or intermediate programmes, asiggrked for agents at the
intermediate level who will work in the villagesThe programmes include the lower
level, leading to a certificate, and the highereleleading to a diploma. The certificate
course generally lasts for two years of both acaclemd practical training, and covers a
wide range of subjects, both agricultural and athefhe diploma course involves two
additional years, and admission is secured eitlyessddection of the best academic
students from the graduating certificate clasdyyotater selection of certified graduates
who have had two or more years of field experieasagricultural assistances. There are
five such non-degree training schools in Nigereat +Hbadan, Akure Zaria, Umudike, and
Kabba. Their graduates are assigned to villagest& with the farmers.

The chief criticism levied against this programisehat it is far too theoretical,
because not enough emphasis is given to practigaérience. This weakness is
sometimes glaringly revealed when the graduategaligtfind themselves out in the
field. But efforts have been made to improve thesion, both by increasing the amount

of time in the programme itself that is devotedptactical matters, and by providing
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opportunities for students, before graduation, ¢tokfor short periods of time in actively
operating agencies.

The training which ends in a B.Sc. degree lastshieee or four years. It includes
all aspects of agricultural technology as well ashssocial sciences as Rural Sociology,
Educational Psychology, Extension Concepts, and@amcation Theory. Beyond this,
in order to produce high level agricultural scietsj graduate programmes leading to the
M.Sc. and the Ph.D. degree have been introducedl ithhe Faculties of Agriculture in
Nigerian Universities.

The graduates of these university training courkem the nucleus of the
professional extension staff. They are, generalypointed as agricultural officers,
supervisors and administrators. After they have getad their academic training, they

usually receive an additional training of two mandr so, called induction training.

Practical Orientation

All extension trainings must be practically oriehtéocusing on recommendations that
are relevant to the majority of the target audieswue their needs. A most effective way
of making training practical is to ensure that ggssare not confined to the lecture halls
only but to hold most of the sessions on the expamtal skill plots. This would enable
the extension agents under training to identifgwaht points in the field through actual

practice.

SKILL TEACHING

Most of extension works involves interaction withaaget audience and impartation of
applied knowledge. Therefore ability to accuratetpnfidently and convincingly
demonstrate a new skill will ensure that Agricuduagents are able to establish a good

rapport and win the confidence of their target ande.
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3.2 Keys to Successful and Effective Extension Traings

Since most of the extension workers of Agricultukglents involve Training of a target
audience, knowledge of the basic principles imtray is very important for a successful
training outcome. The following are some import&etys/principles for successful

extension training.

- Uses of Samples and Examples

Every recommended production package and problems desgussiring
training sessions must be illustrated with exammesccompanied by real

samples.

- The Use of Audio Visuals Aids
Copious intelligent and skilful use of audio-aids and esien support
materials play a very important part in extensiomining. They are
particularly for:
I. Emphasizing key points of a recommendation
il. Safeguarding messages from distortions
iii. Serving as guide and aid for the instructor.

In general, there are five situations in which areds to use training aids:

1. if the information is too complex to be conveyedsppken word alone.

2. if the information must be numbered

3. words that may convey a different meaning to déf¢people must be

4. visualized to ensure that all trainees know whahéeant by these words
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5. if trainees attention must be captured.
6. To summarise a number of points and link them togyet
PREPARATION TASK FOR TRAINING AGRICULTURAL AGENTS
Good training does not just happen it has to bpgreal for i.e. “starting off on the right
foot”. There is a need to ensure the following:

- provision of detailed and updated lesson
- provision of appropriate and adequate resources

Provision of training checklist

4.0 CONCLUSION

Training of Agricultural Agents should not be caonfed to lecture halls only; it should

include sessions of practical demonstration forimar comprehension.

50 SUMMARY
In this unit we have learnt about the various mésh@nd importance of Training

Agricultural Agents these include Pre-service, BtatOrientation, Skill teaching etc.

6.0 TUTOR MARKED QUESTION

1. Write short notes on 3 methods of training Agliieral Agents.
2. Why is it necessary to have training aids?
3. List 3 situations where training aids are needed
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1.0 INTRODUCTION

In many developing countries, training programmesve

not been very

satisfactory. They have been considered importan yet they have met with

comparatively little success. Why is this? We rhstythree important reasons.

One, in many cases, the programmes has not beeedgeaactual needs. Agents and

specialists have been prepared for jobs which doerist. Farmers have been taught

methods which are unrealistic and impractical.

Two, the programmes are often planned top dowreatsbf bottom up. Trainees are

mere passive receivers, not active participantsteriSion administrators at the head

office may set up a programme to meet the neetlseafjovernment, but not those of the
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agent or the farmer. Sometimes, there is no fiommitment to a thorough, well-
planned, full training policy and, accordingly, grammes are ad hoc, haphazard, and

ineffective.

Three, the programmes have received too little gr@valuation. Criteria for evaluation
should be incorporated into the training programwmenr for that matter into any
programme — for without them it is easy to straynfroriginal objectives, and it may be

difficult to make necessary adjustments to changeeds.

Training is an important issue in any organizatibm.developing country, the public
services, of which the various ministries of aglticie are an important part, must
respond effectively to the demands of developmamd, in this, training has a vital part to
play. With some exceptions, many ministries arertsiof the skilled manpower
necessary to implement development. Training aordinuous basis is the best means
of meeting this shortage. The ministries mustntrdedicated staff, who are able to
recognize opportunities, meet challenges, and eehesults.
Training consists of the following:

1. Assessing needs;
Designing relevant means to meet them;
Selecting staff;

Conducting the actual training;

o & 0N

Evaluating it by studying them on the job effectiees of those who have
received it.

There can be no shortcut to effective training, can it be bought at cut-rate bargain
basement prices. Training programmes must becgaritly financed. Where they have
been, they have yielded high returns in increassstyctivity, high morale, and

organizational pride.
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2.0 OBJECTIVES

It is expected that at the end of this unit thatdtudents should understand the various

stages involved in a training cycle.
3.0 Main Content
3.1 The Training Cycle

Training can be viewed and treated as a total systecycle with interrelated phases.

The various steps one would take in solving a obédre listedbelow:.

1. Analysis/needs Assessmento determine “gaps” that is, the training

requirements.

2. Design-— the training approach to be adopted; what legraopportunities are

to be provided.

3. Development of Training Materials— the selection and preparation of

instructional materials and strategies, format sgtteduling of learning events.
4, Conduct of the Training - actual training execution

5. Evaluation and Appraisal —to determine to what extent the stated objectives
have been achieved.

ANYSE \
EVALUATE DESIGN
CONDUCT DEVELOP

Fig. 1 Thetraining cycle: A close-loop, continuous process
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Preparation

THE PROCESS IS CONTINUOUS AND INCLUDES A SERIES SFEPS
ALL OF WHICH ARE IMPORTANT FOR EFFECTIVE TRAINING
Fig. Il - THE TRAINING PROCESS (from The WorRank — Nigerian Agric. Sector)

Identification of Evaluation
Training needs of Results
Determine Use of
Objectives of Training
Training needs /\
Giving out Receiving
Training Training

Learning

World Bank - 30146:6
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3.2 THE ROLES OF THE TRAINER

As the purpose of training is to facilitate leairtrainers are often referred to as
facilitators. A facilitator therefore, needs talige all his abilities and resources to
provide the best access to knowledge and skillsttietraining is designed to impart.
Playing the several different roles expected obadgand effective facilitator, comes with
experience which will bring the best results. Blegeral roles a facilitator may be called

on to play include:

- Subject-matter Specialist

- Counselor Human Bein

- Leader/Motivator Follower

- Learner Evabrat

- Psychologist Investayat

- Listener Autacra

- Handy-person Benevolemt&ior

Generally, the more necessary roles a facilitdlb@r more successful and effective
the facilitator will be.

CONCLUSION
Training is one of the most effective extension hodblogies for transferring
technologies. The success of training, therefdemends on a unified and strategic

concept of certain fundamentals as highlightedhis @init.

SUMMARY
To strengthen subject- matter competencies, edunzdtiprocess skills and delivery of
programmes to target audience must be clearly @efilhis unit has clearly defined the

cycle of training programme for an ideal trainingfda.

6.0 TUTOR-MARKED QUESTION
1. List five basic steps of a training program

2. Write short notes on the training cycle
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INTRODUCTION

Curriculum Development: This is the most importpatt in a training programme after

a need for training has been identified. The cutam specifies what will be taught and

how it will be taught. It provides the frameworkdafoundation of training. The first

phase of curriculum development determines whal val taught, that is, the training

content.
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2.0 OBJECTIVES
At the end of this unit, you should be able to:

* itemize the various components of training needdyars

» carefully select the best training method apprderiar a learning process

» design a curriculum for a training programme
3.1  Training Needs Analysis
Once training needs have been identified and trgiactivities have been decided as part
of the solution, a needs analyzes should be dorgetermine knowledge, skills, and
attitude requirements as well as performance dafees. The needs analysis procedure
involves breaking down the “training problem” irite basic parts in different successive
phases to identify and understand the importantpoorants in each phase. Ultimately, it
leads to identifying and understanding the trairgngtent. The training needs analysis
process can be divided into three distinct anaytphases: job analysis, task analysis,
and knowledge and skill-gap analysis.

1. Identify the job that is to be the subject of thaalgsis. This involves
defining the focal point for the job analysis.nmay include the entire job of
a group of employees or only a specific segmettaif job.

2. Prepare a list of tasks which can be done followdifferent approaches
and methods. Four approaches can be used tofidgttitasks: (1) experts
identify and list critical tasks, (2) observatiorad interviews are
conducted with employees, (3) meetings are heldh wiroup
representatives, and (4) a tentative list of taskeviewed by employees
and their supervisors.

3. Verify the tasks. The draft list of tasks should Vverified by experts,
workers, and supervisors in the analysis proc@sss can be done through
expert review, small-group discussions, and ineargi. When the tasks are
verified, a final list of job tasks is prepared.

4. Determine the frequency. The workers and supenwisan fill in a form

indicating how frequently each task in a job isfpaned. Different scales
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such as “seldom”, “occasionally”, “weekly to monthl“daily to weekly”,

and “daily” can be used to quantify the intensityadask accomplished.
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Job Analysis Worksheet

Job: Agriculture Extension Officer

Tasks Frequency | Importancé | Learning | Total | Focus
performed difficulty © | score

1. Supervision 4 3 1 8
2. Conducting Training 4 3 3 10 yes
3. Planning programmes | 2 3 2 7 |-
4. Research trial 2 2 1 5 |-
a1l = Seldom b 1 = Marginally important c 1l-s¥a

2 = Occasionally 2 = Moderately important = Rloderately difficult

3 = Weekly to monthly
4 = Daily to weekly
5 = Daily

5. Determine the importance.

3 = Extremely important

4 = Extremely difficult

3 = Very difficult

Not all tasks are egualiportant to a job. An

occasionally performed task may be very importantherefore, a relative
importance rating is useful along with frequencyina A scale such as
“marginally important”, “moderately important”, arféxtremely important” may
be used to determine the relative importance ofdhdasks.

Estimate the learning difficulty. An estimate @afning difficulty is another
dimension of the job-task analysis. It shows theer the employees’ perception
of difficulty, which may be different from the tr@r's own perception. A scale
such as “easy”, “moderately difficult”, “very diffult”, and “extremely difficult”

may be used to determine the difficulty indicegodf tasks.
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7. Calculate the total score. This can be done byplsiladding the scores for
frequency, importance, and learning difficulty Bach task. The column for total
score in a worksheet indicates the priority taskstfaining if these are training
problems.

8. Review the findings. The results of the job-tasklgsis should be discussed with
significant people in the training system, incluglingovernment leaders,

programme directors, and others interested ingélatining.

Task analysis The output of the job analysis is a list of lmgab tasks, based on

importance, learning difficulty and frequency ofimtp the task. Each task is a

complex set of procedures in itself and, therefireeeds further analysis to find out

which specific segment of the task is critical Esdjning a training programme (see

Task Analysis Worksheet). To do this, it is neaeggo follow a method called task

analysis, which is similar to job analysis.
Task analysis procedures include preparing a blask analysis worksheet, writing
down the name of the job at the top of each slagetthen making copies. Each of these
forms will be used for breaking down and analyzéagh of the most important job tasks.
Therefore, it is necessary to write one importasktidentified for training on each of the
task analysis worksheets and to list all compoparts of each task on its respective task
analysis worksheet. This is followed by the stepsdufor job analysis to find out the
frequency, importance, and learning difficulty fach step of the tasks. Then the score
for each component part is put in the “total scaretumn, and the results are discussed
with concerned personnel in the organization. Tl analysis and task analysis
processes are similar to each other, so the modbbth worksheets is the same.

The important difference between these two stdpanalysis is that “the job

analysis helps us identify major blocks of conteninclude in training; the task analysis
helps us understand what comprises an individualkidl Both are very important to the

curriculum development process. What needs tabght and what steps are involved in
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the process are completed by these analyses angtisenthe major steps in curriculum

development.

Task Analysis Worksheet
Job: Agriculture Extension Officer

Task: Conducting training

Components/steps Frequehmportan | Learni | Tot | Foc
cy ce” ng al |us
perform | Difficult | score
ed? y c

Establishing rapport 5 3 1 9 -

Introducing the topic - - - - -

Presenting the subject 5 3 1 9 -

Maintaining sequence
Maintaining eye contact

Using A/V aids in time 5 3 4 12 |yes
Summarizing the lecture 5 3 3 11 Jyes
al= Seldom b 1 = Marginally important c1-sfa

2 = Moderately important 2 = Moderately imiaot 2 = Moderately difficult

3 = Weekly to monthly 3 = Extremely important 3 = Very difficult

4 = Daily to weekly 4 = Extremely difficult

5 = Daily
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3.1.3 Skill - Gap Analysis Worksheet
Job: Agriculture Extension Officer

Task: Delivery Lecture in VEW's training.

Steps Components Level pfs Can problem be solved
proficiency | proficiency | by training?

a problem?

Establishing rapport 123@)5 ([ ] [
Introducing the topic 12(3)45 |[Y] [
Presenting the subject (123 @)5 |[ ] [
Maintaining sequence [12@)45 |[ ] [
Maintaining eye contact 1 (2) 345 |[Y] [Y]
Using A/V aidsintime [1(2) 345 |[ ] [
Supplying handouts 12@)45 |[Y] [
----------------------------- 12345 |[ ] [
---Summarizing the (1) 2345 |[Y] [
lecture

Y]

1 = Cannot do at all

2 = Can do less than half of the task

3 = Can do more than half but less than total

4 = Can do total but cannot maintain time schedule
5= Can do within time schedule.

Knowledge and skill-gap analysis: The knowledgeskill-gap analysis is a
process of determining the training needs of irhisi employees in relation to the
important tasks-steps or components of tasks itkeshtifor training (see Skill-Gap
Analysis Worksheet). The skill-gap analysis deteaes how skilled or proficient
individual employees are on these tasks-steps ompooents, how much individuals
differ from desired performance, and whether or thely need training. It would be a
waste of resources and frustrating to the traindrteainees to design and deliver training
on topics and skills where the trainees are alreduly and proficient. A priority list of
the tasks identified for training according to tiaéal score in the job analysis is made.
Then, the steps or components that were identdie@ach task analysis worksheet are

listed on the skill-gap analysis worksheet. Thasfollowed by rating each step-
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component in terms of the trainee’s current preficy on a scale of 1 to 5, as shown in
the legend of the worksheet. Identifying the stepsiponents that appear to have low
proficiency is required because there is a gap émtvwwhat is desired and the current
situation. After this, a review is done to ponaérether the gap can be decreased or
removed through training or whether training is thest appropriate method. There may
be some steps-components for which measures dtherttaining are more appropriate.
At this stage, key personnel such as subject-mspierialists, supervisors, and extension-
training experts should discuss the findings beforalizing the curriculum. This helps
to identify different perspectives and to avoid oticed mistakes or biases in curriculum
development.

The training needs analyses provide many things twainer. The analyses
determine the training contents and how deficibetttainees are in these contents, and

the sequence of tasks provides the sequence wingactivity.

3.2  Selecting a Training Method
A training programme has a better chance of ssagégn its training methods are

carefully selected. A training method is a strgtegtactic that a trainer uses to deliver
the content so that the trainees achieve the abgectiSelecting an appropriate training
method is perhaps the most important step in trgimictivity once the training contents
are identified. There are many training methods,not all of these are equally suitable
for all topics and in all situations. To achieVw ttraining objective, a trainer should
select the most appropriate training method fordiwetent to involve the trainees in the
learning process. Four major factors are consitlereen selecting a training method:
the learning objectives, the content, the trainemsd the practical requirements.
According to Bass and Vaughan (1966), training mashshould be selected on the basis
of the degree to which they do the following:

1. Allow active participation of the learners.

2. Help the learners transfer learning experienceas training to the job situation.

3. Provide the learners with knowledge of results altloeir attempts to improve.
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4. Provide some means for the learners to be reinforice the appropriate

behaviour.

5. Provide the learners with an opportunity to practiad to repeat when needed.

6. Motivate the learners to improve their own perfonce

7. Help learners increase their willingness to change.

These criteria indicate that a single training rodtkvill not satisfy the objectives

of a training programme.

A variety of training methods are available tagarter. The most commonly used

methods include:

1.

Instructor presentation: The trainer orally préserew information to the

trainees, usually through lecture. Instructor enégtion may include

classroom lecture, seminar, workshop, and the like.

Group discussion: The trainer leads the group ahées in discussing a
topic.

Demonstration: The trainer shows the correct stepsompleting a task or

shows an example of a correctly completed task.

Assigned reading: The trainer gives the traineasling assignments that
provide new information.

Exercise: The trainer assigns problems to be doérer on paper or in
real situations related to the topic of the tragnactivity.

Case study: The trainer gives the trainees infaomadbout a situation and
directs them to come to a decision or solve a probktoncerning the

situation.

7. Role-play: Trainees act out a real-life situatioran instructional setting.

Field visits and study tour: Trainees are given apgortunity to observe

and interact with the problem being solved or diding learned.
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It is a waste of time and effort, according to khenge and skills without
imparting the art of utilizing them. They are \elkess if they are not used. Effective
training is not cramming information into the headisrainees; it is a two-way process of
interaction between trainees and teachers by whelrainees become fitted to act.

In many developing countries, training programmiesve not been very
satisfactory. They have been considered important yet they have met with
comparatively little success. Why is this? It laee important reasons.

One, in many cases, the programmes has not beeedg® actual needs. Agents
and specialists have been prepared for jobs whoalodl exist. Farmers have been taught
methods which are unrealistic and impractical.

Two, the programmes are often planned from thedimpn instead of from the
bottom up. Trainees are mere passive receiversactive participants. Extension
administrators at the head office may set up arpragie to meet the needs of the
government, but not those of the agent or the farmometimes there is no firm
commitment to a thorough, well-planned, full traigi policy and accordingly
programmes are ad hoc, haphazard, and ineffective.

Three, the programmes have received too littlepg@raevaluation. Criteria for
evaluation should be incorporated into the traininggramme — or for that matter into
any programme — for without them it is easy toystram original objectives, and it may
be difficult to make necessary adjustments to cimgnigeeds.

Training is an important issue in any organizatibmour development country,
the public services, of which the various minigrad agriculture are an important part,
must respond effectively to the demands of deveymand in this, training has a vital
part to play. With some outstanding exceptionspymainistries are short of the skilled
manpower necessary to implement development. ifigaion a continuous basis is the
best means of meeting this shortage. The mirsstriast train dedicated staff, which is
able to recognize opportunities, meet challengas aghieve results.

Training consists of the following:
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Assessing needs;
Designing relevant means to meet them;
Selecting staff;

Conducting the actual training;

a kc 0N PE

Evaluating it by studying them on the job effectiges of those who have

received it.

There can be no shortcut to effective training, can it be bought at cut-rate bargain

basement prices. Training programmes must becgaritly financed. Where they have

been, they have vyielded high returns in increassstyctivity, high morale, and

organizational pride.

3.2.1

Areas of Training Needs of Agricultural Agets in Nigeria.

The first problem is to identify the basic subjewtter fields necessary for

effective rural extension work. Unfortunately,itiag programmes are often organized

without sufficient planning. Williams has suggektkee following areas.

1.
2.

3.
4.
5.

Technical subject matter related to agriculture;

theory and principles of teaching; methods of intipgr information and
motivating people to use it;

customs, attitudes and values of rural Nigerians;

research techniques;

principles and methods of administration and supem;

In addition, the following may well be included;

6.

history, procedures and policies, and organizabtbrihe agency to which the
trainees will be attached; study of various agen@®d services supporting

extension programmes;

7. national plans for rural development and extensiork;

8. encouragement of agents to plan programmes theessetv organize, to evaluate,

and to improve their means of communication esfigoaresearch results;

special attention to the individual whenever neasss
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In a study conducted by Obi, it was suggested that Eastern Nigerian Extension
Service should give more attention in its trainipgpgrammes to communication;
evaluation; programme planning; leadership devekgmtechnical agricultural matters;
and regional extension services.

Both authors agree that no training programmecdcbel considered as completed
or static. A programme should cover fundamentals should always be flexible enough
to offer opportunity leading to improvement in thiganization. Possession of technical
agricultural knowledge, both authors also agre@oisby itself enough; training, too, is
needed in the social and behavioural sciences.

Since training is so important, what tools maypbécy makers use to identify the
needs of their staff; which is the first step ie frocess? Let us consider some methods

used in business and industry, which may turn @bietrelevant.

3.2.2 Methods of Identifying Training Needs of Agcultural Agents

A. Job Description This method, which is widely used in industry,a detailed
description of the duties and responsibilities wegi position entails. Since, in our
context, it would indicate what the extension a@dfishould actually be doing on the job
to perform it successfully, the job description Wbbelp to identify his training needs.
In many developing countries, however, there agpearbe a general reluctance to
prepare job descriptions. Perhaps one reasoati€xtension activities are complex, and
differ from season to season. Perhaps anothbaigésponsibilities shift so often that a
job description is very difficult to state. Notw#tanding, if we are to have an effective
training system, job descriptions for all gradespositions within the organization are
indispensable.

B. Organization, Operations, and Man Analysis This is another useful method,
which has been suggested by McGee and Thayer Qajaom analysis determines where
within the organization training emphasis shouldpbeced; this technique studies the
entire organization or agency, including its objees, its resources and their allocation.

Operations analysis deals with what an employed dw$o perform a job effectively; it
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focuses on the task, not the man. Man analysishasipes the individual employee,
determining the skills, knowledge and attitudesahié need to develop. The three are
closely related, and cannot be used separately.

C. Critical Incident Technique: This was developed by Flanagan a few years ago.
It is a set of procedures for collecting direct efvations of behaviour in order to solve
practical problems and develop psychological pples. The incidents to be noted
reveal the subject’'s behaviour at work, rather thiargeneral traits.

The incidents must be described accurately, congmsately, and objectively and
must arise from observation of specific situatidhstsons engaged in, or associated with
the activity under investigation, are asked to geseamples of both effective and
ineffective behaviours. The examples are thengcaiteed in major areas, and from them
the critical requirements of the job in questiom t& developed, to serve as a basis for
formulating training needs. It must be borne in aninowever, that this technique has its
limitations. For example, when, the author usediih extension agents in Nigeria, he
was given more examples of successful behaviour dhéhat which was not.

Really, there is no single ideal method for idesmtif) training requirements. 1t is
generally useful to explore a combination. Thees8al point is to ensure the active
participation of the agents for whom the programiseimtended, which policy makers
have often neglected with unfortunate results. simcess, all persons involved must
participate, and actively too.

4.0 CONCLUSION

In this unit, you have been exposed to an impomant in a training programme. What
will be taught and how it will be taught. The \ars analytical phases of Training needs
Analysis were equally enunciated.

5.0 SUMMARY

Curriculum Development provides the framework aadndation of training. Having
discovered training needs, an appropriate traimmghod should therefore be selected
and developed to determine knowledge skills, attitwequirements and performance

deficiencies.
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6.0 TUTOR-MARKED ASSIGNMENT
1.0 What do you understand by Curriculum develagfe
2.0 List 3 distinct analytical phases of trainmggds

3.0  What criteria will you consider in selectimgihing methods for a
mentioned program?

7.0 REFERENCES/FURTHER READINGS

1. Smith, B.O., Stanley, E. and Shores, J.H. Fumthats of Curriculum
Development. Harcourt, Bracd &vorld, 1957.

2. Doll, R.C. Curriculum Improvement: Decision Magiand Process, Allyn
and Bacon, 1970.

3. Hooper, R. (ed.) The Curriculum: Context, Dasigd Development Oliver
and Boyd, 1971.

UNIT 9 CONCEPTS EVALUATION TRAINING PROGRAMMES

CONTENTS

1.0 Introduction

2.0  Obijectives

3.0 Main Content
3.1 Evaluation and Appraisal of Training Program
3.2  Methods for Evaluating Training Programmes

4.0 Conclusion

5.0 Summary

6.0 Tutor-Marked Assignment

7.0 References/Further Readings

1.0 INTRODUCTION
Training Agricultural Agents for what?
In developing countries in general, one of the nwadtiable contributions, which

can be made to revolutionizing agriculture, is degelopment of component agricultural
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agents, scientists, and scholars. Many developingntcies, therefore, have made
impressive efforts to provide a crop of well —tednextension workers at all level. But,
much criticism has been levied against the reséltcordingly those concerned now
must ask themselves seriously, ‘For what, precisely we training our agricultural

students”.

Some of the criticisms are as follows:

1. The curricula and course contents are unsuitededuture employment of the
trainees. Often they are mere copies of courseshich instructors have
themselves been exposed, in institutions whereittonsd, social and national,
are quite different from those of Nigeria.

Many students tend to view the B.Sc. degree me®ly stepping stone to
graduate instruction leading to teaching and rebgaositions. But some of them are not
equipped to profit by further instruction, whilenhets could be of use in Nigerian
agriculture without it. Others for whom the B.Scthe terminal degree, experience it as
preparing them for positions only in the field as®dvice units of the Ministry of
Agriculture and other agencies. They do not cardicoming practical farmers

managing their own farms.

At the intermediate level, the current traininggares men for service as field
supervisors, technicians, or specialists, but gins attention to practical aspects.
Consequently, graduates are quite unable to cofeproblems where subsistence

farming is still practised, as it still widely is.

2. Both instructors and students lack exposure toahdiarming experience.
Therefore, they have never had the opportunityeteetbp the skills needed to
farm efficiently or advise farmers wisely. Nor hawey had the opportunity to
develop proficiency in soil, crop, and livestockmagement. It is not unusual
to find instructors encouraging students to doégieuse’ research projects in
partial fulfilment of requirements for their dipltas or degrees. It would be

far more useful for the students to work on fieljpcts. As it is, they
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generally end up knowing very little about crop amimal production, about
which they need to know very much.

In testimony to this lack of practical knowledges way cite tests conducted by
IRRI in the Philippines for rice extension agenthie tests consisted of identifying
common diseases, insect pests, nutritional dissyderd common chemicals used by
farmers. On a practical examination the averageessas about 25 percent. In a similar
test conducted at IITA in Nigeria, the average samas 22 percent for extension agents,
34 percent for supervisors. Employees with adie&d experience who had been telling
farmers to use ammonium sulphate were unable tdifgdea sample of it; about half of
them could not even distinguish rice seedlings foydinary grass.

3. A third criticism of current programmes is that mad the trainees are
strangers to their own culture and to the problefrteeir own rural areas. The
reason is that many of them, though born in thentguwere raised in the city,
where they acquired urban values which prevent tHesm developing
empathy with the farmers with whom they are expktbework. Though when
they graduate they are employed as agriculturahtagéhey dislike and resist
postings to the rural areas.

It is possible for students to spend their whole/ensity training without a single
visit to the rural areas for which they are destinehis blatantly ignores the very heart of
the matter. Toward the end of the training, sttrjs, it is true, are arranged so that
students may visit important agricultural proje@sd this arrangement has sometimes
been supplemented by weekend visits, during tewonadtivities under private or
government management. But very seldom indeedviarts scheduled to subsistence
farms under traditional practices, and therefdre,dtudents get no first hand experience
at all of the problems of these farmers.

Many agents, consequently, find themselves squege im round holes when they
actually undertake their work. They lack farmirgckground and experience; they lack
technical competence; and as a result, the farmignar trusts nor believes them. They

have little knowledge about aquaculture.
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2.0 OBJECTIVES

It is expected that at the end of this unit, yoaudt be able to:
» state reasons for evaluation of training programes
» develop strategies for evaluating training prograame
» Practically simulate training methods based onmamanity based assessment

need.

3.0 MAIN CONTENT

3.1 EVALUATION AND APPRAISAL OF TRAINING PROGRAMES
This is probably the often and most neglected pbaseaining. For effectiveness
and for good training to continue to be good, itstnbe validated and then updated
through some thorough evaluation and appraisal
The task to be achieved includes:
* Instructor/Facilitator evaluation after various semts has been completed.
» Learners evaluation of the training
* Field/Follow-up evaluation to determine if learneme performing well in the
roles for which training has been provided.

Evaluation can hardly be meaningful without a pragrad well set training objective.

3.2 Criteria for Evaluating Training Programmes
Objectives of a training programme should be dexigasing action words which are
measurable. Evaluation should therefore be donedbas the criteria specified by the
trainer in the learning objective. Three commoiteda should be adopted when
evaluating a training program.

1. How has the trainee demonstrated that learningbiaslly taken place?

2. To what degree has the demonstrated learning mocest the expected

conditions.
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3. Has the quality of learning improved the knowledigese, practical skills and
attitude of the trainee?
By the end of the training session, trainees shbeldible to list, describe, report and

practically demonstrate what they have learned.

40 CONCLUSION
In this unit, you have learnt the importance of lHaéing Training Programmes and the

Criteria for evaluating programs.

50 SUMMARY
Evaluation of Training programs becomes imperatiee determine the level of
achievement of set-objectives. The knowledge,l skild attitude of trainees to the

training program should be appraised in order stifjuthe expected quality of learning.

6.0 TUTOR MARKED ASSIGMENT
1. Why is it necessary to evaluate training progam

2. What are the measures you will consider in eatailg a training program.

7.0 REFERENCES/FURTHER READING

1 Tyler, R.W. Basic Principles of Curriculum andtmuction, University of
Chicago Press, 1969.

Wiseman, S. and Pidgeon, D. Curriculum EvalmatdF.E.R., 1970.

3. Arokoyo Tuniji (1989) “Delivery Effective Traings.” Paper presented at
the AERLS communication skillerkshop for extension staff of
Research Institutes, AERLS/ARdria.
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MODULE 10 Organisation of Causes and Evaluation of Training
Programmes.
UNIT 10 Concept of Extension Evaluation
UNIT 11 Benefits of Extension Evaluation
UNIT 12 Scope of Extension Evaluation
UNIT 13 Principles of Effective Evaluation
3.1 Introduction
3.2 Objectives
3.3 Content
1.1 Concept of Extension Evaluation
1.2 Benefits of Extension Evaluation
1.3 Scope of Extension Evaluation

1.4  Principles of Effective Evaluation

2. Conclusion

3. Summary

4. Tutor — Marked Assignment
5. References/Further Readings

1.0 Introduction
Extension has been defined as an educational geddsthe purpose of bringing about
desirable changes in people's behavior (knowleddl and attitude) which will

contribute to better farm and home practices antebé&mily living. The conceptual
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changes (thinking or feeling) must precede therteah change (action) and can best be
brought about by education. Extension evaluatiorthes process of determining the
extent to which these desired behavioral changes baen accomplished imays of
thinking, feeling and acting. Evaluation means appraise carefully, and it not only
helps to determine the effectiveness of a progratralso clarifies what is really being
done and how it is done. The extension worker rajpprly trained, should be able, to
judge if the program has been adequately plannddsancessfully accomplished, not
only as to number of practices adopted, but aldo #seir permanence.
Evaluation determines the extent to which the dhjes have been reached. How much
of the planned program has been accomplished andldrg has it taken? Was the
information collected in the beginning sufficiemdadid it serve as a useful bench mark
from which to judge the result? Has the desirechgkan people that was set out in the
program been attained?
2.0 Objectives

The main objective of this module is

Examine the benefits, scopes and principles ofnsxt@ evaluation
3.1 Concept of Extension Evaluation
Evaluation can be defined' as the process of datergithe value or amount of success
in achieving a predetermined objective. This inelithe following steps: formulation of
the objectives, identification of proper criteria se in measuring success and in the
determination and explanation of the degree ofesgcThe key conceptual elements in

evaluation the value or amount of success" anddgiemined objective," while the
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significant operational terms are "objective,” temna,” and determination and
explanation of the degree-of -success." Thus imhere evaluation is the process of
assigning value to some objective and then detémgithe degree of success in
attaining this valued objective.

Evaluation is sometimes defined this way - The sueament of desirable and
undesirable consequences of an action that has taken in order to forward some
goal that is valued. Value may be defined as apg@sof a situation, event, or object

that is invested with a preferential interest ofinge"good,” "bad," "desirable,"
"undesirable,"” or the like. Values principles byig¥priorities are established.
Evaluation should 'as' far as possible be a proeddsh satisfies- scientific criteria
such as -objective, systematic and comprehengiv@hduld be distinguished from all
forms of- assessment - which take the form of anenare persons' judgment of the
success or failure of a project, no matter how ibésnd wise that judgment appears
to be.

Evaluation can be visualized as a circular procgtgsnming from and returning to the
formation of values. Evaluation always starts vetitme value for example, it is good t9
follow management principles in farming; and thetotal is formulated from-this value.
The selection of goals is usually preceded by occaaent with "value formation.” An
example of "goal setting” would be the statemeat thore commercial farmers should
have a-greater net return on their farming opemnatis a -measure of this goal we find

‘out how m~ farmers.- have what margins of profitnet returns on their farming

operations. In identifying the current measure lig,t goal the indicators to use in
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determining the attainment of the goal are decid¢et, a goal-directed activity or
program is planned. this case it is probably detitbehave an in-depth management
school to bring about understanding and adoptionmahagement principles, partial
budgeting, etc. to increase net profits. Now thalglrected activity is put into
operation - we conduct the in-depth training. Relltg this we want to find out the
effect of the goal-activity or in-depth trainings-it contributing to changes in farming
operations that will lead to increased net retuFisally we return to value formation
and a resetting of goals or objectives.

3.2 Benefits of Extension Evaluation

» The evaluation process makes it necessary to cleaely the objectives of the
program and to plan carefully.

* Program effectiveness - Evaluation of program prsgrreveals strengths and
weaknesses and accordingly helps to improve thgrana.

* Eye opener to the teacher (extension worker) - iatain1JrOvides a critical
view of the ongoing program, and makes the extensiorker aware of any need
for improvement.

» Public relations — Evaluation provide objectivedmrnce and reliable information
to be given to the public on progress and justifgiicial support.

e Extension personnel - Through program evaluatiotteresion personnel gain
satisfaction by knowing the extent of achievement.

Even though assessment of programs is by no meanewaconcept, it is often not

planned as part of a program. There are many reasoexcuses for this, such as lack of
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trained personnel to supervise evaluation, wealgrmama planning and lack of well
specified objectives, reluctance to face the resipdity of undertaking evaluation, fear
of revealing weakness to the public as well as latkime, and pressure of routine
activities. But it is perhaps more the lack of uistknding of the purposes and methods
of evaluation and the role it plays in an educatigorogram that prevents extension

workers from using evaluation as an extension tool.

3.2  Scope of Extension Evaluation

Degrees of evaluation range from casual everydagmhtion and informal inquiries to
systematic and formal investigations. The localeegion worker in more concerned
with the relatively simple evaluation process whgifie him an insight into his work

and leaves the more complicated studies to evaluapecialists.

Everyday observation involves planned observatigdhedaily activities which gives an

impression, even if subjective, that can helpfglyde the work. Such information is
collected from, casual conversation and offhand arks) farm and home visits,

meetings, and individual discussions.

Informal studies may involve review and analysisndbrmation obtained from records,
annual reports, checklists, questionnaires, cedats and the like. Extension workers
should be trained for this type of evaluation whsttould form a fairly objective basis

for judging a program.
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Formal studies are more scientifically planned aagdried out to provide objective

information as a basis for assessment of the aehient of objectives or effectiveness

of methods used. They may include extensive ire@rsj questionnaires, compilation of
data by different devices and benefit from collabion with rural sociologists and
statistical institutions.

Principles of Effective Evaluation
Certain basic principles underlie effective evalat

1. Evaluation of extension work should be well planaed clearly defined in scope
as to what phase of a program ~s to be evaluated.
2. Extension personnel themselves should take paiafuation.

Self-appraisal helps those who carry out a progiamd, can be usefully combined with

appraisal by an outside person.

3. Everyday evaluation 'should be continuous artdgnated with the program
development process from its planning stage tetite

4, Reliable and effective devices should be used aarepresentative sample chosen
according to means available.

5. Evaluation should be more concerned with theiexelment of behavioral
changes than with the number of participants; mgstihours, items prepared,
etc.

Careful analysis and interpretation of findings Wdobe considered when an

evaluation study is being planned.
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4.0 Conclusion:

In this module you have learnt about the concepéxdénsion evaluation, benefits of
extension evaluation, scoped of extension evalnatmd principles of extension
evaluation.

5.0 Summary

Evaluation is a fundamental part of extension paotg. Every extension activity
involves a conscious or unconscious appraisal ajness and effectiveness. Simple but
objective and well organized extension studies,dacted by extension workers in
cooperation with rural leaders help make the ext@nprogram realistic in terms-of
peoples need justify the investment of --publ.iwdftiand are-educational to those who

participate.

6.0 Tutor — Marked Assignment
1. What extension Evaluation
2. Outline the benefits of extension evaluation
3. Enumerate the scope of extension evaluation
4. What are the principles of extension evaluation?
7.0 References/Further Readings
i. Fred P. Frutchey — How to make an Evaluatiord$3td Federal Extension service, U.S.
Department of Agriculture, Washington, D.C. USA.
ii. Borgo Mozzano, Technical Assistance in a R@ammunity in Italy by L. E. Virone;

Geographical Publications Ltd., The World Land Ssmevey, Occasional papers, No. 4.

83



MODULE 6

UNIT 17 Factors to be considered in Extension Extidun

UNIT 18  Ciriteria for Evaluating Extension Prograesn

UNIT 19 Methods for Evaluating Extension Trainingp§ammes.

1.0

2.0

3.0

4.0

5.0

6.0

Introduction
Objectives
Content
3.1 Factors to be considered in Extension Evaluation
3.2 Criteria for Evaluating Extension Programmes
3.3 Methods for Evaluating Extension Training Resgmes.
Conclusion
Summary
Tutor — Marked Assignment

References/Further Readings
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1.0 Introduction
For effective evaluation of extension programmanesdactors are to be considered.
There are also some stages in evaluating extepsagramme that needs to be followed.
Some methods are involved in evaluating extensiogramme
2.0 Objective
The main objective of this module is to;
Examine factors to be considered in Extension Eatadn, identify Criteria for
Evaluating Extension Programmes and Methods fotuatiag Extension Training
Programmes.
3.0 Content

3.1 Factors to be considered in Extension Evaloati
There are certain factors involved in evaluatioriclwhmust be duly considered when
planning evaluation of a program.
Evaluation project leader- Evaluation should not welertaken unless someone is
trained in the procedure and can guide the prabessghout.
Extension personnel - Local extension personnelulshde trained in informal
evaluation, how to look for evidence of progressfature, and for reasons why a
program is going well or not.
Outside resources -Collaborate with sociologistatisticians, and other experts on
formal studies. Avoid outside evaluation in whickergonnel themselves are not

involved.
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Local people - Inform local people about activitissch as interviews that may involve
them, and enlist their cooperation.
Before an investigation is made find out what ostedies can give needed information.

Census data, reports and yearbooks are often usstulrces.

The time Factor - Some technical changes requicelschanges development. Others
can be accomplished only at certain seasons. miraviay not have occurred when the
program is finished. It is reasonable time for alseomplishment.

Choice of devices - The device chosen should fit pinoject to be evaluated. The
devices most commonly used are interview-questioesamail-questionnaires, and
checklists.

Financial implications- Before a study is startededimine the financial requirements to
cover the scope of the project, obtaining the meguiinformation, tabulation and

analysis of data.

3.2  Criteria for Evaluating Extension Programmes
Evaluation may be applied to each step used inraroglevelopment. The major stages
in the extension program cycle and their relatigméh evaluation are as follows:
Program Determination
Situation analysis (for setting a baseline) - Staflgonditions involves collection of the
information (fact finding), including social, ecani&c and cultural factors, which is

needed for program planning, followed by carefulalgsis according to certain
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standards in relation to the situation. The extamsvorker should ask - Are the facts
adequate and accurate? For example, if a demadastiatplanned on the development
of a vegetable garden, one must know the kind bfas@ilable, which vegetables are
suitable for planting, etc., before a program iggasted. It is of no use to collect a
number of facts if the data cannot be carefullyya®al. Fact finding, therefore, needs to
be planned and limited accord.ing to available ueses for analysis.

When analyzing the actual situation, it is alsoessary to find 'out what other programs
are being carried out or planned in order to enslua¢ the extension program fits in
with them and does not overlap.

Identification of problems - On the basis of infation collected, identify and analyze
the problems. For example, which problems are atem to people in the region and
therefore come under the responsibility of the esiten workers? Are the people (local
leaders) involved in setting the objectives andvilig up plane?

Determination of objectives- Look carefully at theoposed objectives to make sure
they are stated and defined in a way that is mabaiirAre the objectives based on the
needs of the people? Do the objectives clearlyndefivhat changes are-to be
accomplished in relation to people involved? Are dlvjectives specific enough to serve
as a basis for carrying out a specific program? tAeeobjectives within the limits of
available resources and possible to achieve wilgat time limit?

Program plan - During the program planning stagaluation is used to determine how
the short-term programs fit into the long-term peogs, whether the teaching methods

are well chosen, and whether the extension staffwall prepared for their teaching
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duties, or if outside persons need to be callechupee the local leaders involved in the
program?
Progress Appraisal
During execution of the program, the extension workhould constantly consider
whether the program is going in the right directiand what measures need to be taken
to adjust it.
- Is the program reaching the objectives? If not, the objectives not clearly defined,
were they too comprehensive for the means avajlabléas the situation changed so
that it is necessary to adjust the original objes? Were the objectives decided upon
in collaboration with the people? Does the plannidg jobs to be done, persons
responsible, teaching methods to be used, datesvits and activities? Is the plan
being followed?
- Are the methods that are being used effective @articularly suited to the people,
their education and interest?
Does the content of the program meet the needsegbeople? program flexible so that
it can be adjusted?
Is the time limit set attainable?
Are the efforts of the extension worker coordinateth those of other agencies?
Analysis of accomplishments
I. In physical situation; for example increased pragum; improvements of
conditions or 'practices;

II. In people, i.e. changes in behaviour, knowledgédudes, and skills and by what
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means have these changes been brought about?
If certain changes in practices, attitudes antlsskave taken place are the changes
of a temporary, occasional or more permanent nature
Even long personal experience used as basis fonipig a program can be misleading.
It is more satisfactory to use careful observatiansl a more scientific method of
appraising progress.
Planning and Conducting Evaluation Study
these steps are essential in planning an evalustiimly: (1) select a problem demanding
investigation; (2) clearly formulate what is to beeasured; (3) determine the kind of
information needed; (4) decide how to collect thimimation; and (5) Plan how the
information is to be used.
The following points will serve as guidelines whglanning and conducting evaluation
of an educational program.
1. Determine what personnel and financial resourcesaanilable and needed for
making an investigation
2. What cooperation is needed from outside as to pesd@nd money?
3. What time is required for carrying out a study?
4. Select and define a part of a program to study
5. What objectives or content of the extension progaaento be evaluated?
6. Which phase of this program will be evaluated, peogram action, teaching
methods, results, etc. will an evaluation of a aartprogram or aspect of a

program be useful for the future?
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7. Will it be necessary to -collect data for the ewdilon or is some information
already available from other sources?
3.2 Methods for Evaluating Extension Training Pogrammes.

The Methods used General Include the Following:

1. Personal Observation - Home economics and agrialltextension
advisors have many opportunities to personal olsers through seeing
and hearing. Observations must be systematicadlgnad, recorded and
have a purpose~ The record should show who was\@gsewhat was
observed, how many times an activity took placeenghand for what
purpose.

Some advantages of personal observations — ar¢éhthaprovide an opportunity for
observing many details and for studying persorattiens, practices and conditions.
Observations may be carried on as regular workorgedwithout very much extra
time and effort. However, there are disadvantagegshat the observer makes
subjective judgements in terms of what he thinkémportant, and he may have
difficulty in separating facts from subjective irgeetation. If many observations
need to be made which are not routine works, it bacome rather costly.
Observations may not be representative of the pgipual, and if information is
needed on many items this method of collectingnsractical.
» Checklists - Are often used in order to enable feetgpmake one or more choices
from a list of statements regarding a problem ordaa. Usually a statement of

the problem is made followed by a list of sevem@gible answers from which a
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choice may be made.

The advantages of checklists; are that they argyde. answer, tabulation is
easy, they serve as reminders on items which t@orelent may not think of,
and respondents are more likely to check an inténas to state an interest in an
open ended (or free response) question. Some distles are that they
provide for answers which the person wording themsaers important, but
they may omit important items from the respondeats thinking, also the
order of arrangement of items in a checklist médjuence replies.

» Rating scales - In rating scales informants areedsk choose, among various
degrees of opinion, a feeling or interest aboutr@lem or idea. Descriptive
words such as "good", "fair", "poor”, and numeridahtings should be defined
in terms of characteristics to be measured. Atgicdpinions and degrees of
interest in a subject are some types of behavibanges that- can be checked by
the use of rating scales.

The advantages are that they are easy to tabuldtpravide an opportunity for
people to state a degree or feeling or opinion wiscnot- provided for in "yes
or no' questions. On -the other hand it is diffitalchoose appropriate words for
describing values as people's interpretations ofdsvanay be different, also

people often choose the middle value rather thanettiremes of "very good"

and "'excellent" or "poor" and "of no value."
» Mail questionnaires- have the advantage of beingeasonable inexpensive

method of collecting information and more peopl@ csually be reached by
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mail than by )personal contact; answers are ntwented by an interviewer if

no signature is required, and the person answéh@gjuestions can take more
time to think through Questions and possible replldowever, questionnaires
are usufl.lly more limited in value than personakrviews. Questions may not
be understood as there is no opportunity to explam, returns are fewer, and
follow-up is necessary in order to obtain repliesf all to whom questionnaires
are sent. (Obviously, mail questionnaires are ictpral where respondents are
illiterate or where mail service is unreliable.)

» Case studies- There are studies of a limited nurobgiroblems or situations
which are valuable for providing concrete inforroation problems or solutions,
end on sequences of events leading to problemi@oluThey are useful in
testing approaches to a specific type of problemwéler, they do not provide
information for general conclusions and require raay deal of time for
observing, recording facts and preparing reporedatfely few cases can be
observed and reported.

» Personal interviews - may be carried out in graupsdividually. A study can be
rendered useless or very valuable according tavthein which the interviewer
collects the data.

Both group and individual methods of interviewingvl their merits end
limitations. The individual interview allows the t@rviewer to explain the
guestions and to keep the interest of the resparidea considerable period of

time. Reasons for resistance may be discoveredoaattome. The personal
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contact offers the interviewer opportunities toaéish friendly relations,
observe personal reactions, and to secure fairlyptete answers. However, it is
rather expensive to locate and contact individuatsl an untrained interviewer
may be apt to bias replies by suggesting answers.

» Group interviews- This means bringing people togetin a group and asking
them to fill in individual questionnaires in writin In this procedure the person
collecting the data explains the questionnaireegord form to the entire group
and gives an opportunity for questions to be asked for clarification of the
record form. Each individual member of the groupntHills in the form. The
interviewer is present to_ provide further helputalerstanding the form and to
encourage completion of the record. The same eaptars regarding the
meaning of questions will be received by all groogmbers.

There are some limitations to the group interviewspondents may feel less free
to ask questions in the presence of others. Therg e a problem of people
communicating with each other and being influenaecbrdingly. There is little--
or no opportunity for individual probing-to-get-neorcomplete replies if the

record form includes free response questions.
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Conclusion:

In this module, you have learnt about factors tocbesidered in extension
evaluation, the criteria for evaluating extensiamgrammes and the methods
involved in evaluating extension programmes.
Summary:
There are different factors to be considered iteresion evaluation, while there
are Criteria and methods for Evaluating Extensiaming Programmes.
Tutor — Marked Assignment
[.What are the factors to be considered in ExtenBi@luation?
II.Mention the Criteria for Evaluating Extension Pragmes
[ll. Enumerate the Methods for Evaluating Extensionniingi Programmes.
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