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INTRODUCTION TO VOLUME II 

Purpose of Manual
 

The purpose of Volume II: Extension Component of Ag Training offers ideas
 
for training Peace Corps Extension Workers who will work with agricultural
 
development or agricultur,.-related projects.
 

Intended Audience
 

This Volume is for Lead Trainers and trainers with the task of transferring
 
agriculture extension, community analysis and adaptation skills (among others)
 
to trainees. Included in adaptation are cross cultural, health, and development
 
skills that language and cross cultural trainers transfer to trainees. Experi
ence as an extension agent - working with skill transfer and skill sharing is 
a
 
prime qualification for the work of the extension component trainer.
 

How to Use this Volume
 

Adaptation:
 

This manual is presented as a collection of resources to be scrutinized,
 
modified, and compared to your own ideas and materials, and then adapted as
 
needed. Ideas on adapting session plans and handouts to various training set
tings, trainer styles, scheduling needs, etc., are found in the "Adaptation of
 
Designs to Various Needs" subchapter of Volume I, as well as the Adaptation
 
section of Chapter I of this Volume.
 

Integration:
 

The session plans, handouts, scheduling ideas, and other extension re
sources are meant to be integrated with the Crops Manual (Volume III), Livestock
 
Manual (Volume IV), and other components of a training program (Volume I). The
 
extension component is separated from the other volumes only for reasons of
 
accessibility, i.e. to enable you to see quickly what this component is and is
 
not, so that you can work with other components more easily. Ways in which
 
extension trainers have integrated their work with the work of crops and live
stock trainers is documented in this manual.
 

Access:
 

The session plans and handouts in Chapter II and Chapter III make up the
 
biggest part of this manual. To find specific ones, refer to the titles listed
 
in the "Table of Contents" at the beginning of this volume. More information is
 
summarized in the "List of Skill Groups, Sessions, Handouts, and Hours" at the
 
start of Chapter II, p. 16, and the list of Handouts at the beginning of Chapter
 
III, p. 191. If the terminology or format of the session plans needs clarify
ing, refer to the "Session Plan Format", Chapter II, subchapter A. of this
 

vi. 



CAPTER, Ir ORIEFrflON 2O -EXTESIOR COMPONENT OF'AGRICULTURES TRAINING 

A. OVERVIEW 

The-extension component session plans in this volume are organized into ti 
Eollowing Skill Groups: 

# of
 
Sessions Hours
 

I. Introduction 1 2 
II. Community Analysis 

III. Development 
IV. Agricultural Extension 
V. Health 

8 
4 
12 
3 

18 
10 1/2 
38 1/2 
7 1/2 

V!. 
VII. 
VIII. 

Community Adaptation 
Community Organizing 
Closure 

5 
5 

8. 
9 
2 

TOTALS 39 Sessions 95 1/2 hour 

The theme running through our approach to extension training is to have
 
trainers role model the skills that are to be transferred to trainees. Based on
 

the observation that we tend to train others as we have been trained ourselves,
 

the extension trainer takes every opportunity to use extension skills during
 
training as a model for trainee behavior. Skills modeled include information
 
gathering and filtering (Community Analysis Skills), problem solving, planning,
 

identifying local leaders, transferring responsibility (Community Organizing
 

Skills), sensitivity to village and local leaders and institutions (Community
 
Adaptation Skills), and transferring skills through demonstrations (Agricultural
 

more detail below in "Carrying Out
Extension Skills). This theme is treated in 

the Extension Component".
 

The transferal of skills to trainees enables them to take over increasing
 
This is one
responsibility for their own training in the course of the program. 


of the special events planned for in the extension component. (See Volume I,
 

Chapter I, Philosophy and Approach, "Group Dynamics".) The process of increas
ing trainee responsibility starts in small ways, such as asking trainees to lead
 

small group discussion for 15 minutes in a session. But during the weeks of
 

training more and more trainees are asked to be increasingly active, sharing
 

skills they bring with them to the training, taking the lead role for sessions,
 
This final day long application of exculminating in the FIELD DAY activity. 


tension and technical skills is planned, organized, and run by trainees. Other
 

special extension events of the training program include:
 

.E"tension Worker/PCV Visit
 

.Family Live-In/Homestay
 

.Community Analysis Exercises
 

.Community Meetings
 



Along with-the special events are the everyday training techniques used by
 
the extension trainer to 'provide variety and flexibility to the program. These
 
include:
 

.Role plays/Role reversals
 

.Skits
 

.Community Social/Cultural event
 
*Case Studies
 
.Sociograms
 
.Group discussions
 
.Readings
 
.Lecturettes
 
.Peer demonstrations (scale model,
 
method, result)
 
.Independent work
 
.Panel discussions
 
.Games - (quiz, simulations)
 
.Slide shows/films
 
.Feedbacks/ critiques
 
.Self assessment, pre- and post-tests
 
.Parties/dancing/feasts (with trainee
 
grown produce and livestock)
 



B. PREPARATION FOR EXTENSION COMPONENT OF AGRICULTURE TRAINING 

1. TASK LIST FOR EXTENSION TRAINERS
 

a. Participate in Staff Training: team build with e~tension trainero and
 
other components. Set role modeling, adaptability. themes into place.
 
Start integration into community and with other components.
 

b. 	Gather and filter information (modeling community analysis skills, from
 
trainees, site, and Peace Corps about the trainees, tha training
 
requirements and proposed PCV job assignments.
 

c. 	Design training from information gathered. Identify goals, 1kili
 
groups, special events of training, and list of session title&
 

d. 	Devise tentative session sequence and schedule. Integrate with other
 

components, and devise comprehensive training schedule.
 

e. 	Adapt session plans and handouts to training design.
 

f. 	Prepare site, set up special events.
 

g. 	Procure supplies and training materials, arrange logistics and repro
duction of written materials to be distributed.
 

h. 	Implement design and schedule and take part in assessment process and
 

other parts of training.
 

i. 	Highlight extension strategies.
 

J. 	Evaluate extension component on a continuing basis.
 

k. 	Document extension component's activities and results of evaluation.
 

1. 	Close down training component.
 

2. STAFF TRAINING
 

This is time to clarify and establish basic themes of training, e.g., skill
 
modeling, integration into the community, and integration between components.
 
The 	trainers can practice their communication, decision-making, organizing,
 
problem solving, and planning skills together, giving conscious form to the
 
skills to be transferred to trainees. Further ideas on staff training are found
 
in Volume I, Chapter I, subchapter 3: "Staff Training (Team Building)".
 

Integration between components begins during staff training, and is solidi
fied in the training schedule. Each component identifies specific sessions in
 
which other trainers' cooperation is needed.
 

In Chapter II of this Volume, the following session plans require partici
pation of other components' trainers. The first 3 sessions of the training:
 

SKILL GROUP I
 
Session 1: Introduction to Training: An Ice Breaker
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SKILL GROUP 	II
 
Session1: Group Resource Assessment 

Session 2: Skill Needs & Resources - Written descriptions of 
trainers overseas experiences, trainers expectations 
of training, trainers expectations/norms for 
trainees. 

Agriculture 	Extension Sessions:
 

SKILL GROUP IV
 
Session 3: Reaching Small Farmers - Trainers to take part in a
 

role play
 

Session 5: 	 Result Demonstrations - Set up trainees garden and/or
 
livestock projects as a result demo, for use in the
 
result demo session later in the training.
 

Session 6: 	 Method Demonstration - Two trainers to do method
 
demonstration of a method demonstration.
 

Session 8-11: Field Day Sessions - Trainers to be sources of
 
information, give critiques, help trainees identify
 
topics.
 

SKILL GROUP 	V
 
Session 2: 	 Practical Skills for Health Maintenance - trainers to
 

do first presentations and transfer to skills to
 
trainees.
 

SKILL GROUP VI
 
Session 1: Personal Support with Stabilizers - List of precon

ceptions Host Country Nationals have of American/PCVs.
 
Trainers do a role play and list stabilizers appropriate
 
to Host Country.
 

SKILL GROUP VII
 
Se~sion 5: Organizing Farmers Organizations - Trainers to take
 

part in a role play.
 

GATHERING AND FILTERING INFORMATION
 

Practice the skills which will be transferred to trainees by researching
 
last training programs, the host country, who the trainees are, and the work the
 
:rainees will do at their placements.
 

See the "List of Sources and Types of Information to be Gathered" in the
 
Appendix for specific ideas. Related to the information gathering is the
 
procurement of Training Supplies that the extension component will need. Refer
 
to the "List of Training Supplies and Resources to be Procured" also in the
 
Appendix. Further ideas on doing Pre-Training Research are also presented in
 
Volume I, Chapter I, subchapter 2 "Preparation For Training" and in the Appendix
 
of Volume I.
 



Learn as much as you can about the trainees themselves--reading the Pre-

Training Questionnaires sent out by the Country Desk Officers and the Staging
 
Officers before Staging can give you an idea of their skills and expectations.
 
This information will give you leads as to what skills to bring out in Skill
 
Group II, Session #1: Group Resource Assessment, what trainees have skills that
 
would enable them to lead sessions, and what training strategies the extension
 
component can follow. Also learn as much as you can about the program the
 
trainees will work in.
 

'Read this Volume, specifically Chapter I: "PREPARATION FOR EXTENSION
 
COMPONENT OF AGRICULTURE TRAINING", and other relevant training manuals. Some
 
of the lists in the Appendix and in the beginning of Chapter II may be useful to
 
illustrate the possibilities and directions that extension training can take.
 

On arrival at the training site, do your own community analysis just as you
 
will ask the trainees to do. Begin making contacts in the community, exploring
 
possibilities as well as sharing information with people. Identify people who
 
may participate in the program in some way. In a state side or third world
 
country training, locate host country nationals in the local community, as well
 
as local people who have travelled overseas and visited the countries to which
 
the trainees are going. Sources of information are missionary organizations,
 
private volunteer and charitable organizations, friendship societies, Interna
tional student associations, and language teachers.
 

Contact key people who have worked with the Peace Corps in the past. This
 
establishes a protocol which is extremely important. If they are not to be in
cluded in the exact same way that they have been included in the past, think of
 
other, perhaps informal ways that they can be introduced to the group and can
 
meet the trainees. Besides contacting people individually, set up an intro
ductory meeting and invite individuals who may be interested in Peace Corps
 
Tralning. This should be an activity of all staff and all components of the
 
training program and not just extension.
 

/ 
For in-country programs, representatives from different ministries, local
 

authorities, the radio station, and other community orgahizations may be
 
involved.
 

Walk around the area yourself. Look at the different neighborhoods or
 
villages, talk to some folks about what community things are happening. Tell
 
them about the Peace Corps training program and let them know that there is an
 
interest in them and that they may be able to help teach the trainees.
 

Identify leaders and institutions in the local community. Sharing the sab
bath is a ready-made interaction between trainers and trainees and the local
 
community people. Also identify the local entertainment places, where local
 
people go in their leisure time. Having the trainees look to the local communi
ty as a source of relaxation and entertainment will be a valuable precedent for
 
their later service in villages.
 

4. DESIGN TRAINING 

On the basis of information gathered and filtered, particularly from the
 
Trainee Assignment Criteria sheets and the prior experiences of the trainees,
 
start to block out the goals of the extension component, i.e. what skills will
 
you transfer to trainees that they need to do their jobs as Peace Corps
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Extension Workers. Refer to Volume I, Chapter II: "TRAINING DESIGN" for other
 
ideas. Also refer to Volumes III and IV for design consideration in the crops
 
and livestock components.
 

Consider the transition for the trainees from CAST, CREST, or State-Side
 
training. Guard against duplication of sessions introducing skills of giving
 
and receiving feedback, information filtering, becoming aware of expectations,
 
etc. On the other hand, ensure that these skills are covered sometime and not
 
missed in the transition. The Cross Cultural simulations "BAFA BAFA" of "THE
 
ALBATROSS", the CROSS CULTURAL WORKBOOK, the CASE STUDY OF A DEVELOPMENT WORKER,
 
are valuable sessions and should not be omitted. (Bafa Bafa is available from
 
Gary Shirts, Simile II, P.O. Box 910, Del Mar CA 92014). Also refer to the
 
Core Curriculum Training Resources for detailed ideas and options and session
 
plans. These training manuals include:
 

o 	The Role of the Volunteer in Development: A Training Manual
 

o 	 Cross Cultural Training for Peace Corps Volunteers
 

o 	 Third World Women: Understanding their Role in Development
 

o 	 Basic Health Training Guide
 

Group the skills and goals identified into Skill Groups, building on spe
cial events of the training, including a Community Analysis exercise, an Exten
sion Worker/PCV Visit, a Community Family Live-In, a Field Day, events in other
 
components, etc. In making up a list of sessions, adaptations of the list pre
sented in this manual may have to be made. If less than 95 1/2 hours are avail
able to the Extension Component in the schedule, suggested adjustments are:
 

o 	Include the Community Analysis session with language classes
 
or technical field trips and farm visits.
 

o 	 Combine Skill Group II, Session 8: Independent Research of
 
ICE Resources with Field Day Preparation (IV-#10) time.
 

o 	 Combine Skill Group III, Session 4: Working with Others:
 
Helping with Farmer Learning Styles (IV-#7).
 

o 	 In Skill Group IV,combine Session 5: Result Demonstration
 
and #6: Method Demonstration, and possibly #4: Scale Model
 
Demonstration, and Skill Group V's #2: Practical Skills for
 
Health Maintenance.
 

o 	Another possibility is to combine the Scale Model, Result,
 
and Method Demonstration sessions (#4,5,6) with technical
 
sessions.
 

Some demonstrations could be used to reach technical goals, and simultane
ously reduce hours:
 

The Field Day (Skill Group IV, Session 11) could be reduced to a
 
half a day, with proportional reductions in Field Day Preparation
 
session (#10).
 

0 
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TheHealth Skill-Group V Sessions could be-done by the Peace
 
CorpslMedical officer and done in Administration Component
 
hours.
 

0 

o 	 In a State-side or Third Country Training the Community Adap
tation sessions could be omitted and left for the In-Country
 
phase of training. Alternatively, these Skill Group VI ses
sions could be combined with language sessions and other cross
 
cultural events.
 

Skill Groups VII sessions goals for Communication Skills
 
(#1), and Decision Making (#2) and Problem Solving (#4) could
 
be met in Community Meetings or Evaluation Meetings.
 

.0 

If more than 95 1/2 hours are available to the Extension Component in the
 
schedule, the following sessions could be added:
 

o 	 Cross Cultural situations specific to the countries, e.g. how
 
to do muslim prayers, traditional greetings, gift giving and
 
receiving.
 

Secondary project ideas, working in education projects, ino 

cluding an orientation to the local education systems.
 

o 	 Orientation to sources of aid and financial resources in
country/e.g., embassies, PCV's religious missons.
 

o 	 A four or eight hour simulation of the first four or eight
 
months of the future PCV's work in their villages. Each hour
 
would be one month, and trainers would play roles of people
 
the future PCV's will have to work with, e.g., farmers,
 
chiefs, local extension officers, ministers, APCD. Each
 
trainee would be given tasks for each hour (month) which they
 
will try to complete, e.g. arrange fertilizer from the local
 
ministry of agriculture, settle on a date for a farmers com
munity meeting, etc. Various problems will be built into the
 
exercise, such as the APCD being called home to the U.S. for
 
a conference for one hour (month); the village chief died
 
recently so there's no leader or work going on during the
 

o 	 Allocate more time for independent study (Session 8, Skill
 
Group II).
 

o 	 Extension or Community Field Trips, e.g., to the local
 

Research Station..
 

o 	 More films, from I.C.E,, etc. 

o 	 A"Trainer for a day '1progra
 

o 	 A week day during live-in when trainees stay with their 
families 



*o ExPanded'orientation to ICE resources
 

o A second Extension Worker Visit
 

o Cross Cultural quiz game
 

o Sing-along
 

o Crafts day
 

5. SCHEDULING
 

Once the list of sessions and design consideration outlined in Design
 
Training have been worked out, block out a tentative schedule following the
 
desired sequence of extension sessions.
 

The sessions in a Skill Group are generally numbered as they should be
 
sequenced in a schedule. One exception is in Skill Group IV: Agriculture Ex
tension,'in which Session 11: Field Day numerically precedes #12: The Exten
sion System and Institution Building (and Last Rites should be the final one),
 
so session #12 should be incorporated into the schedule at an earlier time.
 

The sequence of extension component sessions can mirror the trainees
 
eventual settling into their village placements. That is,the training schedule
 
would loosely follow this sequence of skill groups:
 

o Introduction
 
-a Community Analysis and Awareness of Development Issues
 
o PCV Support Systems: Health, Community Adaptation
 
o Agriculture Extension & Farmer Training Methods
 
o Community Organizing
 
o Closure
 

Another sequencing pattern is in a sense contradictory to the sequence of
 
skill groups listed above, but can be used to spread out and interweave the
 
skill groups. Present the introductory session of each skill group in the first
 
2 or 3 weeks of a schedule, and have each week thereafter have a mix of sessions
 
from each skill group. This sequencing pattern allows for more cross referenc
ing between skill groups as trainees will go through all the skill groups simul
taneously. A balance between the two sequencing patterns can be developed by
 
the extension trainers according to their own trainin -st-yles_(i.e., do you like
 
shorter sessions interwoven with other skill groups session or longer blocks of
 
the schedule concentrating on one skill group before moving on to another skill
 
group?).
 

For further ideas on sequencing and a description of the scheduling pro
cess, and integration with other components' tentative schedule, refer to Volume
 
I, Chapter II, subchapters 2-4. Specifically there is an explanation of the
 
sequence of extension sessions found in the model six week and twelve schedules,
 
and the rationale for those schedules and their integration.
 



6. ADAPTATION
 

General notes on "Adaptation of Designs to Various Needs" are found in
 
Volume I, Chapter II, subchapter 5.
 

In the Extension Component, many related session plans can be found in the
 
Core Curriculum Resource Materials manuals listed above (see #3 "Design Train
ing"). In addition you may find relevant handouts and session plans from prior

training programs or local training institutions. After you have identified the
 
Skill Groups, the training goals, and the session titles, the following steps
 
may be helpful in developing a workable session plan:
 

o 	 List all possible activities and exercises for the session
 
on a blackboard (from session plans in this and other
 
manuals.)
 

0 	 List all possible handouts titles and training materials
 
(e.g. films, etc.)
 

o 	 Look for a mix of activities and handouts that fits the
 
trainee group's learning style.
 

o 	 Fit the activities into the time constraints of the scheduled
 
time alloted to the session.
 

o 	 Check back that session goals are met.
 

7. SITE PREPARATION
 

In addition to preparation of written training resources (session plans,

handouts) prepare for the Extension Components Special Events. Check with vil
lage leaders that a community analysis exercise is feasible. Advance warning
 
may be all that is necessary. The aim is to prevent villagers from becoming

suspicious and worried when large groups of trainees appear one after the other
 
asking all these questions.
 

In a similar fashion, the extension trainer should prepare for the Exten
sion Worker/PCV visit. Start work on this activity a month in advance by

contacting the head of the local Extension Service. The purpose of the visit
 
should be explained, and the Extension Services Director's ideas should be
 
solicited.
 

Possible points to be brought up include:
 

o 	Purpose
 
- day with extension worker
 
-"extension" is the issue
 
- process of working with farmers, i.e., the techniques used. 
- why he/she is an extension worker 
- relationship with clients 
- information about clients and area 
- problems with extension 
- roles of Extension workers 
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o 	 Mechanics
 
- date
 
- time arrive/depart
 
- transport
 

o 	 Arrange transport
 
- vehicles
 
- drivers
 
- route
 
- timing
 

A list of agents to be visited and where they are should be procured. Each
agent should be notified of the upcoming activity by the head of the extension
service, for example by a letter. 
A follow up letter from the Extension Coordinator or Lead Trainer a few days before the visit is also helpful. If the Extension Workers to be visited are Peace Corps Volunteers the relevant mechanics
need to be worked out with APCD's, Volunteer Leaders, and the Peace Corps

Volunteers to be visited.
 

The 	same 
process needs to be done with Community Leaders and Families for
the Live-In or Village Visit activity. A comprehensive view of the details to
be clarified are 
found in Trainer Notes 1-2 of the session plan #6: Community

Family Live-In Orientation (Skill Group II).
 

Community Meetings, Field Trips, Visiting Speakers, Ministry and Cultural
Events, Visits of V.I.P.'s to the training site, all have to be coordinated with
the same attention to detail concerning purposes, logistics, transportation,
lodging, meals, responsibilities of different participants, and so 
on. Special
arrangements for films or slide shows may require special arrangements for the
projectors, extra reels, cords, electricity, fuel for the generator, and time
for previewing by 
a staff member to ensure the films relevance.
 

If medical consultants are 
to be used let them know what is expected of
them some time before their scheduled appearance to give them time to prepare.
Clarify lodging, meals, honorariums as necessary. 
Ask 	what special training
aids they will require. 
 Be clear about when and where their participation will
 
occur.
 

8. PROCURE SUPPLIES
 

A partial list of 
the materials needed to present the Extension Component's
session plans (from Chapter II) is found in the Appendix: "List of Training
Materials and Resources to be Procured". 
 This list includes "Resources to be
Distributed to Each Trainee" and "Resources for Reference by Trainers and
Trainees". 
Each session plan has a section entitled Materials and Resources
which specifies those supplies and resources needed for that session. 
Any
session plans you adapt or write yourself may add new supplies to be procured to
the list in the Appendix.
 

Also refer to the List of Handouts in Chapter III to determine which will
be used in the training program, and thus need to be duplicated.
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The session plan #1 in Skill Group V: Diseases and Agents of Disease calls
 
for films or slides to be presented on diseases endemic to developing countries.
 
If despite the detailed address and instructions there, these resources cannot
 
be procured, make alternate arrangements for locally available films or slide
 
shows, or contact local medical personnel who could give the presentation (e.g.

the Peace Corps Medical officer).
 



C. CARRYING OUT THE EXTENSION COMPONENT
 

I* IMPLEMENT DESIGN AND SCHEDULE
 

The extension component trainers present extension sessions with the help

of other component trainers, just as technical trainers invite extension

trainers to take part in technical sessions. This integration, first worked out

in Staff Training, strengthens in trainees' minds the interrelationship of the

technical and extension skills that they will use at their placement.
 

The Extension trainers will need to meet periodically to plan extension
 
activities. This planning will also be an opportunity for trainers to practice

their problem solving, decision-making, planning and management skills--model
ing these skills for trainees. There will be two times at which planning will
 
take place. 
Weekly component meetings and weekly staff meetings. The following

issues are handled in both kinds of meetings:
 

o 
 Logistics, planning (task analysis, contingency plans,
 
timelines).
 

o Assembling resources.
 

o Coordinating integration and working in common with other
 
trainers, e.g., all trainers participating in session #1
 
(Skill Group I) and session #1 and #2 (Skill Group II).
 

Community meeting with trainees in which their feedback is presented to the
 
Staff, and the other training evaluation forums are also ways information is
 
gathered for planning purposes. The Agriculture Extension Skill Group IV is the
 
center piece of the Extension Component, and thus deserves the most attention
 
from the extension trainers. 
In fact this skill group has the largest number of 
sessions and hours in the model designs in Volume I and in this manual. 
Many of
 
the Ag Extension sessions follow these steps in their session plans:
 

o Definition of the skill.
 

o 
 Practical steps in the use of that skill determining goals,
 
logistics considerations of audience, and when to present a
 
particular demonstration.
 

o Examples/demonstrations of the skill by the trainer.
 

o Practice of the skill/demonstration technique by trainees.
 

o 
 Critique and Evaluation of the trainees practice demonstrations.
 

For a mix and variety of training techniques in response to different
 
trainee learning styles, refer to the techniques listed in the "Overview" at the
 
beginning of Chapter I, and Volume I "Philosophy and Approach".
 

If appropriate, use host country specific body language, gestures, non
verbal communication during the training program. 
This can include shaking

everyone's hand when you meet with, or 
depart from someone (for trainees going
 
to West Africa), and greeting people appropriately at the start of every
 
session.
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There may be other tasks required of extension trainers not mentioned in
this Volume or in these task lists. 
 Refer to Volumes I and III and IV for their
tasks lists for these other duties, e.g., 
taking part in the trainee assessment
process, staking out the garden plots with crops trainers, buying livestock
supplies on your trip to the nearby city, etc.
 

2. EXTENSION STRATEGIES
 

The following ideas aim to help the extension trainers reach their main
goals, to transfer to trainees skills they will need as Peace Corps Extension
Work6rs. 
If this transfer of skills is successfully carried out, the result is
that trainer(s) will work themselves out of a job.
 

Remember that the Community Organizing and Ag Extension skill groups include developing local leaders and counterparts, extension of knowledge to
others, and training methods. Furthermore, the trainers should model the skills
to be transferred to trainees, following the principles of Extension and Adult
Learning, "work with trainees as you would have the trainees work with their
farmers and counterparts". 
 Thus, in successfully facilitating the learning of
Community Organizing and Agriculture Extension skills, trainers empower trainees
to lead training activities on their own, develop local leaders and counterparts
and extend knowledge and transfer training methods to 
the trainees.
 
An example of a timeline showing trainers working themselves out of a job
during a training program can be found in Skill Group VII, Session 3: 
 Organizing Skills, and Skill Group VIII, Session 1: 
 Last Rites. (See Volume I,


Chapter I.)
 

An overall strategy in the Extension component is to involve other trainers, trainees, local community people, and other components as much as possible
in extension activities. 
 The first sessions of training will set 
the tone for
the rest of training. 
Make sure all trainers participate in the Introduction to
Training: An Ice Breaker (I-1), Group Resource Assessment (It-1) 
and Skill
Needs and Resources (11-2).
 

In 
a State side or in-country training, participation of community people
may either be formal or informal. 
Options include inviting someone to lead a
discussion group, make a presentation, participate in 
a panel, watch a film with
trainees and share in the discussion afterwards, attend a session as a resource,
4ave dinner with trainees and share informally and attend one 
or more sessions
as a participant. Particularly in workshop situations, the perspective and
added input of a community person may be useful, particularly in bringing out
cross-cultural points. 
Informal interaction with resource people Ls
point of involvement for trainees. also a
They may be in charge of inviting guests,
having dinner, making visits, etc.
 

Another possibility for integration can be the Extension trainers having
their own vegetable plots and slots in the animal care schedule.
situations you work alongside the trainees. 
In these
 

This will yield field material for
extension discussion sessions and role plays, as well as 
chances for on-the-spot
trainee practice of extension and development worker skills on
trainer. the extension
Technical trainers may also be interested in taking part in extension
classes, in simulations, and as group discussion leaders.
 

- 13 



Peace Corps Training Programs have to be flexible. Flexibility implies
 
more than the usual dealing with ambiguity; in the Extension Component, it en
tails a trainer's willingness to adapt a prepared activity to the local situa
tion. Unforeseen occurrences become opportunities. Tailoring the training to
 
take advantage of these occurrences makes the training richer.
 

Handouts are included in Chapter III as a source of ideas, and for adapta
tion purposes. 
Trainers more comfortable with direct presentations of informa
tion to trainees could include the content of the handouts in lecturettes. Less

directive trainers could have trainees read them before the session, to allow
 
more time for actual experiences and questions. This approach may be more
 
useful for some of the longer handouts which could take up a large portion of a

session's time. Handouts should not be viewed as 
substitutes for practical

experiences, however, or more country specific exercises.
 

In order to 
give trainees the chance to learn on their own, facilitate the
 
establishment of a resource center at 
the training site, where training, devel
opment, cross cultural, host country, health and nutrition, women in develop
ment, and other relevant materials can be explored by the trainees. Handouts
 
could be kept there in addition to maps, creating a place the trainees are en
couraged to learn on their own, and explore issues to a greater depth than they

may be treated in activities. Suggested resources to be included in such a cen
ter are included in the Appendix: "List of Training Resources and Supplies to be

Procured", especially part C: Resources For Reference by Trainers and Trainees.
 
A more complete listing of resources to be placed in a resource center can be
 
found in the "BIBLIOGRAPHY OF BOOKS, FILMS, GAMES, and A SONG" in the Appendix.
 

3. EVALUATION
 

The ultimate measure of an extension component's success is the performance

of the trainees as volunteers. For example, the Health goals were reached if
 
the PCV survives for 2 years, has fewer sick days, enjoys good health. 
During

the training, the extension component's evaluation criteria will be the session

goals, as well as the trainee needs as expressed in the Pre-Training Question
naires and the Skill Needs and Resources session (11-2).
 

Techniques for evaluation of how well trainees are learning skills (and

thus how well the trainers are doing their job) include pre- and post-tests,

written or oral exams, debriefing, and observation of demonstrations, health

maintenance skills presentations, and Field Day presentation. 
A consideration
 
to keep in mind is that extension trainers work with trainees and they would
 
have the trainees work with farmers and counterparts. Therefore, the evaluation

of trainees in the extension component should be similar to the way PCV's will

evaluate the success of their extension efforts with farmers and counterparts.
 

An example of a Pretest is given in Trainer Notes 4 of session #1:

Diseases and Agents of Disease (Skill Group V). 
 Similarly, the Needs Assessment
 
done in Skill Needs and Resources (11-2) at the beginning of training is a form
of a pre-test, which is re-examined in the last session of training: Last Rites

(VIII-). The Handout VII-1-F: Communication Skills Self Rating Form given in

session #1 (Skill Group VIII) and retaken in LAST RITES also follows the pre
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test and post-test model. These are mechanisms in place that can be used in the
 
extension component evaluation process.
 

An example of a written exam used in an overseas extension component evalu
ation is given in the Appendix "Extension Evaluation; Agriculture Pre-Service
 
Training". Regular debriefings are a useful source of information on how well
 
the extension component is going. These debriefings can be done by all the ex
tension trainers among themselves every week, or can include trainees. A de
briefing is just a low key opportunity for people to express how things have
 
gone, to clear the air. These debriefings can take the form of wishes/pluses or
 
gets/wants.
 

The most concrete and practical form of evaluation is to observe the ses
sions that have trainees giving demonstrations, and thus using the skills they
 
are supposed to acquire. These sessions are the community analysis sharing of
 
information sessions (II: 1, 2, 5, 7), Agriculture Extension demonstration ses
sion (IV-2, 4, 11) the health session on practical skills (V-2) and the Commun
ity Adaptation session involving feedback on observed non-verbal communication
 
(VI-5).
 

Finally, note that trainer intervention such as changes in the schedule
 
should be based on information gathered in the evaluation process. For more
 
ideas about evaluation and the difference between Training Evaluation and
 
Trainee Assessment, see Volume I, Chapter II, subchapter 1.
 

4. DOCUMENTATION
 

Write periodic reports detailing the results of the evaluation process, and
 
the sessions and activities of the extension component. Weekly reports can take
 
the form of:
 

o Problems encountered last week
 
o Accomplishments 
o Projected work in the upcoming week
 

Write a final report, including the goals, skill groups, list of sessions,
 
schedule, list of handouts, and session plans of the extension component. Also
 
include:
 

o What happened 
o Highlights of the extension program 
o Weaknesses of the extension component 
o Recommendations 

If the program was a State-Side Training, such a report will be valuable
 
for the In-Country training program following. A final report will also be val
uable for In Service Training and next years Pre-Service training trainers as
 
they start their information gathering and filtering process. 
 As such, it
 
should be sent to the Peace Corps capital city office, with copies to any
 
regional training resource offices, and training institutions.
 

5. CLOSING TRAINING
 

Write a final report, inventory extension component training resources,
 
return borrowed materials, store materials for next years training, and RELAX.
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CHAPTER II: CURRICULUM
 

The Skill Groups, Session Plans, and Handouts in the curriculum are listed
 
below. Each Skill Group has been given a roman numeral. Session plans are
 
numbered in sequential order within a Skill Group. Each handout is referenced
 
in the session plan in which it is to be used. See Chapter III for Handouts.
 

Each handout has a three-part reference number. The first part indicates
 
the Skill Group (I, II, etc.), and the second part indicates the Session Plan
 
number (1, 2, etc.). The third part of the handout reference number is a letter
 
(A, B, etc.), which indicates the order in which the handout is to be used in
 
the Session Plan. For example, "Handout III-1-B" means this handout is in Skill
 
Group III (DEVELOPMENT), is-attached to session #1 (Introduction to Develop
ment), and is the second handout attached to that session plan. The handout
 
reference number is in the upper right hand corner of each handout.
 

A. 	LIST OF SKILL GROUPS, SESSIONS, HANDOUTS, AND HOURS
 

SKILL GROUP 	 (Total)

# Title Session Plan and Handout 	 Hours
 

I INTRODUCTION 	 (2)

1. 	Introduction to Training: An Ice
 

Breaker 2
 

II COMMUNITY ANALYSIS 	 (18)
 

1. 	Group Resource Assessment 2
 

2. 	Skill Needs and Resources 1 1/2
 

3. 	Community Analysis Methods and
 
Strategies 2
 

II-3-A: 	 Information Gathering
 
Strategy
 

4. 	Gathering Information in the
 
Community 4
 

5. 	Analysis, Organization, and Shar
ing of Information 1 1/2
 

6. 	Community Family Live-In Orienta
tion 2
 

7. 	Analysis and Sharing of Informa
tion from the Live-In 2
 

8. 	Independent Research of ICE
 
Resources 
 1
 

III DEVELOPMENT 	 (10 1/2)
 

1. Introduction to Development 
 3
 

III-1-A: Foreign Volunteer Ser
vices: A Host National
 
Perspective
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III-1-B: Assumptions About Devel

opment 

2,. Development Work 2 1/2
 

III-2-A: 


II-2-B: 


III-2-C: 


III-2-D: 


III-2-E: 


Case Study
 

A Peace Corps Agriculture
 
Extension Worker
 

Questions for Discussion.
 

Assumptions
 

Effects of Project
 

Different Approaches
 

3. Women In Development 

III-3-A: The Adverse Impact of 
Development on Women 

III-3-B: Cross Cultural Attitude 
Survey 

III-3-C: Women of the World: 
Facts 

The 

4. Working With Others: Helping 3 

IV iiGRICULTURE EXTENSION' 

I11-4-A: Working Style Inventory 

(38 1/2) 

-1. Orientation And ExtensLon'Worker 

IV-1 -A: Agriculture Extension 

2. Reflecting and Generalizing from 
the Extension Worker Visit .2 1/2 

IV-2-A: 


IV-2-B: 


3. Reaching 

iV-3-A: 


IV-3-B: 

17 

Extension Worker Roles
 
And Their Implications
 

Extension, Training, and
 
Dialogue: A New Approach
 
for Tanzania
 

2Small Farmers 

Reaching Small Farmers
 
(Role Play)
 

Extension Guideiines
 

-



4. 	 Scale Model Demonstrations 3 

5. Result Demonstrations 1 

IV-5-A: .The Result Demo Plot As An 
Extension Tool 

6.1 Method Demonstrations
 

IV-6-A: 	 The Use of the. Method-
Demonstration As a Teaching
 
Device 

i. Farmer Learning Styles 2 

IV-7-A: 	 Participative & Directive
 
Training Styles
 

8. 	Introduction To Field Days 
 1 

9. 	 ,Field Day Planning Meeting 2 

IV-9-A: Meetings 

10. Field Day Preparation 
 b
 

11. 	 Field Day 
 8
 

IV- 1-A: Field Day Check List 

12, 	 . The Extension System And Institution 
+Building. 2 

IV-12-A: Working Within,The, Sstem 

V .EATH (7 1/2) 

1. 	Diseases and Agents of Disease 
 2 1/2
 

V-i-A: ,,List" of Major Diseases and 
Their Geographical Aoas of 
Endemicity
 

12i 	 Practical Skills for Health Main
tenance 
 3
 

7-2-A: 	 Mini-Workshops (Summary of 
Needed Materials) 

I-2-B: 	 Guidelines for Purifying
 
Water
 

V-2-C: 	 Bacie Guidelines For Per
sonal and Dental Health,
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;V-2-D: Basic Information Concern

ing Solid Waste and Excreta
 
Disposal
 

V-2-E: Guidelines for Assuring
 
Foods are Clean
 

V-2-F: Basic Handout on Immuniza

tion
 

V-2-G: Antibody Creation
 

Basic Nutrition Concepts 2
 

V-3-A: Description of the Three
 
Hain Food Groups
 

V-3-B: 	 Requirements, Tables, and
 
Lists of Nutrients and
 
Foods
 

ri COWM TY JDAPTATION 	 (8)
 

1. Personal Support with Stabilizers 2
 

VI-I-A: 	 Personal Stabilizers
 

2
2. Discovering how to say no 


3. Dealing with Ambiguity 2
 

VI-3-A: Case Situation #1
 

4. Non-Verbal Communication, Patt I
 

5. Non-Verbal Communication, Part II
 

(9)VII COMMUNITY ORGANIZING: 


1. Communication.Skills 

VII-1-A: 	 Group Maintenance Oriented
 
Behavior Worksheet
 

II-I-B: 	 Task Oriented Behavior
 
Worksheet
 

VII-I-C: 	Observer's Worksheet
 

VII-1-D: 	 Task Oriented Behavior/
 
Group Maintenance Oriented
 
Behavior
 

VII-1-E: 	 On US Volunteers
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2 

VII-I-F: 	 Communication Skills:
 

Self-Rating Form
 

2. 	Decision Making 


VII-2-A: 


VII-2-B: 


VII-2-C: 


The Decision Making
 
Process
 

Observation Sheet for
 
Decision Making
 

A Group Decision Making
 
Model
 

3. 	Organizing Skills 2
 

VII-3-A: Personal Interest
 

VII-3-B: Transferring Responsibili-:
 

4. 	Problem Solving 2
 

VII-4-A: Problem Solving
 

VII-4-B: 	 Patty Peace Corps
 

VIII4-C: 	 Situation
 

VII-4-D: 	 Case Study of a Head Bund ,
 

Management.
VII-4-E: 


5.Organizing Farmer's Organizations 2 

f'InI CLOSURE 	 (2)0 

1. 	Last Rites 2
 

TOTALS 8 Skill Groups, 

39 	 Sessions
 

95 	1/2 Hours of sessions*
 

52 	Handouts
 

B.._ 	 SESSION PLAN FORMAT
 

The 	 following page defines the' elements of each session plan. 

C. 	 LESSON PLANS 

Lesson plans for each the sessions'follow the lesson planof crops'	 .forit 
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Skill Group (Number) 
Skill Group Title 
Session Number, Page Number 

Title of,Session 

Time_: 

uoals: 

Overview:-

Activities: 

"Summary" 

Materials: 

Trainer Notes: 

Total time to present the session. 

Expected "outcomes and skills transferred tothis session, 
written to trainees. 

A briefsummary of what is to happen in the isession, mention
ing related sessions, training events and themes. . . 

The steps of which each session is composed are described in 
detail here in sequence. 

The left column may include an optional,phrase summarizing 
each step. 

Handouts and supplies used in the session are listed here. 

Advice and explanation of activities and steps; different 
opinions and approaches to the topic in the session are all 
included here. 

Resources: Books, manuals, and people providing information beyond the 
scope of this session are listed here. 

NOTE:TO READER: TlereLS.-noipage 22. 
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SKILL GROUP I
 
INTRODUCTION
 
SESSION #1, P. 1
 

ITRtODUCTION TO TRAINING: AN ICE BREAKER 

Time: 1 hr. 55 min.
 

Goals: 
 For trainees and trainers:
 

*To share information about each other and encourage 
communication. 

.To set the climate for attive participation In 
training. 

*To define and clarify expectations of the training 
program, trainers, and each othar. 

Overview: 
 During this session, trainees and trainers are introduced and
 
share information about themselves. Expectations of training

are developed which are used in later sessions.
 

Activities:
 

Time:
 

Introduction 
 1. Review goals and agenda of session(both could be 10,in.
 
written on newsprint or the blackboard).
 

Trainers may shake hands with everyone especially if the
 
trainees are going to a culture like West Africa.
 

Name 	Game 
 2. Explain to the trainees that an exercise in learning and
20 Kin. 	 remembering names will follow. State the guidelines for the
 
name game" and start the exercise.
 

Any one of various games for remembering names can be presented
during this session. One game that has been successfully used 
follows:
 

* Trainer begins by giving his/her name preceded or fol
lowed by a word which: 

1. Describes how the trainer is feeling at that 	momentand, 

,2i 	 Begins with the same first letter of his/her nam' (such as 
"Mike Motivated" or Nancy Nervous"). 



Symbol 

Activity

'Mn. 


LargeGroup 

Sharing 

15Mmn. 

Individual 

,-Expectations 

.15 Hin'e. 

Small Group 

Expectations 

Listing 

15 kin 

SKILL GROUP I
 
SESSION #1, P. 2
 

Moving clockwise around the room, each participant then
 
takes a turn at repeating all the preceding names and
 
descriptors and adds his/her name 
to the end of the grow
ing list.
 

* 	 The game ends when all participants have added their names 
and have tried to repeat the list. 

3., 	The following is a team building/ice-breaker exercise with
 
the aim of encouraging trainees to identify their 15 inter
ests in joining Peace Corps.
 

Symbols
 

Ask trainees to uncover the symbols/artifacts placed around
 
the room, and to start the tape player of host country:music
 
at its station.
 

As trainees observe the symbols/artifacts and listen to the
 
music, ask them to identify the station they think is the
 
most interesting.
 

Ask trainees to move around the room, examine the symbols
 
and choose one, then move to that area and introduce them
selves to others gathered there. Each trainee shares their
 
reasons for choosing that particular svmbol.
 

4. 	After trainees have had a chance to talk for 10-15 minutes,
 
ask a volunteer from each group to share some of the themes
 
that were generated during their discussions.
 

As the groups report back, the trainer:
 

.encourages brief comments
 

.points out similarities in the concerns
 

.relates their ideas to training goals and the program
 

5. 	Request trainees to take their notebooks, and individually:
 

.identify which symbol best represents their expectations
 
for the training program
 
.list their expectations of the training program, with a
 
focus on skills they:will need to be PCV's.
 

6. 	Form small groups, and ask trainees to discuss their expec
tations of the program. .Each group should develop a list of
 

:their five most important expectations (on newsprint). All
 
lists should be posted.
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SKILL GROUP I
 
SESSION 1l, P. 3
 

Large Group 7. Reconvene the large group, draw up a composite list of
 
Sharing of expectations, and review eachlexpectation for clarity and
 
Expectations understanding.
 
20 Min.
 

Review of 8. Conclude the session by reviewing the sessions! goals and
 
Goals explaining that the list of expectations will be used in a
 
5 Min. later exercise on skill needs.
 

Materials: .A plant the trainees will grow (for Crops trainees).
 
.Large symbol of a small animal (for Livestock trainees).
 
.A large map or symbol of the country to which they'll be
 
going.
 
.Artifacts and tape recordings easily recognizable as being fro
 
the culture to which the'trainees will be going.
 
.Notebooks, pens
 

Trainer Notes: 1. All trainers should be present for this activity.
 

2. 	Parts of this session, as well as many following sessions, 
may be redundant if trainees have completed a CREST.or CAST 
Trainers should find out if trainees'have previously com
pleted an ice-breaking exercise. 

3. 	In step 2 the trainer may choose another name game or desig
 
a new one. An ice breaker drawn from the host country cul
ture is appropriate.
 

4. 	For step 3's Symbols exercise, collect the plants, tapes or
 
records of host country music, artifacts (e.g., hats, cloth
 
statues), maps, and draw the small animal before the 
ses
sion.
 

•Place 	the symbols, artifacts, or tape player at sta
tions an equal distance from each other. Chairs
 
should be near each statiotu.,
 

Another team-building exercise can be substituted for the 
Symbols exercise (refer to the team building section of 
Volume I). 

The point is to get trainees ±hinking about the expectation 
of training and Peace Corps that they bring to the training
and what skills they need to acquire during the training
 
program. Steps 6-8 build on this step.
 

5. 	 ,Save the list of expectations developed in step 7 for ses
sion #2: SKILL NEEDS AND RESOURCES (Skill Group II). 
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SKILL GROUP II
 
COMMUNITY ANALYSIS
 
SESSION fi, P. 1I
 

GROUP RESOURCE,ASSESSMENT
 

Times 1 hr. 55 min.
 

Goals: 1. To share the skills, experiences, knowledge, and inte! 
ests of other trainees and trainers. 

2. To practice gathering information using active listeni 
and interviewing skills. 

Overview: Trainees and trainers interview each other. The informati 
gathered is posted and used in later sessions. (See Skill 
Group II - Session #2). This session also serves to get 
trainees and trainers talking to each other. 

Activities: 

Time: 

Introduction 
10 Mn. 

1. Review the session-goals and.procedures. 

2. Present a short talk on the value of a group resource 
assessment. Include the following points: 

.When entering a new community like training (or a 
PCV placement), gathering info about people is valu
able for making friends, identifying local ag prac
tices, and discovering how the community works. 

.Interviewing skills will be used in later Community 
Analysis sessions. 

.Awareness of trainee skills and experiences will 
help trainers include trainees as co-trainers or 
counterparts for sessions dealing with such skills. 

Brainstorming 

Questions 
10 Hin. 

3. Have the group brainstorm a list of interview question 
which could help assess the group skills, knowledge, 
experience, and interests. 

Focus the brainstorming on the key of the interviews: 
Skills, knowledge, experience, and interests. (These 
points can be written on the blackboard). 

Previous Pav
 



Pare down and consolidate the interview questions, so that
 
the list does not exceed 4 or 5.open ended questions that
 
will stimulate conversation. The difference between yes
and-no and open ended questions can be highlighted. (See
 
p 58-E, The Role of the Volunteer in Development.
 

5 Min. 
 4. Post and review the interview format.
 

Step A: (5 minutes)
 

Find someone in the group whom you don't know :and move to
 
a comfortable, private location.
 

Step B: (30,minutes/15 minutes per person)
 

Interview one another using the list of questions as 
guidelines. 

Step C: (10 minutes)
 

Complete written reports on the interviews.
 

Step D: (5 minutes)
 

On a separate sheet of paper, complete the following
 
statements, using the interview reports as a reference:
 

(Name of Person) can be resource to our group in the*
 
following ways
 
• • • is interested in finding other group members who
 

Step R: (10 minutes)
 

Share thse interview sheets with your partner and make any
 
modifications or additions.
 

Step F: (10minutes)
 

Post theinterview reports andwalk around the room scan
aing the other. interview reports and noting any informa

"
tion.of special interest. 


*70 Min, 5. 'Have the participants go through Steps A-F.
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SKILL GROUP II 
SESSION #It P. 3 

10 in. 6. 	 Facilitate a discussion of the groups' overall impressions 
of the resources that exist within the training commu
nity.
 

10 Min. 7. 	Conclude the session with the following points:
 

,Ask what trainees learned about interviewing fro
this. activity? 

.Ask what advantages and disadvantages are antici
pated in using inter views to gather information 
about the local community? 

.Skills of the group will be matched up with the 
needs of the group in 	the next session: SKILL
 
NEEDS AND RESOURCES.
 

Materials: 	 ,Newsprint or flip chart
 
.MNgic markers
 
."Interview format" on newsprint
 
.Pens and notebooks
 

Trainer Notes: 1. 	It is helpful to keep the interview reports posted for 
several days so that everyone can examine them more close
ly. They are used in Session #2:SKILL NEEDS AND RESOURCES 
(Skill Group II; Step 6). 

2. The reports should be kept in a place where they are
 
accessible and can be 	used as continuing resources 
throughout the program*
 

30,- In order to promote a sharing of experience among all pro
gram participants, it is recommended that the entire
 
training staff engage in this activity. This includes
 
secretaries, site administrators, cooks, farm managers,
 
laborers, etc.
 

4. For groups larger 	than 20 trainees, more than 10 minutes
 
will be needed for the group to walk around and read the 
interview reports 	in Step F.
 

Resources: 	 The Role of the Volunteer in Development: A Training Manual,
 
Dec., 1981, OPTC, Core Curriculum Resource Materials, p. 55,
 
(kinds of information), p.58 (types of questions).
 



SKILL GROUP II
 
COMMUNITY ANALYSIS
 
SESSION #2,P. I
 

SKILL NEEDS AND RESOURCES 

Time: 2 hrs. 25 win. 

Goals: I. To identify skills trainees will need in Peace Corps

Volunteer Service from their readings.
 

2. To revise trainees' list of expectation of training*
 

3.1 To identify who in the group can help trainees-acquire the 
needed skills. 

4. To identify when the.needswill be met, if possible.
 

5. To agree on norms,
 

Overview: 	 Trainees and trainers share life experiences which are specif
ically, useful in.the training program. .A list of skill 'needs
 
is updated and related to the training schedule.
 

Activities:
 

Time:
 

Introductiol 1. "State goals and review agenda. Link session to prior Ses
10nMii. sion #1 INTRODUCTION TO TRAINING: AN ICE BREAKER (Skill 

Group I) in which a list of expectations was developed 
which will be used now. 

Review,. 	 2. Ask trainees to review the list of expectations posted

•ExpectationE from session #1 (Skill Group 1, Step 7) and to note those
 
5 Hin. expectations that identify skills trainees need to master
 

to become Peace Corps Volunteers.
 

Reading of 3. Distribute descriptions of trainers' development work
 
Trainers. overseas, and ask trainees to read them. Trainers clarify
 
experience anything about their past after the reading is completed.
 
20 Hin.
 

Relate to 4. Discuss trainers' experiences and identify similarities to
 
TAC's the work description in the trainees' TAC Sheets.
 
10 Kin.
 

List Skill 	 5. Trainer requests trainees to identify other skills they

Needs will need to master as Peace Corps Volunteers. List skill
 
20 Kin. 
 needs in a column on the left side of the blackboard. Ask
 

trainees to incorvorate the list of exnectations from
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SKILL GROUP II
 
SESSION #2, P. 2
 

Session #1 (Skill Group I)-into the list of skill needs.
 
Toward the end of this step, the trainers can also add
 
skill needs that trainees did not discern, but which are
 
nonetheless needed.
 

List 6. 	Recalling the interviews from session #1 (Skill Group II),

experiences 	 have trainees list on the right side of the board the life
 
15 Min 	 experiences or skills that they have that would enable
 

them to help others acquire the needed skills listed on
 
the left side of the board. Write the life experiences/
 
expertise of both trainees and trainers next to the rele
vant skill needs. Include expertise of staff members not
 
present (i.e. cooks, secretaries are often not able to
 
attend sessions like this, although they have valuable
 
skills).
 

First week's 7. Distribute the first week's schedule and answer any
 
schedule questions.
 
15 Min.
 

Classify 8. 	Identify skill needs which:
 
Needs
 
20 Min. ..Will be met in sessions in the first week.
 

.Staff has planned to address later in the schedule
 

.Can be met by schedule adjustments.
 

.Will be met in-country or later through in-service
 
training.
 
.Cannot be met in training.
 

Share .9. 	Trainer talks about his/her training cycle and requests
 
Idiosyncracies 	 trainees to discuss their idiosyncracies. Such as:
 
5 Min.
 

."I solicit your feedback". Relate how feedback
 
had a positive effect on yourself, e.g., "when
 
the Peace Corps Director gave me feedback that I
 
dressed like a slob, I noticed I got more respect
 
at my village if I dressed better."
 

.
." want to share responsibility for maki.ng activ 
ities work. I'd like a trainee to be a time-K
 
keeper for us during sessions."
 

.I may at times use African gestures, e.g, ,hiss
ing and sucking my teeth."
 

Contracting. 10.Propose that the group make an agreement on training norms
 
norms (or a "conduct"). List norms or standards of conduct
 
20 Mn. trainers expect of trainees. Ask for discussion, addi

tions, deletions to these norms. Check for clarity. Ask
 
for an agreement to the list'of norms--this can take a
 
verbal form and/or everyone initialling the list of norms.
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Summary 

10 Min. 


Materials. 


Trainer Notes: 


SKILL GROUP II
 
SESSION'#2, P. 3
 

Norms can include the following issues:
 

.Promptness
 
•Drinking/eating/alcohol during session
 
*Feedback guidelines
 
.Independent work load
 

11. Solicit final questions and comments. 
Restate session
 
goals and summarize the activities of the session.
 

.Blackboard and chalk
 
•Flip chart of "Composite list of Expectations" of:the
 
training program, from Step 7, Session #1: 
 INTRODUCTIOD
 
TO TRAINING: AN ICE BREAKER (Skill Group I), 
or list of
 
expectations from CRESTs or CASTs.
 
.Trainee assignment criteria (TAC) sheets (one for each
 
trainee).
 
.Written documentation of trainers' experiences as PCV's
 
or development workers in developing countries, such
 
as:
 

.Resumes
 

.171 (Federal Job Application Form)


.Description of services (DOS's)


.Posted interview reports from Session #1, Skill
 
Group II: Session 1, GROUP RESOURCE ASSESSMENT
 
(Step 5).
 

.First week of training schedule printed out (one
 
for each trainee).

.A prepared list of norms trainers expect of
 
trainees.
 

1. Confirm that the trainees have read their TAC Sheets and
 
that they bring them to the session.
 

2. 	If trainees have gone through a CAST or CREST, obtain the
 
list of expectations of training and Peace Corps developed

by trainees. These can be substituted in Step 2 for the
 
list of expectations developed in the INTRODUCTION TO
 
TRAINING: AN ICE BREAKER (1,1) if the latter session was
 
not done.
 

3. 	 -Obtain written descriptions of every trainers' experiences 
in development work overseas for Step 3. This can be done
 
during staff training as a team building exercise.
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SESSION #2, P. 4
 

.. 	 It is important that all trainers participate in the 
session: 	 

.To clarify their descritions of overseas work
 
(Step 3)
 
.Add needed skills unperceived, by trainees
 
(Step 5)
 
.Share idiosyncracies (Step 9)
 
.Assist in agreement on norus (Step 10)
 

5. 	Review pre-training questionnaires (PTQ's)filled out by
 
trainees before the session, to help prime the listing of
 
relevant skills in Step 6.
 

6. 	In Step 7, there will be more flexibility for staff to
 
adjust subsequent schedules if only the first week's
 
schedule is distributed. Also, trainees will not be so
 
overwhelmed by a complete schedule.
 

7. 	Keep a record of requests for schedule adjustments, skill
 
needs deferred or impossible (Step 8) for inclusion in the
 
final training report.
 

8. 	Trainees may be encouraged to keep a notebook, which could
 
be used as part of extension component assessment. Refer
 
to the Cross Cultural Workbook if it was introduced in
 
CAST or CREST. This could be introduced as a norm (Step
 
10).
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COMMUNITY ANALYSIS
 
SESSION #3, P. 1
 

COM1UNITY ANALYSIS METHODS *AND STRATEGIES 

Time: 1 hr. 55 min. 

Goals: 1. 	To list information gathering techniques and review steps 
in an information gathering process. 

2. 	 To review information filtering. 

3 	 To review crops and livestock activities that relate to the 
community, emphasizing the two way nature of the process. 

4' 	To develop group community analysis strategies which will
 
be implemented.
 

Overview: 	 This isession begins the orientation and organization phase for
 
the day long community analysis. Interviewing skills developed
 
in a prior session are built upon, and the methods and strate
gies developed will be used in later sessions such as the Live-

In.
 

Information gathering techniques, information filtering, sug
gestions for strategies, and how these steps fit together are
 
presented, followed by time for the teams to develop their own
 
strategies.
 

Activities:
 

Time:
 
Introduction 1. 	Ask what trainees have learned about the site already, and
 
20 Min. 	 how they did it. Give positive feedback to trainees who
 

already gathered information, and make linkage to goals.
 
Review the day's schedule, i.e., that this activity is the
 
first segment on an eight-hour block. Immediately follow
ing this is the four hour information gathering in the com
munity, which is in turn followed by the two hour Community
 
Analysis follow-up. During the follow-up session, emphasis
 
is placed on analyzing the information, and looking for
 
uses of the information.
 

Mention the community analysis that was done by the
 
trainers on arrival at the site. Ask if anyone has had
 
Drevious exDerience doina a formal communitv analvsis.
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Ways of'' 

".collecting 

.information 

15 Min, 


Information 

Filtering 

15 Min.
 

SKILL GROUP II 
SESSION #3, P. 2 

A brief war story about how a lack of information about a 
comunity or incorrect information (i.e., not filtered) 
caused a PCV a lot of problem may be appropriate. 

2. 	Recalling earlier the Skill Group II, Comnunity Analysis 
Session 01, GROUP RESOURCE ASSESSMENT, ask how information 
was gathered about the training coimunity? List other ways 
of collecting information. 

3. 	Ask if one day or first impressions tell us a lot? ..How do 
you test the validity of information? 

Introduce concapts of information filtering, and some com
mon mistakes. 

Concepts Examples of mistakes 

A., What am I really asking? 
What do I really want to 
know? Is this the right 
question to ask? 

A. Asking people if they 
eat well instead of 
asking them what they 
do eat when you want to 
find out about nutri
tion. 

B. 	Is this the best. source? B. Asking a ministry offi
cial what the condi
tions are like in an 
outlying district, in
stead of asking several 
people from the vil
lage. 

di Beforemaking :iassump- C. 
tions,"attempt to verify. volunteer who got the 

information from a 
"friend" and swears it
 
is true. Consider the
 
source.
 

.C.. 	 . I Believing another
 

D, What.do 1,do with the. D. 	Making decisions on 
limited data, even when 
verified, without wait
ing to see if more in
formation might surface 
which could change the 
meaning. 
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SESSION #3, P. 3
 

10 Min 
 4. 'Outiine the-steps Involved in information gathering.. The
 
following steps can be written on a blackboard.
 

Step tep 	 ep 2 Step 3 Step 4
 
Input 	 Process Output Goal
 

Gather info Evaluate info A working To build
Convert to: 
 Test inferences knowledge a work
 
Inferences Analyze 
 of how a strategy

Hypotheses community
 
Guesses operates
 
Keep a journal
 
Draw up a map
 

Explain that we will be focusiug primarily on Steps 1 and
 
2 of the above model since these steps can determine suc
cess or failure in our development efforts.
 

5. 	Explain that the trainees will form two information
 
gathering teams (or some other grouping that they decide
 
on) and develop their stratgy for the community visit:
 

.a community analysis model
 

.methodologies to be used
 

.a list of questions
 

.information filtering of the answers.
 

6. 	Distribute a handy map of the community. Mention that in
c formation gathered could be filled in on a 5' x 5' map of 
the community. 

7. 	Stress later training activities that information gathered
 
can be used for: Live-In, Extension Worker Visit, Church
 
Visits, Farmer/Community Meetings, Field Day. Point to
 
Technical activities such as farm visits in which local
 
farming operations will be investigated. Refer to the
 
Crops and Livestock guidelines for ideas about Agriculture

Surveys and useful information to look for.
 

3. Emphasize the two way nature of the Community Analysis.
 
Community people will ask questions and want information
 
about Peace Corps, the training, about the questioner. A
 
role play may bring this out.
 

Handout ). Distribute Handout I1-3-A: Information Gathering Strategy

5 Min. 
 and let them know the times they have to develop their
 

strategies, carry out the information gathering, and when
 
the whole group meets to analysis the information.
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SSION 039 P. 4
 

Dividing 10. Have the trainees divide into groups and develop their
 
into Teams strategies.
 
40 Mn.
 

Materials: 	 .Blackboard & Chalk.
 
.Handout #II-3-A: Information Gathering Strategy
 
.Handy maps of the community.
.Lunches from the cafeteria, or cash-in-lieu for lunch !to'be
 
nurchased in the community.
 
.Live-In Activity letters of introduction
 
.Brief description of other activities involving the community
 
for distribution by trainees.
 
.5' x 5' portable blown-up maps of the community, perhaps one
 
for physical features, one for non-physical features.
 

Trainer Notes: 1. 	The training site itself--offices, bulletin boards, re
source center or library--is a part of the community and a
 
source of information. This can be brought out in session
 
#5: 	 ANALYSIS, ORGANIZATION, AND SHARING OF INFORMATION
 
FROM 	THE COMMUNITY.
 

2.. 	 Arrange bag lunches and transportation for participants if 
needed. /
 

3. 	 Refer to pp. W8-W11 in Werner's Where There Is No Doctor, 
and pp. 3-41 in Brownlee's Community, Culture, and Care 
for ideas about questions. 

4. 	 For step 3, refer to the Core Curriculum's The Role of the 
Volunteer In Development: pp. 83-90 for a complete lesson 
plan on information filtering, including diagrams. 

5. 	Note how the group organizes itself to use group resources
 
to gather information from the community, and bring out
 
the process used in the Community Analysis follow-up ses
sion. The process will serve as an example for later Com
munity Organizing sessions.
 

6. 	 Decide whether any special arrangements must be made with 
the community prior to these visits. 

7. 	 If trainees cannot speak the local language, language,, 
teachers or local informants could be asked to serve as 
interpreters. 

Resources:. Werner, Where There Is No Doctor, pp. W8-WII
 
.Brownlee, Community, Culture & Care, pp. 3-41
 
.Crops Guidelines
 
.Livestock Guidelines
 
.Office of Programming and Training Coordinator, The Role of
 
the Volunteer in Development: A Training Manual, Core
 
Curriculum Resource Materials, December, 1981. Pp. 53-66,
 
83-90. P. 61 has another format for developing a strategy.
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COMMUNITY ANALYSIS
 
SESSION #4, P. 1
 

'GATHERINGINFORMATION IN. THE COMMUNITY
 

Time: 4 hrs.
 

Goals: 	 1. To enter: and.establish rapport with acommunity,
 

2To gather information'-in the community using.-the strategy
 
'developedin the preceding session.,,
 

Overview: 	 See session,#3, (Skill Group II). Trainees implement the
 
information gatheriig 'strategy deveiloped in that session.
 

Activities:
 

Time:
 

4 hrs. 	 As determined by the information gathering, teams.
 

Materials: 	 .Bag lunches, transportation, if required.
 

Trainer Notes: 	 Wander around the-community on a bike or on foot with the
 
trainees. Spot check'trainees progress, role-model approacheE
 
to community,.members.
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COMMUNITY ANALYSIS
 

SESSION #5,P. 1
 

ANALYSIS,-ORGANIZATION,.AND SHARING OF INFORMATION
 

Time: 2 hrs..25 mi.
 

Goals: 	 1. To,organize,and shareinformation gathered from the commu

2. 	To examine and contrast the community analysis strategies 
used _by the teams. 

3. 	To relate the community analysis methods to future ses
sions.
 

Overview: 	 The trainees have investigated the community. The information
 
gathered is now organized and shared with the group. Feedback
 
is given on the team presentations and the overall community
 
analysis exercise.
 

Activities:
 

Time:
 

Introduction 	 1. State objectives of the session. Invite questions and com
of session and ments. Mention the following points:
 
roles
 
15 Min. .Along with the task of presenting the gathered info
 

goes the task of organizing what each team member does.
 
Possible roles for team members include:
 

A. 	Discussion Guide: Guides the members through the
 
meeting. Keeps.meeting on track
 
to goals, helps clarify, identi
fies tasks.
 

B. 	Timekeeper: Keeps track of the time
 

C. 	Recorder: Records information for useduring the
 
meeting.
 

D. 	Process Observer: Watches and reports how members
 

are working together as.well as
 
what they are accomplishing.
 

Organizing 2. Have the information gathering teams meet to organize and
 
Presentation prepare presentation about the community and the team's
 
45 Min. approach to it.
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SESSION #5,P. 2 

Ask the teams to: 

-.
Illustrate on newsprint the community analysis stra
tegy the teams used including questions, methods,
 
sources of information, filtering done, and the map
 
drawn up,
 

State that the teams have 45 minutes to prepare their pre
sentation and 40 minutes for all the presentations to be
 
given. Distribute newsprint and markers to each team. 

Presentations 3. Teams give their presentations.
 
40 in. 

Feedback 4. After the last present4tion, solicit brief comments and 
5 Min. feedback. Focus on the effectiveness of ,the presentations. 

Break 10 Kin. 5. Have a short break. 

Discussion 6. Reform the large group to discuss the whole community anal
20 Min. ysis process, as well as the information garnered by the 

teams. 

Focus the discussion on the following:
 

.What were the different community analysis strategies 
used?
 

.Which strategies were more effective? Could they be 
combined? 

.Was important information overlooked? (e.g., women's 
role, power sources, values of the comnity.) 

.How well did your information filtering techniques
 
work? Suggestions for better techniques?
 

.How did the community react to you? What did the 
community learn about the training program? And 
about you?
 

.Ho would you do a community analysip different in 
the future? (e.g., look consciously at what women 
do' etc.) 

.What was the most difficult part of the process?
 

.Is your community analysis of the training site
 
over?
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Closure 

10 Hn. 


Haterials: 


Trainer Notes: 


References: 


70. 	Review the session objectives and activities. Mention
 
future Extension and Technical sessions in which the commu
nity analysis will be carried on, e.g. Live-In.
 

Possible points of discussion:
 

.Did the session meet its objective?
 

.What did you learn about roles in groups?
 

.How will you apply the community analysis,process at
 
your site?
 

.Newsprint and markers
 

.5'x 5' skeleton map of the community
 
(from session #3, Skill Group II).
 

1. 	If there is no training resource center/reading room/
 
library organized, ask trainees to organize this during
 
step 7 of the activity. The staff have country specific
 
and Peace Corps information, including tools, maps, hand
outs, that if organized in one place could be avaluable
 
source of information for trainees to exploit on their own
 
time. A sign out sheet or card catalogue, and a listing of
 
all the resources available, could be organized by
 
trainees.
 

2. 	Trainer should stress the later technical sessions that
 
will use community analysis skills. Tech trainer :involve
ment in the activity's closure, step 7, might make this
 
point clearer.
 

3. 	Post the 5' x 5' community map at a convenient spot, and
 
encourage trainees to add on information during the pro
gram as they learn core about the community. Weekly train
ing meetings are a convenient time to share and record new
ly gathered information.
 

4. 	Observe the trainees' interactions as they work in teams.
 
Useful examples of skills in communicating, decision
making and problem solving can be brought up in later ses
sions, e.g., in the Community Organizing skill group.
 

Refer to Session #3, (SkillGroup II) for additional
 
references.
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COMMUNITY ANALYSIS
 
SESSION #6, P. 1 

COMUNITY. FAILY LIVE-IN ORIENTATION 

Time: 1 hr 55 min. 

Goals: 1. To clarify logistics and contingency.plans of the Live-In.
 

2. 	To clarify trainees' concerns about the.Live-In.
 

3. 	To have trainees propose personal support strategies in re
sponse to their own concerns and issues brought up by the
 
trainer.
 

4. 	To clarify trainee skills to be practiced during the
 
Live-In.
 

5. 	To gather information about the community that can be
 
utilized in subsequent extension and tech activities.
 

6. 	To have trainees personally respond to living with a famLly
 
of a different ethnic and cultural background, in order to
 
gain information about site placement needs as a PCV, and
 
practice everyday transactions in a new setting.
 

Overview: This session introduces the Family Live-In community analysis
 
exercise. In small groups trainers verbalize needs and con
cerns, (prompted by issues supplied by the trainer), and their
 
responses to those needs. In a large group, the trainees'
 
share their personal support ideas. The trainer emphasizes
 
trainees self support and support of each other, though trainer
 
support and availability is made clearer. The community analy
sis, personal support, and cross cultural adaptation skills to
 
be practiced are e clarified, and future extension and tech
 
sessions that build on th Live-In are delineated. Finally, the
 
trainees are asked to examine their own reaction to the Live-In
 
placement as a guide to their eventual PCV placement.
 

Activities:
 

Time: 

Climate 1. Reviewsession goals. Recall previous community analysis
 
Setting 	 sessions. State that the Live-In is not a test of the
 
10 min 	 trainees for the staff's benefit, but rather the Live-In is
 

a chance for trainees to individually practice skills and
 
become aware of how they react in different cultural set
tings.
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SKILL GROUP II 
SESSION 16,P. 2
 

Logistics 
20 M. 

Orientation 

to Small 

Discussion 

15 min. 

2. 	Review Live-In logistics, including:
 
-

-dates and times.
 
-meals, with families, at training sites.
 
-money for families, trainees.
 
-lists of families and trainees staying with them.
 
-family expectations.
 
-stoking valuables, keys for dormitories, rooms duri
 
Live-In.
 
-transp6rt arrangements, restrictions.
 
-phone numbers of staff, training site.
 
-contingency plans and procedures 'incase of problem
 
or emergencies.- Who'to contact.
 

Introduce the following small group discussion. State that
 
-trainees have a chance to share concerns and apprehensions
 
with each other about the Live-In.'
 

-.
To prime the discussion; have each group choose their own
 
'2 or 3.topics from the following"sample list on the black
board as examples of situations that have come up in pre
vious :Live-In's. 

a. 	You are vegetarian. Family kills a pig for a sp 
cial meal inyour 'honor. 

b. 	You are an atheist. Family asks you to say; grac
 
for meals, and spend most of weekend at church
4ihthei. .... 

c.-	 You hate fat and grease. Your families' meals a 
laced with lard and oozing with grease. 

d. 	 Neighborhood members of the opposite sex seem maj 
netically attracted to you. A trainee of the 
opposite sex living nearby deems oblivious to yo 
being harrassed. . 

e. 	Your family lives 5 miles from the training site
 
Peace Corps prohibits hitch-hiking. You need to
 
get to training sessions every morning.
 

f. 	Families will receive the honorarium check after
 
-the Live-In. 1'our family asks you for the check
 
when you arrive.
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.6,	You don't drink alcohol. Your family runs a bar 
next to your room. You are continually invited to 
share beers. It stays noisy till 2:00 a.m. nightly. 

h. 	The first day, you can barely understand a word of
 
the language the family speaks with you.
 

i. 	You hate insects. Roaches, mosquitoes, and spiders
 
share your bedroom.
 

State that trainees should come up with support strategies
 
in response to their personal needs and the list of exam
ples. Point out that after 20 minutes of small group dis
cussion, their concerns/needs and proposed self support
 
strategies will be shared in a large group discussion.
 

Ask if there are any questions about the small group dis
cussion.
 

SmallGroup, 4. Form small groups of 5-7, each group having chosen 2 exam-

Discussion ples from the list. Discuss topics and develop strategies.
 
20 Min.
 

Large Group 5. Reform large group. Ask each small group to share their
 
Discussion major concerns, and the corresponding personal support
 
30 Mn. strategy. Do impromptu role plays of strategies in action
 

if appropriate. Ask local community members (from the
 
staff or perhaps from Live-In families) to be present and
 
comment on the appropriateness of the strategies. Give
 
feedback to the group on the validity of their concerns,
 
based on past Live-In experiences.
 

Positively reinforce those strategies that rely on their
 
own skills or on fellow trainees for support.
 

Ask if the families have any concerns or apprehensions
 
about the Live-In?
 

Stress that trainees should feel no hesitation to report
 
incidents of sexual harrassment or dangerous situations to
 
trainers. Make clear the training staff's availebility for
 
support.
 

'Skills to 6. On the blackboard, brainstorm with the group a list of
 
be practiced skills to be practiced on the Live-In. Refer back to the
 
10 Min. personal support strategies in step 5 as examples of Per

ional Support Skills.
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Possible lskillsi,"toibepracticed include: 

Community Analysis: -information gathering 
-interviewing 

-iniformstion filtering 

Personal Support: -utilizing stabilizers 
-counseling 
-patience 

Cross Cultural Adaptation: -saying no appropriately 
-keeping perspective when 
dealing with ambiguity and 
culture shock 

-transacting skills 

Communication Skills: -active listening 
-perceptive checking 
-clarifying 
-recognizing non-verbal com

munication: body language, 
facial expressions 

Technical Skills: -doing an agriculture sur
vey. Refer to the Crops 
Guidelines and the Live
stock Guidelines 

-method demonstrations 

Highlight 
related 
sessions, 
closure, and 
Bon Voyage 
10 Hin 

7. Point to specific future sessions for which trainees can 
gather information during the Live-In. For example, farm 
visits, farmers' meetings, farmers' organizations sessions, 
community meetings, training social events. 

8. Ask trainees to watch their own reactions to their Live-In 
situation, i.e., how they handle this new situation. Ask 
them to reflect on their experiences in order to get a 
feeling of what type of placement they would be most com
fortable in as a PCV. Ask trainees to observe how everyday 
transactions are different from their prior experience, and 
to practice these new ways of getting transportation, 
ordering food, etc. 

9. Ask for any unresolved issues concerning the Live-In that 

need to be clarified. 

10. Wish trainees a good Live-In., 



SKILL GROUP II 
SEssIoN #6, P. 5 

Materials: eHonorariums for families
 
Means of .transportIBlackboard & chalk 

Trainer Notes: 1. 	 The preparation for this activity requires much time and 
work from the trainer, in close cooperation with other 
trainers, the local extension service, local community 
leaders, the families, and the trainees. Good contacts and 
preliminary information can be collected by the trainer in 
their Comunity Analysis and Extension Worker Visit activi
ties. The families selected should be as close as is fea
sible to the future farmer families that trainees will be 
working with as PCV's. 

2. 	The following Live-In tasks lists should be started at
 
least a month before the Live-InI
 

-public announcement of upcoming Live-In, inviting families
 
to sign up for a trainee, by radio, town crier, Chiefdom, 
speaker, church announcement. (Radio and church announce
ment should be no longer than one paragraph). 

-circulate a cover letter outlining'reasons behind and
 
logistics of the Live-In to community leaders, churches,
 
and town chiefs. It can be hand carried by trainees during
 
their prior community analysis exercises.
 

-develop a list of possible families.
 

-visit families, discuss the following with families."
 

.what is Peace Corps.
 

.purposes of Live-In 	for Peace Corps.
 

.what dates.
 

.how 	many days. 

.what accommodations 	for trainees.
 

.what remuneration. 

.what each family can get out of it. 

.male or' female trainee preferred, how many 
trainees preferred by family.
 

.what trainees will do with families. 

.what meals will be eaten where. 

.safety, sanitary, and food needs of trainees.
 

3.' 	 Arrange a community meeting between trainees and families 
"early in'the programs. 

4. 	 Make sure that the training cooking 'staff is clear about 
when trainees and trainers will be taking meals and when 

-. they will not.' 
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5. 	Care should be taken that at least some staff members stay 
at the site, who can be contacted in case of emergency dur
ing the Live-In. 

6. 	 If the trainees are already living with families, this ses
sion could involve the trainees staying the weekend in 
neighboring farming hamlets. 

7. 	This session can be split into two, if the trainer wants to 
have trainees verbalize their apprehensions about the Live-
In sooner in the schedule than the identification of skills 
to be practiced steps. In other words, steps 1-4 (1 hour, 
5 minutes) could be gone through before steps 5-7. (50 
min.) 
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ANALYSIS AND SHARING OF INFORMATION'FROM THE LIVE-IN
 

Time: 1 hr. 55 min. 

Goals: 	 1. To reflect on and describe:
 

,personal support strategies used.
 
.skills practiced.
 
,feelings from havinglived with a family.
 
.goals from the Live-In exercise'reached by you and
 
your family.
 

2. To share information gathered about the community.
 

Overview 	 This session is the point of the Live-In, in which trainees
 
are asked to reflect on their experiences, and generalize
 
about how they would fit into their eventual site community.
 

Trainees decide how to share information gathered, aud then
 
share and filter the results of their community analytsis.
 

Activities:
 

Time:
 

Linkage 1. Welcome trainees back to the site. State goals, and recall
 
10Min. goals of session #6: Community.Family Live-In Orientation
 

(Skill Group II).
 

Orientation 2. Introduce the following small group discussion. Recalling
 
to Small their experiences with their Live-In family, ask trainees
 
Group Discussion to reflect upon or process these experiences with each
 
10 minutes 	 other. Post the following on newsprint as possible guides
 

to the processing:
 

.personal support strategies used.
 

.skills practiced.
 

.stereotypes challenged or reinforced
 

.highs, problems during the Live-In
 
feelings experienced
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Ask f there are -any questions about the m,Il group dis
cussion. State that the groups have 30 minutes available. 

Small Group 3. Break the group into small groups, perhaps one group of all
 

Discusiion the women, the other of all men, or ,roups of 5-7.
 

30 Min.
 

Orientation 4. 	Reform large group. Ask trainees to recall how they orga
nized themselves as teams to share the information from the
to Large 


Group Community Analysis exercise earlier (Session #5 Skill Group
 
Ask them to quickly organize themselves
Discussion II, Steps 1-2). 


10 Min. again to share information. (Possible facilitator roles:
 
Discussion Guide, Timekeeper, Recorder, Process Observer,
 
others.) Ask the group to:
 

-make a decision on how to share the information
 
gathered.
 

-share, filter, and analyze agricultural, cul
tural, health, extension information possibly
 
adding to the map of the community.
 

Clarify any questions about what is to happen. State that
 

the group has 45 minutes available.
 

Large Group 5. Group shares information.
 
Discussion
 
45 Mn. 

Closure 6. In. closing, ask if trainees reached the goals of this ses
10 Mine .sion. If trainees will see their family again, inquire if 

they would like to give the program's official thank you
 

letter to the family for their hospitality. Hand the let
ter oot to interested trainees.
 

Materials: 	 Official program thank you letters to families for their hospi

tality in the Live-In.
 

Trainer Notes: 1. 	Observe the trainees' interaction and process as they work
 

in the large group discussion. Note examples of good.use
 

of communication skills, community organizer skills, and
 

other skills for future sessions.
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.INDEPENDENT RESEARCH OF ICE RESOURCES 

Time: 1 hr. 

Goals: 1. To learn of ICE:publications available to them PCV's, and 
other resources relating to PCV assignments.
 

2. To identify and research a topic relevant to your job
assignment.
 

Overview: 
 This session gives trainees an orientation to written resource
available to PCV's listed in I.C.E.'s (Information and Collection Exchange) publications bibliography: Appropriate Technol
ogies for Development. Other resources found in the training
resource center or available from trainers are referred to.
 
Trainees are asked to identify a topic that they would like to
learn more about related to their PC work. 
Time is made avail
able for trainees to research this topic in the resource
 
center.
 

Activities:
 

Time:
 

Introduction 
 1. State objectives. 
 Point out that PCV's often need to do
5 Min. 
 independent research at their sites, to learn about something with which they have had no previous experience.
 
Read Handout 2. Distribute handout II  8 - A. Appropriate Technologies
20 Mi.. 
 for Development. Information Collectionand Exchange Publi

cations. 
Explain that ICE publishes the manuals, reprints,
resource packets, case studies for PCV's on a 
wide selection of topics. Allow trainees time to read through the
 
handout.
 

Ask if there are any questions. Mention that ICE also has
An Annotated Bibliography: 
 Non-Peace Corps Publications
Available Through ICE from which other resources can be
obtained by PCV's. 
Refer to other sources of information 
in the training resource center or from trainers. 

Identify in- 3. Ask trainees to write down a topic related to their jobteresting topic assignment about which they would like to learn more. 

-53 : 



SKILL GROUP II
 

SESSION #8, P. 2
 

Independent 

Research 

30 Hin. 


Materials: 


Trainer 

Notes: 


4.L In-the time remaining and in the trainees' own time,
 
trainees can research this topic among the resources
 
indicated, with the help of trainers if needed.
 

.Handout II - 8- A: Appropriate Technologies for Developments
 
Information Collection & Exchange Publications.
 
.Resource Center contents.
 
.Trainers' collections of resources.
 

1. The trainees can use this session as preparation time for
 
subsequent sessions in which trainees will train others,
 
e.g., method demonstrations, scale model demonstrations, 
field 0 ,y (all In the Agriculture Extension Skill Group). 

2. iHandout II - 8 - A; and other ICE bibliographies may be re
vised and replaced from time to time. Check which is the
 
most recent to be handed out to trainees.
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INTRODUCTION TO DEVELOPMENT 

Time: 3 hrs. 

Goals: 1. To assess personal views of development and the assump
tions underlying these views.o 

2. 	'To be confronted by different views and assumptions about 
development.. 

3.. 	 To : link assumptions of development with consistent 
actions. 

4. 	 To develop personal definitions of development and PCV 
roles in the development pro'cess. 

Overview: This session provides an introduction to development work. The
 
session is meant to stimulate people to make explicit their own
 
assumptions about development work, challenge them, to make a
 
linkage between assumptions and actions, and to get a bit of
 
practice at the assumption - action linkage. Assumptions form
 
the basis of how we behave - sometimer we don't examine our
 
assumptions sufficiently, sometimes they prove to be invalid
 
when the context of our lives changes (e.g., moving from the
 
U.S. to another country), and sometimes there are incongruen
cies between thought and action. The session is aimed at deal
ing with these issues.
 

Activities:
 

Time: 

(Aday before I. Distribute handout III - I - A: Foreign Volunteer Ser
the Session). vices: A Host National Perspective to trainees. 

Introduction 2. Set climate, e.g., "A trainee once said, how real is the 

10 Mln. '.chance that I'll have a negative effect overseas? This 
session will hopefully start to help clarify an answer for 
each of us, and in fact to increase the chance of having a 
positive effect overseas." 

3. 	State session goals and post them. Give an overview of the
 
session.,
 

4. 	 Refer back to prior trainee experiences with development
either overseas or in CRESTor C&ST readinis. Askthe 
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group what questions were raised by Handout Ill - I - A. 

List a few of the questions on the flipchart and state that
 

we will return to these and other questions during the
 

course of the session.
 

5. 	Hove into the two role plays attached in Trainer Notes #8.
 

Trainers play the role of the non-volunteer in each role
 

play, as they will know which issues to push. Keep the
 

no more than five minutes. Let morerole plays short -
For 	example, if athan one person play tha same role. 

_, I wouldtrainee says, If I were 


have . . .," interrupt And invite him/her to try his/her 
different stances onstrategy in the role play. Bring out 

the 	same issue.
 

ove 	the discussionProcess each role play as it ends. 
around. Sample process questions for each role play: 

.What were the values of non-PCV role players? What 

dilemmas about development did it stimulate for you? 

.What assumptions are evident in each role play? 

At end of role plays, summarize responses and state that 
to the job are keys tothe values and assumptions we bring 

somehow 	 we behave. In the next part we'll look at spe

cific assumptions and how they affect our work. 

6. 	Distribute Handout III - 1 - B, Assumptions About Develop

ment. State that the statements in the handout have been
 

selected in part on the basis of the reading assignment and
 

will be used later for discussion purposes, and that some 

of the assumptions demonstrated in the role play will be 

evident as well. Trainees fill out the sheets by placing a 

mark on the number of the scale that best represents 

whether they strongly agree, strongly disagree, or feel 

between with statement presented. Whilesomewhere in 	 the 
the group is filling out the handouts, prepare sheets of
 

or 5). Post
newsprint with a number on each (1, 2, 3, 4, 


the 	sheets at equal distances around the room.
 

to go7. 	When all have completed the handout, ask trainees 

stand by the number that they marked in response to ques

tion #1. Ask trainees at one extreme to explain their rea

sons for choosing that response. Choose someone from a
 

group representing the opposite response and ask their rea

sons. Encourage discussion between the groups. Proceed
 

through all six questions of the handout. If the whole
 

group has the same response to a particular question, a 
devoted that discussion.shorter time could be to 
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It is helpful to have host country representative or staff
 
involved in the discussion so that contrasts between
 
trainees' views and host country people and/or staff can be
 
explored.
 

After.question six, ask trainees to review their awn hand
out responses one more time, making any changes they wish 
-based on the discussion.
 

8. 	Ask trainees to consider what these assumptions may mean in 
terms of what you do in your work as a PCV. Example: If I 
had marked "strongly agree" with number six, I would then 
need to find ways I could work more with children--perhaps 
at the local school, or through local "clubs". I would 
probably also have to learn the language since children who 
have not been to school speak no English. And so on. 

Ask each person to choose one assumption 'statement they are
 
most interested in or feel most strongly about and ask them
 
to write down some specific behaviors or actions that
 
assumption implies. Once participants have completed this,
 
ask one or two people to share their behaviors/actions.
 
Compare/contrast. Add to it if you see things missing.
( 
After'a couple of examples, ask people to continue individ
ually with other statements. Participants need not come up 
with actions and behaviors for each assumption-just the 
ones they're more interested in. 

9. 	Ask participants to share the actions/behavior they devel
oped for one question. Compare and contrast. Hove it
 
around to different people for different assumptions.
 

10. Ask trainees to reflect on what they have done so far, to
 
review their TAC Sheets again, and them complete the fol
lowing sentences using as many answers as come to mind.
 
(Have these four questions posted on flipchart).
 

I see development as
 

I see my role in development as 

Development is the responsibility of
 

An effective development effort would accoplisi the fol
lowing
 

(list)
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Small Group 11. Ak tbs group to form into groups of four and read and die-
Discussion ...cuss each other's statements.
 
15 Kin. 

Large Group 12. Ask the group to come back together and summarize the con-
Discussion vereations they just completed. Solicit Individual state
15 Min. ments from the group so that participants may get a sense 

of what others are thinking. Help participants consider
 
how answers would be 	appli
 
challenge vague responses
 
specific.
 

Ask the group to review questions from step four generated
 
earlier. Respond to 	the questions plus any other questions
 
generated during the 	session. If any particular questions
 
during the session cannot be dealt with, explain how they
 
will be addressed in 	subsequent sessions. Note that these
 
four questions will 	appear and reappear throughout the
 
training program and 	volunteer service.
 

.Generalizing Ask people what they have learned from this session. Ask 
•and applying what kinds of actions individuals will be taking during
 

training to address some of the issues raised.
 

Closure 	 Review the goals of the session and ask participants if the
 
5 Min. 	 session matched those goals. Link this session to the ses

sions that will follow stating how different aspects of 
development work will be addressed during the course of the 
training program. 

Materials: 	 ipchart with goals, step #3
 
le play sheets, step #5
 
ipchart with sentences for completion, step #8
 
tebooks and pens for trainees
 
ndout III - 1 - A: Foreign Volunteer Services: A
 
,stNational Perspective, by Dor Bahadur Bista
 
ndout III - 1 - B: Assumptions About Development
 

Trainer Notes:
..	 Distribute Handouts III - 1 - A a day or two before the
 
session, so trainees 	can have it read when they come to the
 
session. However, this session will work even without the
 
readings, though not 	as well.
 

Other appropriate readings may be subsituted as appropri
ate. Two possibilities are the article: Time for Change,
 
by Tarzie Vittachi (pp. 22-29). The Role of the Volunteer
 
in Development: Office of Programing and Training Coordi
nation, Peace Corps, Core Curriculum Resource Materials, 
December, 1981, and Handout VT? - I - W! nn h1R Vnl,nntimrn. 
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The 	Assumptions About Development Handout should be, 
modified appropriately.
 

2. 	 There may be resistance to procedure #8-asking people to 
come up with specific actions or behaviors to support
 
stances they have taken. Acknowledge that it is a diffi
cult activity, e.g. they have not been in-country very

long, and so on-but do not let them off the hook. Give 
another example. Encourage them to do the best they can at 
this point in the program, and that we will come back to it 
later. It is important that this be pushed so that people
will begin to see the link ( and the occasional inconsis
tency) between broad assumptions and individual actions. 

3. 	The role plays are tiot meant to be hostile; rather, the 
counterpart and headmistress are intended to be genuinely
interested and diplomatically challenging to the volunteer. 
However diplomatic, the challenging must occur, so that 
individual beliefs and actions can be highlighted and
 
linked to basic development themes. The staff members who
 
are playing the non-PCV roles should be given their roles
 
in advance and coached so they can be well prepared for the 
role play.
 

4. 	It is important to note that some participants may beed
 
frustrated or paralyzed because there appears to be no
 
right answers to some (manyl) of the development issues
 
raised in this session. Although there may be some "right"
 
approaches for PCV's working in development (i.e., to work
 
through others, to help people become self-reliant), it is
 
the process of moving from the level of abstraction to the
 
specific ways ai, individual thints and acts when confronted 
with development alternatives whLch causes difficulty and 
frustration.
 

5. 	As part of this session, the trainer Phould ma ke sure that
 
volunteers understand that one goal of the Peace Corps

development effort is to assist countries to achieve self
sufficiency, and that our efforts should be directed to
 
that goal. If this did not come through clearly from their
 
pre-departure training, you may have to spend time at the
 
beginning of this session dealing with it. Subsequent ses
sions help participants explore specific steps towards this
 
goal.
 

6. 	A proposed definition of development, reprinted here only
 
as reference (not necessarily for distribution to trainees)
 
is as follows:
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"Development is the unfolding of people's individual and 
social Imagination in defining goals and inventing ways to 
approach them. Development is the continuing proeess of 
the liberation of peoples and societies. There Is develop
ment when they are able to assert their autonomy and, in 
self-reliance, to carry out activities of interest to them. 
To develop is to be or to become. Not only to have." 

K.K.S. Dadzie
 
Director General for International
 
Economic Cooperative for the United
 
Nations
 

ROLE PLAY 1: PCV 

You are a volunteer who has been in-country for three months
 
and you are going on a bus with your counterpart. You like 
your counterpart, although you don't know him/her too well yet.
You think she is young and idealistic and see him/her as being 
a bit outspoken as far as (her/his country) goes.
 

ROLE PLAY #1: COUNTERPART
 

You are the counterpart of a PCV who has been in-country for
 
about three months and you are currently on a bus ride up
country with the PCV. Since you don't know the PCV very well
 
yet, this will give you a chance to share some of your beliefs
 
about development and find out what the PCV thinks.
 

Tell the PCV that you believe strong central 'government control
 
of development resources, projects, planning, and decisions is
 
the only way development can really occur at the village level.
 
After all, the most talented and best educated people work for
 
the central government, it has more resources than any other
 
level of government, and it has a wealth of experience in
 
development projects on a nationwide level. Local people are
 
too parochial, don't see the big picture, don't really have the
 
resources, and can't really learn from others' mistakes and
 
progress since most can't read. Ask the volunteer what he/she
 
thinks.
 

If the Volunteer Agrees:
 

Tell him/her you are delighted you see "eye-to-eye." Then say 
that there are a couple of problems with this stance, though,
and you'd like to know what he thinks. What happens if the 
local people don't trust the central government? What can we 
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do? Localities do seems to differ, as do needs-how can the 
central government avoid rigid programs that will be inappro
priate if applied everywhere? Finally, and most important,

central government control seems to create dependency on out
side resources and projects often flounder when these are re
moved. What does the volunteer think about that, and how does
 
he/she think we can alter that?
 

If the Volunteer Disagrees:
 

Probe as to reasons why. Raise counterpoints. Ask for spe
cific actions the volunteer will take to support his/her 
views.
 

If the Volunteer doesn't clearly agree or disagree:
 

Become a bit angry. Remind the PCV that you have just shared a
 
deeply felt view about development and he/she is not really
 
sharing in return. "What's the matter-don't you trust me
 
enough yet?" Cajole a bit.
 

ROLE PLAY #2: PCV
 

You are a PCV (Agriculture Extension Worker) who has been in
country two months. Ydu are at our official function to cele
brate a local holiday. You run into the primary school head
mistress who you have met once before and found to be an inter
esting person who was fairly up-front about her views. You say
 
hello.
 

ROLE PLAY #2: HEADMISTRESS
 

You are at our official function to celebrate (whatever holiday
 
is appropriate). At the function, you get a chance to talk to
 
a PCV who has been in town just a short while. You are always

been curious about PCV's--you have met others whom you have
 
liked, but you are not sure what. they contribute to the coun
tWs development. You worked long and hard to get your educa
tion degree and you've gone to several in-service workshops,
and you taught for eight years and finally became a headmis
tress. Even with all that experience, you realize the job is 
still difficult. Yet, the Americans seem to send inexperienced 
PCV'o without appropriate technical dgrees to do responsible
jobs here. (Share all this with the volunteer--finish by ask
ing, "How can PCV's contribute if they are not technically
qualified . . . if they don't have relevant experience?") 
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In this conversation with the volunteer, make the following
points uIWhere appropriate: 

* 	Friendships are fine, but what we really need is 
technical expertise--we can do it if we know how. 

* 	 What is your background? How technically qualified 
are you? What do you see your contributions as? 

* 	 One contribution you heard one volunteer say she 
could make was to help villagers help themselves. 
What does that mean? How are you (to the PCV) going 
to accomplish that here in (country)? 
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DEVELOPMENT WORK
 

Time: 2 hr. 25 min.
 

Goals: 1. 	To identify assumptions and values about the development
 
process and the consequences such assumptions have in the
 
planning and implementation of projects.
 

2. 	To identify effects of development on women, men, families,
 
and communities.
 

3. 	To describe program consequences when women, men, and comimu
nities do not participate or are not considered in the vari
ous stages of development programs. 

4. 	To explore scenarios of an individual trainee's two year
 
stay in a village.
 

Overview: 
 This session follows Session #1: INTRODUCTION TO DEVELOPMENT
 
and 	is intended to be more specific. 

Using the case study provided about a development project spon
sored by a large private voluntary organization, trainees will

sharpen their analytical skills regarding development projects.

In addition, they will become aware of the numerous unintended
 
consequences of development as well as the short-sighted, but
 
good intentions of development programs. They will also have an
opportunity to relate what they learn to their future roles and
 
identify strategies that can be used to avoid some of the prob
lems presented.
 

Another more ideal case study of a PCV Agricultural Extension
 
Agent is presented, 	and trainees are asked to write an imagina
tive case study describing how they would like to work in their
 
village.
 

Activities:
 

Time:
 

(A day before 1. 	 (Distribute Handouts 'I. 2 -Aand 1II - 2 	 B for the
 
the session) 	 traineesto read before session). 
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Introduction 2. Ask the group to visualize a mobile art object hanging from 
10 kn., the ceiling (you may want to make a simple one as a prop to 

illustrate the point): the kind of mobile that is perfect
ly balanced with all the pieces connected together by 
wires. Ask them what happens when you touch one part of 
the mobile and to visualize the movement of all the other 
parts. In a certain sense this is what this session is 
about in thn development scheme of things. Lead this into 
an introduction of the goals of the session, written out on 
a flip chart. Provide an overview of this session, linking 
the development theme of the first session to this one, as 
well as to the Community Analysis sessions in which the in
terconnectedness of the community was glimpsed. 

Clarify that the case study brings up issues that appear
 
many times as a village moves to "modern" ways. Ask if any 
broad clarification is needed?
 

Orientation - Divide the group into three smaller groups. Distribute 
to small Handout III - 2 - C to the first small group, Handout III 

groups 2 - D to the second, and Handout III - 2 - 9 to the third. 
5 Min. 

Ask each group to:
 

-Answer the questions on the handouts about 

Handout III - 2 - A: Case Study. 

-Prepare to share their answers to the group.
 

State that the small groups have twenty minutes for 
preparation and fiv minutes for a presentation.
 

Small groups 4. Small groups discuss Handout III - 2 - A: Case Study. 
20 M n. 

Large group 5. Reform large group. Have each-small group share their 
and presen- presentation. Encourage questioning between the aronna 
tations 
20 Min. 

10 Min. 6. Break. Prepare an energizer for next stl 

Large group 7. Reform large group, present energizer. 
5 Min. 



SKILL GROUP III
 

SESSION #2, P. 3
 

Processing 8. Draw out first imprussions of Handout III - 2 - B: Peace
 
10 Min. Corps Agricultural Extension Worker. Ask if the village
 

seems to be developing according to your definitions of
 
development from session #1 (Skill Group III- Step 10)?
 

Brainstorm 9. Ask trainees to brainstorm a list of skills the PCV exhib-

Skills ited in interacting with the village. Possible skills in
10 Nin. clude:
 

-Community Analysis - information gathering
 

-Networking
 

-Facilitating meetings
 

-Transferring responsibility
 

Write Own 10. Ask trainees to individually relate the description of the
 
Case Study PCV Ag Extension Worker to their TAC Sheet and write a
 
10 Min. short case study describing their two year stay at their
 

village. The trainees can write it in the past tense, and
 
describe the skills that the trainees want to exhibit as
 
PCV's.
 

Small Group 11. Form small groups and share their case studies with each
 
Sharing 	 other and choose one to read to the large group.

15 Min.
 

Large Group 12. Reform large group. Have each group share their selected
 
Sharing case study.
 
15 Min.
 

Summary 13. Ask trainees to summarize.the session, and determine if
 
10 Min. the goals have been met.
 

Materials: 	 .Notebook and pens
 
.Mobile - step 2
 
.Goals for step 2 written on flipchart
 
.Handout III - 2 - A: Case Study
 
.Handout III - 2 - B: A Peace Corps Agricultural Extension
 

Worker
 
oHandout III - 2 - C: Questions For Discussion Assumptions
 
.Handout III - 2 - D: Effects of Project
 
*Handout III - 2 - E: Different Approaches
 

Trainer Notes: 	 1. Distribute Handouts III 
- 2 - A and III - 2 - B to trainee!
 
'before the session, so the hand-outs can be read before the
 
session. 
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2.'If the group is large, two small groups could treat the same 
question in step #4. 

3. 	 If available, the film Haragoli could be used instead of 
the handouts, in which case follow the lesson plan #2 in 
the Role of the Volunteer in Development Core Curriculum 
Training Manual. 

4. 	Insights into possible answers to the questions raised in 
Step #5 (Handouts III - 2 - C, III - 2 - D, and III - 2 - E) 
can be found in Third World Women, Core Curriculum Training 
Manual, by the Office of Programming and Training Coordina
tion, Peace Corps Washington. Specifically, the notes by 
Maryanne Dulansey delineate the different assumptions made 
by the project planners and their consequences. 

For 	example, some examples of changes which have altered sex 
role patterns and other,systems in the community without
 
addressing a "new unbalance or problem" are:
 

.Introduction of cash crops alters the management
 
of money in the family by shifting money earned
 
to the man and leaving the woman without the
 
money which came out of selling the excess of
 
family garden products in the market.
 

.Ithas been found that men's spending patterns
 
are different than women's. Men tend to spend
 
their money on material goods for themselves or
 
the home while women tend to spend their money on
 
food and clothes for the family.
 

.In many cases, men support more than one family;
 
so even when men are earning more money, the fam
ilies may receive less money each.
 

5, 	 The trainer may want to use a different case study more 
appropriate to the host country. Care should be taken to 
select or develop a case study that can be analyzed in term 
of its consequences on women, men, families, and community 
development. It is important that the case study particu
larly illustrates effects of development on women, whether
 
positive and/or negative, in order to accomplish the goals
 
of the session.
 

6. References to the training site community can enliven the
 
discussion and issues raised by the Case Study and the
 
description of a PC Ag Extension Worker. Draw from the in
formation trainees gathered in the Community Analysis exer
cise.
 

Resources: Agricultural Extension Manual, by Mike Gibbons, being written
 
for 	 IcC.E. 

Third World Women: Understanding Their Role in Development,9
 
Core Curriculum Training Manual, OPTC, Peace Corps
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WOMEN "IN DEVELOPMENT
 

Time: lhre.:55 	mine
 

Goals: 1, 	To examine HCNiwomen's, other trainees', and one's own atti
tudes: towards women in development issues. 

2. To become aware 	of the statistical basis and issues involved 

with Women in/Development.
 

3. 	To brainstorm ways of responding to women's needs in devel
opment.'
 

Overview: 	 This session examines various people's points of view on the
 
area of concern called "women in development". An attitude sur
vey brings out various viewpoints, then interviews with Third
 
World Women and factual resources are drawn upon. Trainees are
 
asked to conceptialize their suggested reponses to some of the
 
problems and issues raised in the session.
 

This session refers back to the two previous Development Skills 
sessions, especially Handout III - 1 - A: Case Study of session 
#2 (an examination of a project that omitted women from the 
project's inception and planning). 

Activities:
 

Time:
 

(A day before 1. (Distribute Handout III- 3- A: The Adverse Impact of
 
the session) Development on Women for trainees to read before the
 

session.)
 

Introduction 2. Introduce the session by summarizing the goals and by stat
5 Min. 
 ing that this session will build on the previous session on
 

the of the volunteer in development and observations of
 
women's roles in community anslysis exercise by focusing on
 
the area of "women in the development process". Ask if any
 
clarification is needed on the reading. Mention that the
 
reading will be 	 discussed later. 

Attitude '3. Distribute Handout III - 3 - B: Cross Cultural Attitude
 
Survey Survey. Have trainees fill it out. Trainer puts signs
 
10 Min. around the room.
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Sociogram 4. Ask. trainees to go to the sign corresponding to their posi
20 Hin. tion on attitude #1 in the survey. Let the group see their answer spread. Ask someone who disagrees with attitude #1 

what their reasonm are. Ask for opposing views. 

If the group has the. same response to a certain attitude 
(i.e. no polar opposite views) then move on quickly to 
another question. For variety, choose someone with a middle 
of the road response and ask their reactions. 

If appropriate, bring up observations about women's and 
menls roles in the training group. Have they had to rely ot 
each other in social events, or during the Live-In? How do 
the attitudes relate to sexual harassment, discrimation , 
etc.
 

Quotes From 5. Uncover quotes already printed on flipchart from Perdita 
Third World Huston's Third World Women Speak Out.
 
Women Speak
 
Out 6. Ask trainees for comments, reactions. Suggested quotes are 
30 Min. given below. If possible, have interested trainees pick out 

quotes appropriate to their program. The point is to 1 
for a moment through HCN women's eyes at development 
issues. 

"I am tired. Look at me. I am nothing but a beast workir 
in the fields and bearing all these children. I don't wam
 
any more children, but my husband says I must have as many 
as come." 

"Men should have more power. That is the way it is: Men
 
have more power. A woman must be submissive. Peace and ha
 
mony in the family depend upon the woman. She must always 
listen to the man. She must give obedience and all that t 
the husband. Yes, men must wield authority." 

"Whenever I asked rural women what they would most like tc
 
learn if they had the opportunity, they invariably named 
several health-related skills: improved ways of growing 
food for family subsistance, nutrition, cooking, hygiene, 
health care, budgeting, and family planning."
 

"I questioned this group of older women about the bride 
price practice in their own families. (They asked me) 
..0'But if your husband didn't pay any bride price for you 

they asked with great suriousness, how are you going to he 
your parents when they are old? When your father dies and 
leaves your mother, how is she going to live without your 
bride price?" 
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Lecturette 7. -Data presentation. The trainer and/or resource person
20-30 Min. gives a 20-30 minute presentation on "Facts on Women in the 

Development Process". 

8. 	Distribute Handouts III - 3 - C: Women of the World: The 
Facts and Country specific information. This step can be 
organized in many ways. The presentors should plan in ad
vance the content and methods they will use for the delivery 
of this step. The main goals of this step are:
 

.To 	present to participants concrete information
 
and 	 examples on how women have not been included 
or considered in development projects. 

.To 	 present information on the "status" of women in 
the 	country, including vital statistics, needs and
 
problems faced by women, successes and failures as 
attention is given to the integration of women in 
the development process. Also, information on im
portant roles played by women which have not been 
taken into consideration in development projects. 

'9. This session requires that the trainer do a lot of prepara
tion beforehand, gathering information on the country, read
ing worldwide examples on the issue, talking to people in 
the 	country with knowledge of women's roles and problems,
 
asking staff for examples of in-country projects which have
 
considered or not considered women and other relevant infor
mation.
 

10. 	 Following are a series of suggestions on how to prepare this 
session: 

a. 	Use Handout II-3-C: Women of the World: The Facts i 
"..a Country Specific Presentation to generate discussior 

and clarify with examples the issues of women in deve] 
opment. Guidelines for Preparation of Country Specifi
Information are included at the end of this session ir 
Trainer Notes /#6. 

b. 	 A slide show, pictures, or other audiovisual material 
can be integrated in this presentation, particularly
slides of women in their different roles in the commuw 
ties. (Peace Corps/Washington has a WID slide show 
available). 

c.. 	 A resource person from the host country can be.invited 
to make the presentation, 
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11. 	 Refer back to any questions from the original reading (Hand
out III - 3 - A) and address them. 

12. 	Ask trainees to remember back to session #2 (Skill Group
 
III): DEVELOPMENT WORK and the Case Study of a CARE project
 
that ignored women's roles in the village, and information
 
presented in step 7-10. Have group brainstorm specific
 
means of alleviating women's constraints as identified
 
above, e.g., if a gardening project entails increased water
ing work for women, add on a well-digging project to supply
 
the water conveniently and in a labor-saving way.
 

13. 	 On a more positive note, ask the group to brainstorm innova
tions that could benefit women directly (not merely compen
sating for increased labor demands) within the parameters of
 
the project or culture the trainees will be working in, and
 
how trainees could use these ideas more in the training pro
gram. Ask a male trainee to summarize the session.
 

Ask 	a male trainee to summarize the session.
 

.Handout III - 3 - A: The Adverse Impact of Development on
 
Women, by Irene Tinker
 
.Handout III - 3 - B: Cross Cultural Attitude Survey Number
 
signs for step 4.
 
.Flipcharts with quotes from Third World Women Speaks Out, by
 
Perdita Huston, for step 5.
 
.Handout III - 3 - C: Women of the World: The Facts
 
.WID Slide show (Contact Peace Corps Washington WID Coordi
nator)
 
.Third World Women Speak Out, by Perdita Huston
 
.Flipcharts from session #2 (Skill Group III): Development
 
Work, and Handout III - 2 - A: Case Study
 

1. 	This session emphasizes giving information as a strategy to
 
change misconceptions, negative attitudes, and resistance
 
participants have regarding the concept of women in develop
ment. The responsibility of the trainer is to provide cor
rect and relevant information on the various aspects of
 
women in development in which misconceptions, lack of infor
mation, erroneous generalizations, etc. might hinder partic
ipants acceptance of the concept.
 

2. 	 Trainees sometimes assume that the role of women in develop
ing countries is the same as that of middle class housewivei 
in the USA. i.e., they may not see the difference between 
,having the option to stay at home, take care of the chil
dren, and. not work",,versus, "having to take care of chil
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dren, work in the field, sell products in the :market, fetchwater, dry and prepare the food, and do other household 
tasks which take hours to complete".
 

3. Other participants may not see the need to understand ortalk about WID because "they are college educated and havegone through awareness raising in the USA" or "because theydon't know enough about the country or don't want to imposetheir values." These comments are examples of the erroneousassumption that awareness about women's rights in the USA issimilar to integrating women in the economy and education of 
a developing country.
 

In addition, only by providing this information can participants develop the background and knowledge that will help
them address the issues of WID in their projects and commu
nities.
 

4. Because of its /emphasis on information giving, this session
does not provide activities to deal with highly emotionalreactions that some participants have when termthe "womenin developmert" is introduced. Again, because of automaticassociations people make with past experiences, some partic
ipants have strong reactions, either positive or negative,to the term. In both cases, these reactions are basicallyirrational in nature and hinder people's abilities to "hear"and accept information and new data. It has been our choice
to emphasize the rational aspects the ofof issue women indevelopment. The trainer will have to find his/her own wayof dealing with the "irrational" aspects that the concepttriggers in many persons--patience, information-giving, nondefensiveness, and asking people untilto wait all sessions are completed may be helpful strategies. 

Specific strategies which were also helpful were the
 
following: 

a. 
Emphasizing the complimentary or "system" nature of the

family in a subsistence society and thus, the importanceof focusing on the woman, as a major component of that
family. 

b. Emphasizing the "temporary" nature of termthe "women in 
development." Seeing "women in development" as a temporary strategy to increase everybody's awareness of theimpact of women's role in development. When this awareness is reached, there will be no need to continue 
focusing on "women" vis a vis other "persons" in the 
community. 
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c.. 	 Differentiating between women in a developed country and 
women: in a developing country: their needs, problems, 
roles, contributions, others. 

d., 	 Identifying men and host country persons who were sup
'portive of the concept and the term and using them as 
providers of information, examples, and anecdotes. 

e. 	 Postponing addressing issues raised with negativism and 
hostility until major parts of the information are pro
vided. Clarifying that the intent of training is not to 
change personal attitudes, but to ask that people look 
at their attitudes, study the information provided, and 
assess the impact of those attitudes on their future 
work. The concern is future work, not abstract values 
or personal feelings.
 

5. 	 There is a danger in this session of causing negative reac
tions in participants to the concept of WID by "overkill" 
(trying to "convert" people to an idea or providing too much
 
information which is overwhelming). The best stance would 
be to provide enough information to raise questions in the 
participants' minds and let them come to their own conclu
sions in the course of the following sessions. 

6. 	Guidelines for Country Specific Information on Women in the 
Development Process, for use in Step #8. The information 
could be presented to trainees in the form of a handout. 

I. 	 Basic demographic data: 

a. 	% of population by sex
 
b. 	 % of education by sex, for different level % of 

illiteracy (male vs. female, urban vs. rural) 
c. 	 % of economically active; official and unofficial 
d. % of family heads by sex; urban and rural areas 
eo Z of children per family and population growth rate 
f. 	% of men and women participation in major economic
 

activities
 
g. 	Salaries paid to men and women in major economic 

activities, i.e.-tobacco industry: men: 3 
lempiras, women: 2.5 lempiras 

.h. Percent of women working in "homebound" activities 
versus outside the home activities 
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II. Principal roles and functions performed by men and 
women in the country (Agriculture; industry; family;
 
informal activities)
 

III. 	Major opportunities and barriers traditionally faced by 
women 

a. 	 Legal: divorce and marriage codes; property 
rights; family and children support; inher
itance; infidelity and criminal laws, e.g., 
Male (husband, father, or brother) can kill 
the wife if she is "unfaithful" and will 
not 	be prosecuted. 

b. 	 Educational: General education, vocational; pri
mary, secondary and college levels, i.e., 
Unofficially, women are not permitted to 
enter 	2 out of the 3 agricultural institu
tions 	in the country.
 

c. 	Religious and social traditions, customs, expecta
tions, others, i.e. Patrilineal or matrilocal
 
society?
 

d. 	Economic: Credit, land ownership, other, i.e., 
Credit to farmers is limited to land 
guarantee; generally, women do not ,own 
land 

e. 	 Politicial: Participation or lack of participation 
in political processes, i.e., Lack of 

:women's 	 participation in the most important 
decision making body at the community
level 

IV. - ' Maj6r changes occurring that benefit women (Identify 
socio-economic classes affected).
 

Changes in restrictive legal codes; suffrage; educa 
tional opportunities; political participation; Job 
opportunities; others 

For 	more detailed lesson plan ideas, and sources of information,
Resources: 

see Third World Women: Understanding Their Role in Development,
 
Office of Programming and Training Coordination, September,
 
1981, 	A Core Curriculum Resource Material, and Lhe Women and
 
Development 	resources listed in the bibliography of this manual.
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WORKING wiTH. OTHERS: HELPING 

Time: 2 hrs, 55 min. 

Goals: 1. To explore different styles of working with othrs and assess
 
the. consequence, of those styles.
 

2. To''onsider how.one's personal, preferred-style of working,
 
with others may affect one's work and how adapt that style 
when necessary. 

3. To reflect on what the trainer's working style has -been
 
durinx the training.
 

Overview: This session is designed to follow up on the "Helping Skills"
 
session which is presented in a CAST or staging, but may be given
 
independently of that session. It is designed to explore a
 
series of work case situations. The participants consider what
 
they would do in those situations and the possible consequences
 
of those actions. A model of helping is presented in a brief
 
lecture which provides a framework for discussion as well.
 

Activities:
 

Introduction 1. Introduce the session by linking this session to the prior
 
5 Min' sessions that relate to the theme of development. In the 

first session, a general introduction was given to the theme 
of development. The idea was developed that the goal ok 
Peace Corps work is to help others towards self-sufficiency. 
In this session we want to explore some of the specific ways 
that you work with people in different situations which may 
help or hinder that goal. In so doing, we want to ... (state 
the goals above). 

Group Fills 2. Distribute Handout III - 4 - A: Work Style Inventory and ask 
Out Inventory participants to go through it and mark their scores on the 
20-25 Min. scoring sheet. Tell them that after they take the inventory, 

we will discuss what it means. 

Lecturette 3. After they have finished, move on to the following lectur-

on Working ette. The inventory you have just taken presented a series 
Styles of situations where you were asked to choose which way to 
25 Min. work with the people in that situation. In fact, thereis no 

hard and fast rule for which is the best way to work with 
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and no situation is exactly like another (for example, even
 
through one long range goal is self-sufficiency, a situation
 
may dictate that we choose actions that would fall in the
 
direct service column in order to attain short term goals).
 
As much as possible, we need to be clear about what the situ
ation is we are confronting and try to make a conscious
 
choice about how to act so that we are clear about the conse
quences of our choices and how they affect the people with
 
whom we work. The inventory, in general, corresponds to the
 
"Continuum of Volunteer Helping/Work Styles" (unveil the dia
gram drawn out. on a flipchart). Your score corresponds to
 
one of the major work styles (the numbers in columns 1, 2, 3,
 
and 4 follow: a - Direct Service, b - Demonstration, c -

Organizing With Others, and d - Indirect Service). If you
 
score higher in one column than in another, it indicates that
 
you prefer to work in that mode in the situations described.
 
Each style is described as follows.
 

Column A: Direct Service
 

This is a direct approach in which the volunteer mostly does
 
the work, gets a project organized, provides a needed service
 
where none exists, and generally takes the initiative for
 
making things happen. In most instances, this means that the
 
volunteer takes responsibility for the action or project, and
 
that a counterpart may or may not be involved-and even if
 
involved, will look to the volunteer for action and leader
ship.
 

Column B: Demonstration
 

In this approach or situation, the volunteer spends most of
 
the time demonstrating to others how to do something, but
 
also spends a lot of time doing it him/herself. Most often
 
the responsibility is shared with one or two counterparts.
 
The work is a combination of direct service and training/
 
demonstrations, often with the volunteer sharing some respon
sibilities with a promising local leader or an assigned
 
counterpart.
 

Column C. Organizing With Others
 

In this system, the volunteer encourages and stimulates prom
ising.counterparts and others in the community, generally-
although not always--working with people rather than directly
 
on projects. (NOTE: Thoughout this session, we use communi
ty in its most generic sense--it could be a school community,
 
an agricultural office, or a town or section of a city.) The
 
focus is on building leadership and helping a group or
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organization develop which will continue the work. The pri
mary work is behind the scenes using influence, assisting as
 
a resource in developing alternative solutions which the
 
people choose or generate themselves, serving in a training
 
capacity, occasionally serving as a model in doing work, and
 
so on.
 

Column D: Indirect Service:
 

In this approach, the volunteer responds to a range of situa
tions and problems raised in volunteer work by helping others.
 
solve their own problems; the volunteer does not direct any
 
of the work but concentrates on helping the people define and
 
refine their perceived need. Help is given only on request,
 
rarely initiated by the volunteer. The volunteer may even
 
come and go, leaving the project to do something else and
 
thus reinforcing the autonomy of the group. The way the
 
volunteer works is primarily clarifying, asking questions,
 
listening a lot, and facilitating.
 

These four styles can be seen as related to stages in the
 
development of self-sufficiency. For example in a beginning
 
stage, a group may never have worked together, may not have
 
any technical resources, and may not believe that it is pos
sible to make improvements. In such a situation a volunteer
 
may decide that the best way to get things moving is to: a)
 
establish credibility, b) show people that (for example) a
 
fat pig can be produced, and c) salvage a bad situation. In
 
so doing, he may decide to simply do the work himself and
 
show the sceptical that something could be done. In this in
stance, the volunteer may be using a combination of "direct
 
service" and "demonstration."
 

At a later stage of development as a group or project moves
 
towards self sufficiency, a volunteer may decide that the
 
best way to help a group move along is to work with only the
 
leader in a community to help with ways to effectively plan
 
or communicate together. In this instance, the volunteer
 
will do nothing without a counterpart from the community.
 
The primary task in this case would be leadership training
 
and "organizing with others."
 

In these situations, one must consider the circumstances and
 
the consequences and address a critical question. Is one
 
looking for a short term or a long term result?
 

In reality, different styles or combinations of styles may be
 
called for at different times, depending on the circum
stances, the urgency of the task, what people are expecting
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of the volunteer, whether the project is at a beginning
 
stageor a later stage, whether one is addressing a long
 
term or short term situation, etc. Sometimes, a volunteer
 
may need to use all four work styles on different days of
 
the week for the same project. Whatever the style, there
 
are consequences for the way a volunteer works. Let's con
sider some of those consequences by doing the following
 
task.
 

4. Divide the group into quarters by mixing people with differ
ent score preference areas. A way to do this is to ask all
 
people who scored highest in Column A to raise their hands.
 
They count off by four's, then go to Column B, etc. mxing
 

deal with groups that do not break evenly into the 4
 

columns.)
 

(Written up on a flipchart)
 

.Go back through the inventory you have just
 
taken', choose those questions where members of
 
your group have scored differently.
 

.Discuss two or three of these situations and for
 
each one share the reasons that you scored it the
 
way you did, including the conditions that were
 
present that caused you to score it that way.
 
For example, what people were there, what skills
 
you have, etc. Try to Ascover what assumptions
 
you are making.
 

.For each situation, discuss and list what the
 
consequences of your choices may be in terms of
 
the principle of working towards eventual auton
omy for the community.
 

.Be prepared to select one of your cases to pre
sent to four other people.. You will be asked to 
give the pros and cons of each choic'to another. 
group.
 

Ask if there are any questions.
 

Quarter groups work on-the tasks.
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Quarter - 6. Ask the groups of four to join another group of four and 
groups join present one case to the other group. After the rationale is 
15 M n. given for why the choice is made, the other group should ask 

questions and critique the choice (for example, if one group
 
decided that in situation #1 the best way to go was choice
 
#1, they should be prepared to present a rationale for why
 
this choice would eventually help the people work towards
 
autonomy: a rationale might be that you decided to tell the
 
people what your approach to their problem might be because
 
you are new to the community and you know that you need to
 
establish credibility if you are ever going to be able to
 
have any influence at all--furthermore, after three years,
 
it is evident that the people do not have the technical
 
expertiee to break through the impasse they are in).
 

Full Group 7. Bring the group together. (a) Ask generally--What are some
 
Brainstorm of the things that came out of your discussion with other
 
20-30 in. small groups? What things did you agree on? Disagree? (b)
 

Ask the group to help you fill in the following chart based
 
upon the things they have discovered in their conversatione.
 
(Ask for people to give you ideas randomly, clarify these
 
responses and then lsit under the appropriate headings).
 

What kind of condi- What are the ad- What are the
 
tions should be pres- vantages of this disadvantages?
 
ent for me to use work style?
 
this work style?
 

Direct Service
 

1. (Example) No 1. Quick payoff 1. Could create 
dependency 

Demonstration
 

1".People don't be- 1. Builds 1. People may 
ieve something , rmdthf1Qv think only 
is possible. volunteer can 

get results. 
Organizing With Others 

Conditions Advantages Disadvantages
 

Indirect Service
 

Conditions Advantages 'Disadvantages
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Relate 8. 	 Given what you have seen in your training program up to 
trainer and 	 now
in-country 
PCV styles to a. What preferred working style(s) would you use to 
trainee work describe some of the volunteers you have talked to in
situation country (if appropriate)? What evidence leads you to 
15-20 Min. this conclusion? (Discuss responses to this question for 

10"mintes or so, trying to get people to be as specific 
as possible about why they describe a volunteer in a 
particular way, what situation(s) that volunteer may 
face, and so on.) 

b. 	 What has been the working style of the trainers? 

c. 	 Given what you know about your community and work situa
tion, what style do you think might be most effective, 
at least initialiy? 

Generaliza- 9. 	 Now that you have had a chance to see how 	you would approach

tions and 
 these kinds of questions both by yourselves and in groups,
application 
 what are some of the things you can say about working with
 
15 Min. others in the community that you think are true in general?
 

(List responses on flipchart.)
 

.In the specific situation of your work? In the commu
nity experiences you have had so far in training what 
style would you use? 

sWe're discussed this a little above, but how do you 
think you will be able to find out what style is the 
best one to use in your volunteer work when you first 
start on the job? (List ideas). 

.What style is easiest for you? Why?
 

.What style is most 	difficult? Why? 

.What changes do you want to work on over the next 
month or two that will help broaden your style range? 

Review goals Refer back to the goals of the session and check with the
5 Min 	 group to see to what degree the goals have been met. Tie 

this session into Community Organizing and Ag Extension 
Skills GroupSession, in which trainees work with farmers. 

Materials: .Flipchart with session goals on it. 
 (Step 1)
 
.Handout III - 4 - A: Working Style Inventory (Step 2)

.Diagram of "Continuum of Volunteer Helping/Workstyles" On a
 
flipchart (Step 3)
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.Flipchart of quarter group discussion tasks (Step 4) 
.Chart on'conditions, advantages, and disadvanr ges written on, a 
flipchart (Step 7). 

Traiuer Notes: 1. 	In Step #4, the procedure assumes a roughly even balance be
tween the 4 columns or typologies--which of course rarely
 
happens! If one group (column B for example) is predomi
nant, you may put two "B's" in each group, and no "DIs."
 
The task can still be accomplished as stated--the "B's" may
 
find they differed on particular items, and they could dis
cuss why, or they may have agreed on an item for completely
 
different reasons, which would also be interesting to share
 
and 	discuss.
 

Another suggestion is to take those who have a high score in
 
one column, and a next highest score in another column that
 
is almost as high as the first, and assign him/her to a
 
group that needs a B or a C or whatever. By their scores,
 
some people could go in two or even three columns--wait
 
until you get a sense of how the scores break out, and then
 
assign these people to "needy" areas (i.e., only two real
 
"A's" in the group, so assign one whose second highest score
 
is "A").
 

2. 	For more ideas on this session, refer to the Role of The
 
VolunLeer in Development: A Training Manual, Office of'Pro
gramming and Training Coordination, Peace Corps/Washington,
 
December, 1981, Core Curriculum Resource Haterials, pp.
 
67-82.
 

3. 	An alternative exercise to the Helping Style Inventory

(Step #2) is the "Electric Fence" exercise used in Outward
 
Bound.
 

4. 	This session can be incorporated with session #3: Organizing
 
Skills (Skill Group VII) and #7: Farmer Learning Styles
 
(Skill Group IV), if desired. The concept of helping ties
 
into the concept of tranferring responsibility brought up in
 
the Organizing Skills Session, and the Learning Style.
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AGRICULTURE EXTENSION
 
SESSION #1,P. I
 

ORIENTATION AND EXTENSION WORKER VISIT
 

Time: 8 hro. 

Goals: 	 1. To practice community analysis skills.
 

2. 	 To observe Extension Worker-Farmer interactions., 

3. 	To observe extension techniques and difficulties encoun
tered during a day with an Extension Worker.
 

Overview: 
 Trainees spend a day with local Extension Workers experiencing
 
extension work and methodology first hand. The trainee will
 
gather information, as in any community analysis, and use

listening, clarifying, perception checkIng skills, in addition
 
to observing the non-verbal communication of farmers and the
 
extension agent. 
 Specific extension techniques, and other
 
factors related to extension work are focused on for future
 
discussion in session #2 of this skill group. 
Opportunities

for future community interactions are also researched.
 

Activities:
 

Time:
 

(Assign. . (Distribute Handout IV - I - A: Agriculture Extension,

reading) 
 for 	trainees to read before the orientation to the Exten

sion Worker Visit.)
 

Intro,'iction 2. State session goals. 
Make linkage to earlier community

10 Min. 
 analysis sessions, stressing that this Extension Worker


Visit is another more focused type of community analysis

using the same skills to focus specifically on community

farmers and Extension Workers.
 

3. 	Ask .'.f
any trainees have had experiences with Extension
 
Workers before. Ask them to share their thoughts.
 

4., 	Ask if any clarification is needed from Handout IV - I 
A. 	Write down any questions, but hold off on any answers
 
.(save them for session #2). Ask trainees to look for or
 
find their own answers to their questions during the
 
visit. 
Ask trainees to observe the extension techniques

and the difficulties the Extension Worker has with the job

for 	discussion in session #2 Relecting & Generalizing on
 
the 	Extension Worler Visit.
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Logistics 

20 Min. 

Departure

and Daylong 


Visit 


Materials: 


Trainer Notes: 


5. Clarify logistics of the visit. Clarify appropriate dress 
and behavior guidelines. 

Ask if there are any questions. Stress the two-way nature 
of the visit. What can traineos offer to the Extension
 
Workers? Wish trainees a good time. Introduce tasks from
 
the Technical Components that need to be done (e.g. Crops
 
take-home exam questions).
 

6. 	Trainees pick up whatever is needed for meals or trans
port. Depart for visit and spend a day with Extension
 
Workers.
 

,Contact letters to Extension Service Leaders
 
.Confirmation letters for the visit.
 
.Handout IV - I - A: Agriculture Extension 
..Money or baS lunches for meal 
.Vehicles, drivers, money for transportation to and from 
Extension Worker Posts.
 

1. 	The big task for the trainer in this session is to con
tact the local extension service to arrange the trainees'
 
visits. This is also treated in Volume II, Chapter I, the
 
"Preparation For the Extension Component of Training.
 
The process should be started as soon as the trainer
 
arrives at the training site. According to the local sit
uation, the trainees can be given as much responsibility
 
as possible, such as contacting the Extension Workers
 
themselves and arranging the visit, and arranging their
 
own transport to the Extension Worker's work site. Visits
 
to PCV's at their posts are valuable, if training is In-

Country. Aim for a one-to-one Extension Worker-Trainee
 
ratio.
 

2. 	Send letters of confirmation to the Extension Service
 
Leaders and Workers, confirming the visits, including: 

-Goals for the trainees as well as what the Extensioti 
Worker can get from the visit.
 

-Logistics, dates and times, who's visiting who ', 
transprt, meals. 

-The skills trainees are being trained: in and where. 
they are-going. Characteristics and numbers ,ofYthe 
group. 
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-Stress that trainees wish to see- a normal day of the 
Extension Worker, observing interactions with local 
farmirs.. 

-Give the name of a contact person to whom questions
 
can he addressed if there is any confusion.
 

3. 	A brief orientation to the visitforthe trainees can be
 
held'the evening before departure, or the morning during
 
breakfast to cover goals and logistics (Step #5).
 

Clarify logistics of the visit..
 

-Who, how 	many? 
-When?
 
-Where?
 
-Meals?
 
-Transport, drivers, maps.
 
-Money, gas requirements.
 

If the trainer arranges the transport for the trainees it
 
can 	be a complicated task to draw up a drop-off and pick
up schedule for each trainee, with perhaps procurement of
 
additional vehicles necessary.
 

Consider what trainees can offer to the Extension Worker:
 

-Thank you letters
 
-Sharing of technicAl or other information
 

4. 	Prepare official thank you letters for the Extension
 
. Workers' hospitality.
 

5. 	Beside looking for family Weekend Live-In contacts, the
 
trainees can also look for examples of farmer organiza
tions, sites of future farm visits, and other opportuni
ties for Training Program - Community interaction in
 
future sessions. Check with other trainers for tasks that
 
trainees can work on during the visit (e.g. Crops Take-

Home Exame questions.)
 

6. 	 Keep the list of questions from Handout IV - 1 - A: Agri
cultural Extension for the following session #2: Reflect
ing & Generalizing on the Extension Worker Visit. 
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SKILL GROUP IV 
AGRICULTURE EXTENSION
 
SESSION #2, P. 1
 

REFLECTING ANDGENERALIZINGFROMTHE-EXTENSION WORKER VISIT
 

Time: 2 1/2:hrs.
 

Goals: 	 . To share observations of the Extension Worker Visit.
 

2. 	To filter the information, athered.
 

3. 	To identify extension techniques applicable to the train
ing area and to the Peace Corps placements. 

4. 	 To identify extension difficulties that will be addressed: 
in subsequent problem-solving sessions. 

5. 	To identify different roles Extension Workers areasked to
 
fill.
 

6. 	To identify ag extension as a two-way communication
 
process.
 

Overview: 	 This activity is part of a broad experiential exercise. The
 
first experience was the Extension WorkerVisit (Session #1).
 
'This session allows the trainees to reflect and generalize on
 
what happened, while the application step will occur in subse
quent sessions (the scale-model. demonstrations, health demon
strations, farm visits, field day). The trainees share exper
iences, information, techniques, and difficulties observed on
 
the Extension Agent Visit. Small groups will prepare and pre
sent activities on:
 

.Extension techniques
 

.Extension difficulties
 

.Extension Worker roles Traditional approaches to exten
sion are compared to Peace Corps "dialogue"'approach to
 
extension.
 

'Activities:
 

'Time: 

(Bring 1. i(Ask trainees to bring.Handout IV.-1 -A: Agriculture
 
Handout IExtension from the previous sessions).
 

Introduction .2. Review goals of session and link to previous session:
 
and'Linkage .Trainer states, "You had an experience during the Exten
5Nin. sion Worker Visit. now let us process the experience.
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SKILL GROUP IV
 
SESSION #2,P. 2
 

that is, reflect on it and generalize techniques or obser
vations that will be applicable doing extension work at
 
your placement."
 

Orientation 
 3. 	State that we will form three small groups. The small
 
to Small group will share the observations made during the Exten-

Group 
 sion Worker Visit and filter the information together.

Discussion & Assign one of the following topics to each group (listed

Preparation of on a flipchart):
 
a Presentation
 
10 Min. -Extension techniques
 

-Difficulties in carrying on extension work
 
-Roles of the Extension Worker
 

State that the small groups will develop a presentation on
 
their topic to be shared with the large group. Mention
 
that lecturettes, brainstorming lists, or skits are possi
ble formats for their presentations. State that the group

has thirty minutes to share their experiences and prepare

their presentations, and will have 10-15 minutes to give

their presentations to the large group.
 

4. 	Ask if there are any questions, before they break into
 
small groups.
 

Small Group 5. Small groups share information, filter it, and prepare

Discussion & presentations on their topic. Trainers and local Exten-

Presentation .sionWorkers may sit in the small groups to help filter
 
Preparation the information.
 
30 Min.
 

Techniques 
 6. Reform large group. The first group (Extension tech-

Group gives niques) gives their presentation for ten minutes. In the
 
Presentation remaining ten minutes, questions and comments from the
 
20 Min. large group can be entertained, and the trainer facili

tates the brainstorming of a list of extension techniques

(if the first group did not develop one). Solicit addi
tions to the list from the whole group (if the small group
 
did develop a list).
 

Ask 	the group to clarify each technique on whether it is
 
appropriate or not to their eventual Peace Corps place
ment. Ask which techniques could be used by trainees in
 
the 	training prigr3a e.g., in scale model or method
 
demonstrations, in a Field Day.
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Difficulties 
Group 
Presentation 
15 M n. 

7 The second Group (Extension difficulties topic) gives 
their presentation. After questions and comments from the 
large group trainer states that the extension difficulties 
will be discussed in a later session on problem solving 
(Session #4: Skill Group VIII). 

Roles Group 
Presentation 
a Handout 
15 Min. 

8. The third Group (Extension Worker Roles topic) gives their 
presentation for 10 minutes. After questions and comments 
from the large group, the trainer distributes Handout IV 
2 - A: Extension Worker Roles and Their Implications. 
Ask the group to compare the Extension Workers jobs with 
the functions listed in the handout, and the corresponding 
policeman, trader, etc. roles listed in the second 
column. 

Answer 
Questions 
Handout 
IV  1 - A 
10 Min. 

9. Uncover questions from Handout IV  1 - A: Agriculture 
Extension (from Step #4 of Session #1, Skill Group IV, 
Orientation and Extension of Worker Visit). Ask if the 
group answered the questions during the Visit, or can now 
answer the questions themselves. Share answers to the 

Women's 
Issues and 
Thank You 
Letters 
10 Min. 

10. Mention the following pointi: 

-Did the Extension Workers work with women or women's 
issues in any way? Were women's issues ignored? 

-Did you see a need for the Extension Worker on your 
visit? 

-Would thank you letters to the Extension Workers bean extension technique (courtesy, building relation

,'ships)? Share official thank you letters, allowing 
trainees to co-sign the letters. 

-Do you think you can use the agricultural extension 
techniques in future training sessions (e.g. Commu
nity Analysis sessions such as Live-In, scale model 

and method demonstrations, health skills presenta
tions, field presentations)? 

Comparison 
of Traditional 
and PC Approach 
20 Min. 

11. Point out that ag extension is the coming together of many 
of the skills developed in training. Make a brief presen
tation using flipcharts to cenpare the "traditional" 
approach to extension and the Peace Corps' "dialogue" 
approach: 

-The Peace Corps philosophy of ag extension differs, 
from most extension systems worldwide. 
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All recommen-

dations are 

not necessarily 

beneficial 


Farmers are 

not ignorant 


Learning Is not 

-an activity of 

the trainer, 

but of the 

learner 


SKILL GROUP IVsE99i0W #2_ P_ A
 

-Traditional ,extension syatem, are characterized by 
the'folowing statements:
 

.Educators teach and farmers are taught.
-Experts know everything and farmers know 
nothing. 
•Educator/experts are active subjects during

learning and farmers are passive objects.
 

-The first fallacy of the "traditional" approach to ag
extension is that all recommended practices are bene
ficial to farmers. The fact is that experts in cen
tral research stations often make recommendations
 
without sufficient local data. 
The result is that
 
the improved practice does not work under local con
ditions.
 

-The second fallacy is that farmers are ignorant. The
 
reality is that farmers may be illiterate, but they

nonetheless possess a wealth of experience and tech
nical knowledge that is crucial to successful agri
cultural innovation.
 

-The third fallacy is that knowledge can be 'extended'
 
to farmers by the extension agent. In fact, learning

is an activity of the learner, not the trainer, and
 
involves a change in the learner's understanding

rather than a passing of knowledge from one person to
 
another.
 

-Traditional extension services breed dependency;

Peace Corps extension services foster self-suffi
ciency. 
Hence, the Peace Corps defines extension as
two-way communication. The characteristics of the

Peace Corps extension system include:
 

*Extension is a shared process of inquiry.

*Both extension workers and farmers have knowl
edge to contribute to joint learning.

*Extension worker and farmers are equally active
 
in working to solve problems.
 

The trainer solicits questions and comments. Point ahead
 
to the FARMER LEARNING STYLES session (#7, Skill Group IV)

for more work with these ideas.
 



SKILL GROUP IV
 
SESSION #2, P. 5
 

Optional 12. Distribute Handout IV - 2 - B: Extension, Training, and
 

Distribution Dialogue: A New Approach For Tanzania, if disired, to
 

of Handout give a more detailed presentation of the ideas mentioned
 

5 Min. in Step #11.
 

Ask a trainee 	to review the goals of the session and
Meet Goals 13. 

10 Mn. determine if the group met them.
 

Materials: 	 .Flipchart with goals of session (Step #2)
 

.Flipchart with three topics (Step #3)
 

.Handout IV - 2 - A: Extension Worker Roles and Their
 

Implications
 
.Questions from Handout IV - 1 - A: Agriculture Extension
 
(from Step #4, of Session #1, Skill Group IV, "Orientation and
 

Extension Worker Visit").
 
.Handout IV - 2 - B: Extension, Training, and dialogue: A New
 

Approach For Tanzania, by Dr. James DeVries.
 

Trainer Notes: 1. Examples of the three topics in step #3 include:
 

.Techniques: 	Dialogue, method demonstrations, result
 
demonstrations, socializing
 

.Difficulties: 	 No transport, not enough gas, asked to
 

work outside one's specialty, local
 
leaders resistant to change
 

.Roles: 	 Socializer, input procurer, professional, down

home guy/gal.
 

2. 	Invite local Extension Workers and trainers to sit in on
 

the small group discussion, step.#5, and steps 6-10 to
 

help filter information and provide experiences.
 

3. 	Have the official thank you letters to Extension Workers
 

ready for step 10,thanking them for their hospitality,
 

with copies to the appropriate authorities.
 

4. 	Note the many other sessions from other Skill Groups with
 

this session. Make passing references to them in both
 

this and the other sessions.
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SKILL GROUP IV 
AGRICULTURE EXENSION 
SESSION #3, P. 1
 

REACHING,SALL FARMERS
 

Time: 1 hr.. 55:,min. 

Goals: 	 1. To focus on problems associated with providing an exten
sion service for small-scale farmers. 

2. 	To practice agricultural extension techniques in a role
 
play.
 

3. 	To discuss strategies for helping reduce the risks i ail
 
farmers face in obtaining an agricultural livelihood for
 
themselves.
 

Overivew: 	 This session focuses on characteristics of the farming popula
 
tion the Peace Corps strives to serve (i.e., illiteracy and
 
scale of farm operation). The session is meant to address
 
trainee attitudes toward the Peace Corps goal of "reaching tb
 
poorest of the poor" as well as practical steps involved in
 
doing so. 

After a brief lecture, a role play is enacted between an ex
tension agent and a sall-scale farmer. Discussion follows.
 
Links to related sessions in the Agricultural Extension Skill
 
Group are stressed.
 

SActivities:
 

Time: 

introduction 
 1..State goals; link session to other Ag Extension sessions
 
: 
 .-
stating that these sesbions present training methods
 

appropriate to the learning style of the farming popula
tions Peace Corps ag extension agents serve.
 

Refer back to the comparison of traditional and the Peace
 
Corps' approach to extension presented in session #2: Re
flecting and Generalizing from the Extension Worker Visit
 
(Skill Group IV, Step 11-12) and say that we will zero in
 
for a more detailed examination of this comparison in this
 
session.
 

Lecture 
 2. 	Provide a context for a role play by presenting the fol
25 Min. lowing points in a short lecture.
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SESSION #3, P.2 

,-Most extension services the world over are not

:,designed to meet the needs of small scale farmers.
 

-In fact, most extension services operate according to
 
the Progressive Farmer Strategy. This approach to
 
extension work dictates that total national agricul

,tural production can best be stimulated by focusing 
efforts to promote productivity-raising techniques on
 
farmers who have: 

*large farms 
.the capital to innovate, and 
.the education to grasp the advantages of new ideas 
quickly. 

By working with progressive farmers first, governments

feel that they make the most efficient use of their lim
ited agricultural extension resources.
 

Those who following this strategy assume that small-scale 
farmers will observe the results of new practices when
 
they are employed on larger farms and learn how to imple
ment them themselves through informal farmer interaction.
 

The arguments against the Progressive Farmer Strategy are:
 

.Immediate benefits of change are concentrated in the
 
hands of farmers who are well off already; this cre
ates a larger gap in income distribution, as well as
 
political instability.
 

.By the time innovations have filtered down to small 
farmers, markets for new crops or increased yields 
have been glutted, prices drop, and start up costs 
prove to be too prohibitive for small farmer adop
tion. 

*Large farmers have no incentive to pass information 
on to small farmers, and there is no certainty that 

In sum, most extension services are not directed at small
scale farmers. At best, they do not meet small farmer 
needs; at worst, they contribute directly to the small
 
farmer's disadvantaged status. Peace Corps' development
 
philosophy dicates that Volunteers worK with the "poorest

of the poor". Hence the need to consider very explicit
 
steps in working to meet small-farmer needs. 
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SESSION #3,.P.3
 

Trainer solicits questions, and responses to the lecture
 
and directs attention to the role play.
 

Role Playi 3. Divide trainees into groups of 8-10 and have trainees read
 
25 Hin. the role and development:program descriptions..
 

Observe the role play.
 

Discussion,' 4. 	Follow the role play with a discussion:centered on the

30 Min. 	 folloing questions:
 

- at were Mar:'s concerns for :the upcoming year? 

-What innovations did'.Tia choose to offer to Mary to
 
entice .her into the HoHoHo program?
 

-What was Tia's rationale for choosing the innovations
 
she choose to promote?
 

-What factors might argue for the inclusion/exclusion

.of the remaining innovations that Tia did not feel
 
°were appropriate to Mary's small-scale farming
 
operation?
 

Listing risk 5. 	The key to imeeting the needs of small-scale Third World
 
reduction 	 farmers lies in reducing the risks associated with change
 
factors 	 Ask trainees to list risk-reduction factors incorporated
 
10 Mi. 	 in choosing innovations to recommend to Mary in the role
 

play. A complete list of these factors follows:
 

-Test results prior to promotion to ensure that they
 
are adapted to local conditions.
 

-Sequence the introduction of innovations so that
 
changes that are easily assimilated into current
 
practices are promoted first. Factors influencing

-this sequencing include:
 

.Culture (e.g. diet)
 

.Division of labor by 3ex role
 

.Amount of re-training required
 

.Disruption of estsblished crop cycles
 

.Cost (inexpensive innovations include timeliness,
 
seed selection, spacing)
 
.Immediacy of results (payback period).
 

-Promote a 'package' of innovations for more dramatic
 
results. Note that in order to meet our cost crite
rion above the package should perhaps not include any
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Other 

implications. 


Summary 

10 Min. 


Materials: 


Trainer Notes: 


SKILL GROUP IV 
SESSION $3, P. 4 

cash inputs. Other limitations of this approach in
clude being unable to isolate the positive and nega
tive aspects of individual innovations and the fact 
that considerably more research and testing is re
quired to develop a suitable package for local condi
tions. 

-Make conservation recommendations regarding yield
 
estimates, input purchases, and size of trial plots.
 

-Choose appropriate training methods. Consider cul
ture, adult learning principles (i.e., farmers come
 
to the learning task with experience to be tapped),
 
and general learning prinniples (i.e., advantages of
 
seeing, doing, talking as opposed to just listen
ing).
 

-Combine several of the above steps.
 

6. 	Ask trainees to consider the broader implications of work
ing with small farmers, some of which were mentioned 
-briefly in the opening lecture, e.g., 

-Equity. 
-Small Farmers produce more food per land unit than 
large farmers.
 

-Employment (q.aking life in rural areas more profita
ble for small farmers will help to stem the rural-. 
urban migration pattern prevalent in much of the 
Third World). 

7. 	Summarize the key points of the session. Hake Handout IV 
- 3 - B: Extension Guidelines available as an optional 
reading to trainees. State that the main points of this 
session are elaborated on in the handout. Point aheAd to 
Session #7: FARMER LEARNING STYLES which is particularly 
linked to this session, and stress the cross cultural as 
well as adult learning style aspects of reaching small 
farmers. 

.Handout IV - 3 - A: Reachins Small Farmers (Role Play)
 

.Handout IV - 3 - B: Extension Guidelines (optional).
 

ple 	playing roles should be selected and prepared at
 
st a day ahead of the session so that they have a
 
ace to study choices available to them. Handout IV - 3 
can be made available to trainees role playing Tie. 
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2. 	Farmer Nary oshould receive the following special instruc
tions regarding her ro1e: 

-You are wary of crop,failure and my only be willing 
to, try a new practice on a smail part of your land; 

-You want to know what results you can expect from 
adopting a new practice; 

-You prefer crops you have grown before; 

-You are interested in anything that will save you
 
labor;
 

-You need new practices that can help you immediate
ly, not at some later date.
 

3. 	Host country trainers posses the best insight into Mary's
 
world view (eeg. they know which of the innovations are
 
suited to the local culture) and should be enlisted to
 
play her role.
 

4. 	Access to credit could be another service of Project
 
HoHoHo if applicable, in which case it could be added to
 
Handout IV - 3 - A: Reaching Small Farmers (Role Play) on
 
p. 2, under "The Development Program".
 

5. 	An option in this se:ssion is to distribute Handout IV - 3
 
- B: Extension Guidelines to trainees tw days before the
 
session and have them read it before the session. Then
 
the lecture in step #2, can be shortened considerably or
 
eliminated altogether, proceeding directly to the role
 
play in step #3. This option would entail a longer pro
cessing of the role play afterwards (step 4-6) including
 
clarifying any questions trainees might have on the hand
out 	itself. The use of this optio; depends on the style
 
of the trainer and the group, i.e., are independent read
ings of long handouts or lectures preferred?
 

6. 	This session is closely linked conceptually to Skill Group
 
IV's Session #7: FARMER LEARNING STYLES. (See this ses
sion's Steps 1 and 7). These two sessions could be com
bined and presented together if needed.
 



SKILL GROUP IV
 
AGRICULTURAL EXTENSION
 
SESSION #4,P. I
 

SCALE MODEL DEMONSTRATIONS
 

Time: 3-hrS.
 

Goals: 1. To discuss the purpose of scale models and their use in vari
ous'contexts in doing extension work.
 

2. 	To review considerations in planning an effective scale model
 
demo. 

3. 	To plan, construct, and demonstrate the use of scale models
 
pertinent to trainees t job descriptions.
 

Overview: 	 This session has links to all sessions devoted to farmer training
 
methods. The trainer opens the session with a review of planning

and uses of scale models, e.g. a 3' x 3' relief map of a village
 
-made of sticks and mud, a small scale grain storage silo made of
 
bamboo. The trainer may then either demonstrate or suggest ways
 
scale models could be used by trainees in their work assignments.

Trainees break into small groups, brainstorm ideas for using
 
scale models, choose an idea and construct it using local materi
als. They can then demonstrate each model's use.
 

Activities:
 

Time:
 

Introduction 	 1. State goals of the session and review (or preview) considera
10 Hin. 	 tions in conducting training sessions with people'who are:'
 

illiterate and unfamiliar with many conventional Western con
cepts (e.g. units and standards of measure).
 

Lecture 2. Describe how'scale models serve as communication aids in the
 
20 Min. following contexts:
 

(Training -mapping (three-dimensional relief features)
 
Contexts) -demonstrating the relationship between a system's parts
 

-replicating to scale a mechanical part that 'can be
 
manipulated and used to practice manual skills
 
-planning
 
-promotion of innovations
 
-problem-solving
 
-comparative analysis
 

(Audience) 	 Note how scale models can be used withfarmers, counterparts, an
 
children.
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(Planning." 

Considerations)' 


wrainer 

Demonstration 

10 Min. 


Construction 

of scale 

models 

1 hr. 30 Mn. 


Presentations_.
1 

45 Kin.. 


Summary* 

5 Min. 


Materials:-, 


Raise the follo"wing logis.tical considerations for planning

a scae:mode1 demonstration:
 

-choice of scale (large or small; how small)

-choice of materials (cost, availability)
 
-permanent or temporary construction
 
.-rain protection
 
-shade
 
-accessibility (suitable for audience size)
 

,-capable of being manipulated

-culturally acceptable (certain colors, or small-sc le,'

replication of human figures may have strong negative
 

3. 	Trainer demonstrates use of a scale model or makes ape
cific suggestions for a scale model applicable to traineo
 
job description, e.g.,
 

.to demonstrate the interrelationship of a system's

parts and to solve a problem of a set of irrigated

rice paddies that are fashioned out of clay; farmers
 
are assembled and a discussion ensues about how water
 
not used by those upstream must be allowed to flow

.unimpeded to 'tail-enders' downstream.
 

4. 	Trainees break into small groups and plan and-construct
 
scale models using locally available materials. Trainers
 
may need to informally pass among groups as they brain
storm to help them generate ideas.
 

5. 	Trainees reconvene and make brief,presentations of.ways
 
. their models might be used in~field work. Suggestions are
 
solicited from the large group after each presentation for
 
improvements or additional uses.
 

6. 	'Trainersummarizes the session. Point'ahead to sessions
 
in which scale models can be used (in Method Demonstra
tions, Field Days, and Health Skill Presentations.)
 

.Trainers may choose to have clay on hand because of its value
 
as.a modeling material. Otherwise, trainees should be left
 
to their own devices in collecting their materials they need
 

.For informational purposes,.the trainer may wish to locate
 
before class materials like.wood chips, bamboo, thatch, jars,

tin, water and branches, in case trainees request assistance
 
in locating them.
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Trainer Notes: .1o The,'length of the session may vary according to the size
 
of the group and the number of presentations to be given.
 

2. 	It is important that some feature of a model can be
 
actively manipulated. This affords an opportunity for
 
audience participation in a scale model presentation.
 
This point should be stressed in the lecture.
 

3.' 	The prior session on REACHING SMALL FARMERS (Skill Group

IV, Session #3) and later sessions on Method Demonstra
tions (IV, #6), Field Day Presentations (IV, #8-11),.and,,
 
Health Skill Presentation, (V, #2) should all referred to
 
(see Step #6).
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SESSION #5.P. I
 

RESULT'DEMONSTRATIONS
 

Time: 1 hr. 

Goals: 1. 	 To diagram the links between research institutions and 
extension services,' and farmers, 

2. 	To discuss practical steps invoivedin setting up a resul
 
demo plot.
 

3. 	To derive with trainees, plans for a result demo for a
 
crop grown in their own country of assignment.
 

Overview: 	 This is the first session of several devoted to farmer train
ing methods. It precedes others because of the position re
sult demos hold in the research-extension chain. It should be
 
scheduled late enough in training so that trainees have enough
 
information at their disposal about one of the crops they are
 
studying to actively participate in planning a demonstration
 
Df improved practices for that crop's
 

After a brief presentation of the research-extension chain,
 
the session is conducted as a role play. The trainer assumes
 
the role of a PCV planning a result demo and proceeds to hold
 
a dialogue with trainees while making choices as to how the
 
demo will be set up and used as a training method.
 

Activities:
 

Time:
 

Introduction 1. State goals. Diagram research-extension chain onablack
10 Min. board. Discuss the result demonstrations' place in the
 

research extension chain.
 

Role Play 2.,. Trainer chooses a suitable crop that is grown in-country
 
45 Min. and enlists trainees' help in planning a result demo by
 

proceeding through the following steps on the blackboard.
 

-Brainstorm all recommended practices.
 

-Discuss the comparative advantages of demonstrating 
individual practices and opt for one approach or the 
other (see Section III - 1 of Handout IV - 5 - :) 
The Result Demo Plot As An Extension Tool. 
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-Select +practices according to the following
 
criteria:
 

.Locally tested
 
*.Affordable
 

*Profitable
 
.Shows immediate results
 

-Choose a suitable demonstration farm and site (see 
Section III - 2 of Handout IV  5 - 1: The Result 
Demo Plot As An Extension Tool). 

-Have a trainee draw on a blackboard 4- plan f6i the 
demonstration's layout. 

-Discuss supervising the demo, using it as a promo
tional tool, and in follow-up.
 

Summary 3. 	 Ask a trainee to summarize the key points of the discus
5 Min. 	 sion and distribute Handout IV - 5 - A: The Result Demo
 

Plot As An Extension Tool. Ask if a result demonstration
 
would be valuable in a Field Day.
 

Haterials: .Blackboard and chalk
 
•Handout IV - 5 - A: 	 The Result Demo Plot As An Extension 

Tool 

Trainer Notes: 1. 	 Work out with technical trainers the set-up of the garden 
or part of the Livestock program as a Result Demonstra
tion. This can be referred to in this session, and used 
as a extension field trip exercise.
 



SKILL GROUP IV 
AGRICULTURE EXTENSION 
SESSION #6, P. 1
 

NETHOD' DEHONSTRATIONS 

Time: 1 hr. 

Goals: 	 To have trainees observe and participate in an effective
 
method demonstration.
 

Overview: 	 This session could readily be combined with the session "Re
sult Demonstrations." Practically speaking, this session is
 
conducted as a method demonstration of a method demonstration.
 
One trainer conducts as veil-organized method demo relating to
 
some aspect of the technical training trainees are receiving.

A second trainer 	stops action at intervals to comment on the 
training methods used 	by first trainer.
 

Activities:
 

Time: 

Introduction 	 1. State the session's goal and describe the.session's
 
5 Min. 	 format.' 

Demonstration
 
20-30 Min. 2. 	 First trainer begins a method demonstration. Second 

trainer interrupts action to raise points (from Handout Il 
- 6 - A: The Use of the Method Demonstration As A Teach
ing Device) about methods being employed, e.g., 

.Trainer One asks 	the group: "Can everyone see and hear
 
me?" and continues by saying, "Due to an expressed inter
est in fruit tree production and your possible involve
ment in a reforestation program in your country assign
ment, we are going to conduct an experiment on basic tree
 
planting methods."
 

.Trainer Two comments: "Trainer One has gotten your 
attention by asking for it, and by invoking your special 
interest in the topic at hand. 

.Trainer One explains 	that the tree to be planted has bees
 
selected because 	 it is available and widely grown 
locally.
 

•Trainer Two points out that Trainer One has chosen a 
relevant topic.
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The method demo proceeds,in this manner until the demo is
 
completed.
 

Summary 3. After summarizing the technical information conveyed in
.5-10 :Hn. the demonstration, the trainers give a self critique of 

how they felt the method demonstration went. Distribute 
Handout IV - 6 A:- The Use of The Method+Demonstration
 
As A Teaching Device to trainees. Ask if trainees have
 
seen other examples of Method Demonstrations in the
 
Training Program by Trainers?
 

Point ahead to the use of the method demonstration tech

nique in the Field Day.
 

Materialsi .All materials necessary for conducting the method demo 

.Handout VI - 2- A: 
 Thp- Use of the Method Demonstration As:A

.Teaching Device.
 

Trainer Notes: 1. The demonstration should be well-rehearsed by both
 
trainers.
 

2. 	 Audience participation in the demonstration should be 
stressed. 

3. 	 The points to be brought out by trainer Two (in step #2)
should be picked out from Handout IV - 6 - A in a concise 
form well before the session. Examples of other points to 
consider: 

-Language appropriate to group 
-Simple enough topic to be covered in time span of 
demonstration 

-Had contingency plan, e.g. in case lt.:rained. 
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FARMER' LEARNING STYLES 

Time: 2 hr. 

Goals: 	 1. To generalize on what effect individual learning styles
 
could have on work with farmers. 

2. 	 To identify comunication tools with which towork with 
farmers. 

3. 	To identify the difference between Participative and 
Directive Training Styles, and what training'styles have 
been carried out in training. 

Overview: 
 This session brings together cross cultural ideas with the the 
practical task of communicating with farmers. As such, it is 
related to all the other Agriculture Extension Skill Group 
sessions.
 

The 	trainer starts this session with a lecture, though the
 
lecture is delivered in two contrasting styles; 1) as an
 
American teacher; 2) as a HCN rural subsistence farmer,
 

This experience is reflected upon and generalized, after which
 
the Experiential Model is presented. 
A handout compares Par
ticipative and Directive Training Styles, and the trainees
 
views of the trainer's style are solicited.
 

Activities:
 

Time:
 

Climate 1*Introduce session:. "Have you noticed how people talk dif-

Setting ferently when they are with different groups of people?

10 HMn. Even beyond talking politely to older people, or talking
 

baby talk with babies, one tends to say 'y'all' in the
 
Southern USA, or talk with French inflections in French
 
speaking areas. In a similar way, one can change one's
 
teaching or training style depending on what group of
 
people you're with, and also according to what the topic

is. The session is about ways of working with farmers
 
with different cultural backgrounds than yourself."
 

Share goals of the session (on a flipchart). 
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Ask if any trainees have had experience with teaching
rural subeistence farmers befoze. 
Ask for their general
ouservations on their experiences,
 
Split into 
 2. Ask the group to split into two, separated by a line down
Americans 
 the middle. 

& HCN farmers 

Label one half of the group as "Americans' 
5 Mie 

and the other half as "Host Country Farmers". The trainerpresents a lecturette to the group. 
However, the trainer

should use two radically different styles during the lecture as 
she/he strolls around in front of the group. 
When
the trainer is in frent of the "Americans", she/he should
 use American slang, be like a high school or college
teacher, use a podium and a blackboard or flipcharts, use
written audio-visual aids, use all available technology.
When the trainer strolls in front of the HCN group, the
trainer should adopt the mannerisms, speaking style, body
language, etc. of host country rural subsistence farmers.
(For example, with trainees going to West Africa, the
trainer would speak in parables and proverbs, use a local
language if possible, could crouch down on heels while
talking, could use a lot of slapstick, and Arabic
 
phrases.)
 

Split style 
 3. Touch on the following points in the lecture;

lecture

45 Min. 
 "Cross Cultural Communication With Farmers"
 

•Differences 	between English and HC Language colloquialisms. 
Cite examples of proverbs, parables from
both cultures. (e.g., dealing with food, family,

land, etc.).
 

,	Differences in non-verbal communication timing of
verbal exchange, eye contact, touching, body language, gestures, interpersonal 
space.
 

*Different approaches to Western scientific notions,
such as measurements (use of body parts vs. use of
ruler, use of tomato tins to measure volume vs. exact
measuring cups), notions of time, verticalness and
horizontalness, straight lines and levelness, reading
scientific maps and photographs, interpreting scale.
 

.Different training methods; use of technology vs.
lack of it. Storytelling, analogy, proverbs and parables, skits, role plays, song and dance, visual aids
such as models, photos, puppets, drawings, posters,
flannel boards, flash cards, games, puzzles'.
 

.
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Break
10oin.- • Break
 

Processing. 5, Ask trainees how it felt to be in either side of the
 
10 Hine lecture.
 

6. Ask "Have you noticed yourselves explaining a concept or

idea of someone using some words or mannerisms of the per
son who taught it to you, that is, your teacher, your
mother, etc?" Ask trainees to generalize about this exper
ience and relate it to their PCV placement.
 

Techniques 
 7. Identify with the group some of the training techniques

used in and styles used in this training program. Start with the
 
training Experiential Model, which many of the sessions and Skill
 
15 Min. Groups follow.
 

____,__ _ 1. EXPERIENCE 

(Learning Style 
and activity) 

4.'APPLICATION 
 2. REO 
;(What you will do now (What you learned 

ilh""u;u use the skill.) about yourself,
 

your feelings.)
 

3. GENERALIZATION 
(What this means in 
other situations, at
 
your placements, with 
other people.)
 

Suggest this as a valuable tool for teaching adults, as
 
opposed to lectures. Offer examples of the use of the
 
Experiential Model in training (e.g., EXTENSION WORKER
 
VISIT).
 

Ask if there are any questions. "Is The Experiential
 
Model clear?"
 

Distribute"&'. 8o Distribute Handout VI  .7 - A: Participative & Directive 
Read Handout i Training Styles. Have trainees read it. 
5 Min0.
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Reflecting 

& Generalizing 

on the Handout 

5 Min. 


Summary 

5 Mmn. 


Materials: 


Trainer Notes: 


9. 	Mention that this is another view of a training approach.

That 	is,a participative trainer treats trainees more as
 
adults. Ask if there are any reflections or generaliza
tions from the handout? Bring up session #4: Working

with Others: Helping (Skill Group III) for other exam
ples of styles.
 

10. 	 In summary, ask what style does the trainer use in these

sessions? 
 Ask 	if this is good, or should it be changed?
 

Ask 	trainees what they have learned from their experi
ences in this session?
 

*Flip chart or blackboard with session goals on it.
 
eMaterials for the style change such as 
hats, podium, etc.
 
(Step #3).


.Flip chart with an Experiential Model on it (Step #10).


.Handout VI - 7 - A: Participative & Directive Training
 
Styles
 

1. This session relates to other Agriculture Extension Skill
 
Group sessions such as REACHING SMALL FARMERS (#3), SCALE
MODEL DEMONSTRASTIONS (4), METHOD DEMONSTRATIONS (#5),

.and THE FIELD DAY SESSIONS, as well as the Health Skill
Group V's Session #2 PRACTICAL SKILLS FOR HEALTH MAIN-

TENANCE. The Development Skill Group's Session #4: 
 WORK-

ING 	WITH OTHERS: 
 HELPING, and the two sessions on NON-

VERBAL COMMUNICATION in Skill Group VI: 
 (#4 	and 5).
 

This 	can be brought up throughout the session as appropri
ate.
 

2. 	The trainer should practice the lecture described in Step

2-3, 
to make the style changes flow easily. More dramatic
 
changes will make the point clearer. Changes of clothing,

i~e., putting on/off a HCN hat or similar physical changes

could also be appropriate.
 

3. 	Another option for the lecture in steps 2-3 is to have a
 
HCN 	trainer give one style's half of the lecture, while an
American could give the other style. 
A role reversal (HCN

acting like an American, and vice versa) could be humorous. If two trainers give this lecture, they should prac
tice the lecture well.
 

4. 	A Learning Style Inventory could be given to trainees to
 
start off the session if desired, to get at the Learning
 
S'yles of the trainees in more detail. 
Such 	an experience
could then be processed and generalized, thus leading into
the 	steps on the Experiential Model (step 7).
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,Aform of "Learning Style Inventory" is found in A Train
ing Manual inAppropriate Community Technology, Farallones
 
Institute Rural Center and CHP International, January,
 
1982, Phase 1/Part 2; Session 4, pp. 1-4 and Attachment
 
1-4/2-A.
 

Resources: .Helping Health Workers Learn by David Werner and Bill Bower,
 
The Hesperian Foundation, P.O. Box 1692, Palo Alto, CA.
 
94302, .USA), 1982, Chapters 11-16 and 27.
 

.Community Health Education In Developing Countries, by Pamd.,
 
Straley and Vyer Ngoc Luong, Peace Corps, I.C.E. (806
 
Connecticut Ave, NW. Washington, D.C 20526), 1978, Part
 
III.
 

.Agricultural Extension Manual, by Michael Gibbons, soon to:b
 
published by I.C.E., Peace Corps, Chapter 4: FarmeriTrain
ing, Subchapter "Cross Cultural Communication.
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Time: 55Mi. 

Goals: 

Overview: 


Activities:
 

Time:
 

Introduction 

5 min. 


Lecture 

.30 Min. 


SKILL GROUP IV 
AGRICULTURE EXTENSION: 
SESSION #8, P. 1 

•INTRODUCTION TO FIELD DAYS
 

1. 	To identify field days as a u6eful promotional technique 
in attracting farmers to an agricultural extension 
program. 

2. 	 To, discuss practical steps in setting up a field day. 

3. 	 To introduce the theme and planning time-line of the field 
day activity conducted in the last week of training. 

Field days are considered farmer training methods, even though
 
their express focus is promotion rather than training. This
 
session should therefore be scheduled in conjunction with
 
other farmer training sessions. It should also occur with
 
plenty of time remaining in training so trainees can plan
 
their individual presentations, invitations can be delivered,
 
and special food preparations can be made.
 

The session includes a presentation by the trainer on field
 
days as promotional devices and the assignment to trainees of
 
a field day as a collective training task which they plan and
 
carry out themselves.
 

1. 	State goals, refer to the Health Skill Group Session #2:
 
PRACTICAL SKILLS FOR HEALTH MAINTENANCE as a form of a
 
Field Dayj and make links to upcoming sessions.
 

2. 	Define a field day as a day-long series of promotional
 
activities centering on a special theme (e.g., post
harvest technology).
 

Point out that because of the festive, county fair-like
 
atmosphere of the event, special preparations need to be
 
made that would not necessarily be incorporated in other
 
farmer training methods, e.g., invitations to special
 
guests and a day-ending feast.
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Other logistics to consider: 

-clear paths and a well-planned route between demon
strations
 

-standing room
 
-shade
 

-appropriate dress
 
-transportation
 

Special considerations in using a field day as'-a promo
tional device include:
 

.The theme of the day should .be timely (e.g., just
after or during harvest) and appropriate to the 
audience. 

.Size and make-up of the audience may influence the
 
location of demonstrations or the format for the day

(e.g., farmers can be routed through stations in
 
small groups and demonstrations can be presented
 
several times during the course of the day).
 

.Field days are excellent opportunities for counter
parts to receive recognition in a village.
 

,Ministry supervisors can be invited. (Note that. they
 
may have different needs or interests in being pres
eut than farmers).
 

.Exceedingly 'long presentations are not well-suited to 
the field day format; the suggested maximum length is 
a half hour. 

*Field days form important first impressions, there
fore planning and preparation should be done with
 
great care.
 

.Highly orchestrated events are especially prone to
 
being upset by unforseen problems; contingency plans

should be made for eventualities like late arrivals
 
or slow moving groups; field days tend to last longer
 
than they are meant to.
 

3,:. The-trainer states the theme of the field day to be car
"tied out in training and reviews the following aspects 01 
-the task to be assigned to trainees: 

-Planning and preparation is.the trainees' collecti
 
responsibility..
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-Trainers will provide .support by attending planning 
meetings and helping trainees choose their topics for 
presentations. 

-Each trainee is required to take an active role in
 
making a presentation; collaboration is possible; 6-8
 
minutes recommended; two or three trainees may take 
on a coordinating role for planning and execution of 
the field day; this may take the place of an individ
ual project. 

,-Planning and preparation time is incorporated into
 
the training schedule.
 

-Trainees and trainers will meet at the end of the
 
field day to evaluate 	presentations and the day 
overall.
 

Summary 4., The trainer summarizes the field day planning process tha 
5 kin. will take place; solicits and answers any questions. 

Trainer Notes: 1. 	The trainer may wish to display pictures of past field da
 
activities he/she has been a part of.
 

2. 	 If time exists in the schedule, trainees may be allowed t 
choose the theme of the field day. If trainers choose th 
theme, the opportunity exists to meet specific technical
 
training objectives.
 

3. 	A field day generally requires support of the whole train 
ing staff; the trainer responsible for organizing the 
event should prepare staff for that responsibility well 
ahead of time. 

4. 	 Refer to the prior'Health Session #2 (Skill Group V) for 
observaions on how the group carried off a simpler form 
•of a Field Day. Emphasize certain strengths or weaknesse
 
of the group, or adjustments that should be made, as
 
necessary.
 

5. 	Refer to the Core Curriculum Training Manual The Role of
 
the Volunteer in Development, OPTC, December, 1981, avail
 
able from I.C.E., for notes o6 the shop. Pages 111-134
 
contain some ideas similar to setting up a Field Day.
 

6. 	In an overseas setting, this Field Day could take on the 
form of a Community Project with the local village, e.g., 
building a grain drying floor. 



Time: 2 hrs.
 

Goal: 


Overview: 


Activities:
 

Time:
 

Meeting 


2 Hrs, 


Materials: 


SKILL GROUP IV 
AGRICULTURE EXTENSION 
SESSION 19, P. 1 

FIELD:DAY PLANNING MEETING
 

1 To.iake,decisions related to the design and goals. of the' 

field day.
 

2.. To assign preparation tasks to 'trainees.
 

This session follows initial preparation done bY trainees. It 
should be scheduled approxiately one week before the actual 
field day. 

Trainees run the meeting. Agenda items include a review of
 
tasks done to date, a list of decisions to be made by the
 
group, formulation of a task list of things to be done prior
 
to the field day, and delegation of responsibilities.
 

1i Trainees conduct a meeting based on an agenda which they 
develo, Trainers may work with palnners as necessary. 

In preparation for the meeting trainees should be polled 
to see what topics they have worked out with trainers. 
Planners can then use the list to aid them in drafting
proposals for group's consideration at the meeting. 

Some of the decisions to be made relate to: 

-routing of guests through the various displays/ 
presentations. 

-sequencing of presentations 

-timing and location of meals and refreshments 

-entertainment 

-tasks to be done (e.g. clean-up) 

.Blackboard and chalk.' 
*Handout IV - 9 - A: Meetings' (optional)., 
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Trainer Notes: 
 1i 	 Trainers should work to ensure the success of this meeting

by posing problem-oriented questions to meeting planners

prior to the meeting itself.
 

2. 	Trainers may wish to meet with planners after the meeting
 
to de-brief what occurred.
 

3. 	Trainers can share the Result Demonstration, Hethod Demon
stration, and Scale Hodel lesson plans with planners.

'Planners can then use points from the session plans to
 
suggest to other trainees ways to prepare for their Field
 
Day presentations.
 

4. 
The 	session fits into a Skill Group VII (Community Orga
nizing) continuum of skill-building sessions. 
This continuum starts with problem solving which leads to Organizing a Community Heeting, which leads to Organizing a
Farmers Organization. 
In this case, the problem to be

solved in this meeting is "How 
can we organize ourselves
 
to have a successful field day."
 

5. The trainer may distribute Handout IV  9 - A: Meetings
to trainee-planners before this session as a source of
 
ideas for the nlannerm.
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FIELD DAY PREPARATION 

Time: 6 hrs. 

Goal_: 
 To provide time in the training schedule for last minute tasks.related to the field day.
 
Overview: 
 The session should be scheduled as close to the field day aspoosible, preferably the day before. Trainees work individually and in groups to gather materials, clear up logisticalproblems and practice presentations in front of others. 
Activities: 

Time:
 

Unstructured 
 1. Trainees design this day to meet their own needs.6 Hrs. Trainers should be available for consultation. It isstrongly suggested that trainees do a practice run of eachindividual presentation in front of another person who canoffer suggestions for improvement. Field day planners mayalso wish to walk through the field day route and observepractice presentations in sequence.
 

aterials: *Materials need to be arranged by trainees. 
Trainer Notes: 1. Last minute details often require some form cof transporta

tion. Trainers should ensure that at least one vehicle is
available for this purpose.
 
2. This session can be combined with Skill Group I' 
Session
#8: INDEPENDENT RESEARCH OF I.C.E. RESOURCES if necessary, or with Independent Work Time blocks in the 

Schedule.
 

3. 
Planning techniques presented in Skill Group VII'. Session#4: PROBLEM SOLVING should be used to good effect bytrainees in this session. 
The trainer can circulate and
give positive reinforcement to trainees who are planning

well for the Field Day.
 

Resources: 
 sHandout IV 
- 6 -A: The Use of the Method Demonstration As a 
Teaching Device 
eHandout IV  5- A: The Result Demo Plot As An
Extension
 
Tool
 
*Handout IV - 3 
- B: ExtensionGuidelines
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FIELD DAY 

Time: All Day 

Goals: 
 1. To provide trainees with the opportunity to demonstrate

the skilis and knowledge they have acqired durin the 
course of1 the training.S* 

2. To bring formal training activities to a close. 

Overview: 
 This session is the last formal training session and should be
 
scheduled within a day or two of departure. The day includes a welcome for guests, a series of presentations, a closure

meeting (including thanks, and reference to follow-up events),
evaluation, and a feast/celebration.
 

Activities:
 

Time:
 

Field Day 
 1. Trainees present activities they have designed and pre
6 Hrs. pared.
 

Evaluation 
 2. Trainers and trainees meet to evaluate the day. 
Trainees
30-45 tin. 
 may start with a staff critique of their individual pre
sentations. 
 (Ideas for criteria of successful demonstra
tions can be found in Handout IV - 6 - A: The Use of the

Method Demonstration As a Teaching Device, Handout IV  5
 - A: The Result Demo Plot As an Extension Tool, and Hand
out IV - 3 -
B: ExtensionGuidelines. The trainee
planners may give a self-critique also, including how well
 
they planned for the Field Day, conducted the planning

meetings, etc. (Refer to Session #4: Problem Solving in
Skill Group VII and Handout IV - 9 - A: Meetings for
id~as on how well the planners did.)
 

The trainers can also give positive and constructive feed
back to trainees on the Field Day. Handout IV - 11- A:Field Day Check Chart can be distributed to trainees to b:
used by trainees and trainers as a field day evaluation
 
tool., 

Feast 3. Training comes to a close with a special meal and celebra
tion. 
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Materials: ,As identified by planners and trainees for the Field Day.

eFood for the feast.
 
.Handout IV - 11 - A: Field Day Check Chart
 

Trainer Notes: 
 L. The Field Day should involve all trainers, circulating
 
around to the various stations.
 

1. Optional forms for the Field Day include Community Pr0j
ects (involving the community and its members directly),
 
or the Hini-Workshop suggested in the Core Curriculum
 
anual The Role of the Volunteer in Development, pp.
111-134.
 



SKILL GROUP IV 
AGRICULTURE EXTENSION 
SESSION #12, P. I 

TH EXTENSIONSsYSTEM 'AND-INSTITUTION BUILDING 

Time: 1 hr., 55 mn..
 

Goals: 
 1. 	To become oriented to the Host Country Extension System

and the.PdTCV role in that system.
 

2. 	To conceptualize the PCV role in ag extension as 
both

working with small farmers and 	helping improve and build
the 	Host Government Agency's institution capability.
 

Overview: 
 This session starts with an orientation to the Host Country

Agricultural Extention System, with reminders that working

within the system and report writing can help improve the
 
working of the extension system.
 

Trainees hopefully will be able to see the common strand themebetween the Problem-Solving session, the Organizing a Communi
ty Meeting, Organizing a Farmers' Organization, and this session. That that 	 takesis, each session the 	same skills andapplies them on a larger field in a deeper way. This is the 
culminating Agricultural Extension session.
 

Activities:
 

Time: 

Introduction Ask.trainees toshare what they have already learned1. 
aboutand sharing the*Host Country's Extension System throught Communityinformation Analysis :exercises or the Extension Worker Visit, etc.

15 Min. 
State goals of the session and give an overview.
 

Extension 
 2, 	Prjesent an orientation to the 	Host Country ExtensionSystem 
 System with HCN representatives. Points to be covered: 
Lecture
 
60 Min. 
 -Jargon, abbreviations, acronyms
 

-Project description
 

-System- hierarchy. 

-Peace Corps' .role:in.the system. .Where do PCV's fit
 
in? 
.Ideal vs. Real: conditions 
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-Periodic retraining and up-grading of personal 
skills? 

Linkage to 3' 
Make linkage to Institution Building: "The last two
Institution 
 points mentioned above: 
 'Ideal vs. real condition', and
Building 
 'Periodic retraining and up-grading of personal skills'
5 Min. bring up the skill of institution building. We usually

find a gap between real and ideal conditions, but what is
 our response-to bitch about that gap, or to help the Host

Country Government Agency close the gap. 
Here's a reading

that has some ideas about helping build up Host Country
 
Institutions."
 

':Read Handout 4. Distribute Handout IV  12 - A: Working Within the Sys
- 10 Min. tem. Ask trainees to read the handout.
 

Highlighting 
 5. Ask if there are questions on the Handout IV  12 -A.
of Institution 
 Ask trainees to remember back to Handout III  2 - B:' ABuilding Skills 
 Peace Corps Agricultural Extension Worker. 
 "Did the PCV
15 Min. 
 work well with the local research station and other gov
ernment officials?"
 

6. Highlight 'going through proper channels', and 'report

writing' as Institution-building skills, drawing from the
 
following notes:
 

"Why do we want to work within our host government agency
 

(HGA) anyway"?
 

-HGA can provide us with technical: support.' 

-Improve existing institutiot.
 

-Set a model for other development programs.
 

"What happens when you try to work outside the rules and
hierarchies? 
Has anyone ever tried to side-step a lower
level official in order to talk directly to a higher level
 
official with more clout? 
What effect did your actions

have on your relationship with the first official? 
What
 
are the long and short term effects of working within the
 
structure as opposed to working around it?"
 

"We've mentioned writing reports. 
What kinds of things.

would it be useful for you to provide to your superiors?"
 

"Have you ever recommended a co-worker/assistant to one of
 
your superiors? Have you ever written a report of bad
conduct? 
What are the pros/cons of reporting on co
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workers' working abilities? If you provided your superior
with constructive criticism in a report, what effect would
it have? 
How would you go about making such as criticism

without being offensive?"
 

"In summary, it's important to realize that these bureau
cratic constraints can be used to our advantage, if the
 proper constructive attitude is taken towards them. 
It's
important that we all try and view our extension efforts
 as directed towards not only farmers and villagers but

also towards the government agencies we're a part of.
It's only by doing so that we can make the most effective
contribution to the countries in which we live."
 

Summary 
 7. Ask a trainee to summarize what they learned from this

10 Min. 
 session.
 

Materials: 
 .Flipcharts on Host Country Extension System, Step #12, 
e.g.,
 
system hierarchy, abbreviations.
 
.Handout IV - 12 - A: Working Within the System 

Trainer Notes: 
 1. Have host country trainers or officials give the orienta
tion to the Host Country Extension System, Step #2.
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DISEASES AND AGNS sOF DISEASE 

Time: 2 1/2 hr. 

Goals: 1..To examine the effects,.of. some,,of the. major diseases and: 
agents of diseaseiwhkiexistin the .host country. 

2. 	 To'explore the causesp., commonw symptoms, transmission pro
ceases, and possible prevention,strategies for these
 
diseases.
 

3. 	 To assess in a cultural context the relationship among 
causes of diseases and their logical treatment and preven
tion.
 

Overview: 	 Trainees are given an opportunity to take a look at some of 
the major diseases and agents of disease that are found in 
developing countries Particular attention, however, is paid 
to the diseases which are found in the geographical regions of 
the 	host countries In addition, the trainees in small groups
 
explore the causes, common symptoms, and possible prevention
 
strategies for these diseases in a cultural context.
 

Activities:
 

Time: 

Goals 	 1. Trainer,opens this session by summarizing the goals.5 Min.... 	 . 

2.' 	Gives a brief introduction which focuses on the differ
ences between diseases in the U.S. and those overseas.
 

Possible introduction: "All of us at some time or
 
another, have been exposed to disease. As children, most
 
of us battled with measles, mumps, and chickenpox, not to
 
mention numerous sore throats, colds, and the flu. In
 
most cases these diseases did not create for us any seri
ous problems. Why? Well, one factor is the environment
 
in which these diseases exist. That is, in America most
 
of us come from a modern, clean, and comfortable situation
 
in which malnutrition, unsanitary living conditions, in
testinal parasites, and other factors which contribute to
 
the occurrence of disease do not exist. However, in many
 
environments the situation is much different. In develop
ing countries where poverty is often widespread and the
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Presentation 

30 Min. 


Processing 

20 Min. 


Orientation' 

to Teams 

5 Min. 
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conditions described above are coimon, disease problems 
are usually serious. It is important for those of us 
planning to work overseas to be knowledgeable about the 
variety of diseases and agents of disease which exist in
 
the 	areas where we will live and work. 
In this way, we
 
are better prepared to understand disease, to deal with
 
the factors which influence disease occurrence, and to
 
help others deal with them.
 

During the next half hour you will have the opportunity to
 
see the symptoms and effects of particular diseases which
 
exist in the developing world. It would be helpful for
 
you to pay particular attention to the interplay of fac
tors which cause these diseases to exist and spread."
 

3. 	Trainees watch Unseen Enemies or Water: 
 The 	Hazardous
 
Necessity, the Center for Disease Control slides, or
 
locally available overviews of diseases and agents of
 
disease.
 

4. 	Lead a brief discussion about what waspresented. Possible
 
questions for discussion include:
 

.In general, how do you feel about what you saw in the 
presentation? Were you surprised, alarmed, horri
fied? (Encourage trainees to express their fears 
concerning the diseases they will be exposed to in 
the 	field).
 

.In general, what factors would you say contributed to
 
the occurence of the disease in the presentation.
 

.With these factors in mind, what kinds of actions/

activities/interventions/strategies might be effec
tive in preventing the diseases presented?
 

5. 	Explain that during the next step, the trainees will have
 
the opportunity to further investigate the above ques-

Lions. Divide the training group into teams and explain
 
the following process:
 

,rom the presentation, you should now be familiar with at 
Least some of the common diseases which exist in the 
leveloping countries. What are we going to do now is take 
i closer look at a few of the diseases which are found in 
:he geographic region of the host country. 

Cach team is to select one of the diseases which is found 
.n the geographic region of their host country from Hand
out V - I - A: List of Major Diseases and theirGeoraph
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ical Areas of Endemicity. Using the Beneson book; "Where 
There is No Doctor", and other available reference . 
sources, you and your team will examine in detail the
disease which you have chosen and discuss the relevant
 
facts about that disease as a group. Then you are to

develop as a group, a graphic illustration (on newsprint)

of the transmission cycle of the disease. 
This cycle

should include the major causative factors of the disease
 
and how it infects human beings. In addition, each group
will decide on possible intervention points in the cycle

where the disease transmission process could be inter
rupted and the disease prevented. Emphasis should be

placed on those actions which volunteers can take to best
 
ensure that they will not contract the particular disease.
 
Each group should also be prepared to describe how they
arrived at their transmission cycle and their particular

preventive strategies.
 

Team Work 6. The trainees work in their teams for 45 minutes.
 
45 Min.
 

Break 
 7. Trainees take a break.
 
10 Min.
 

Sharing of 
 8. Reconvene the group and facilitate a group discussion of
work on 
 the diseases the groups have chosen. 
With the transmisdiseases 
 sion cycles posted in front of the group, ask a spokesper20 Min. 
 son from each group to explain the major components of
 
their group's trahsmission cycle as well as the points in
the cycle where the group determined it would be appropri
ate to intervene. Encourage the other groups to comment

and make suggestions. 
Possible questions to facilitate
 
discussion include.
 

.Do you see any similarities in these transmission
 
cycles? 
How about the points at which the transmis
sion processes may be interrupted?
 

*Can we make any generalizations about the way

diseases are transmitted and the factors that
 
influence the transmission Drocean?
 

Su.mary 9. 
Focus the group on what they have seen, heard, and done
10 M n. 
 during this session. Facilitate this discussion with the
 
use of the following questions: (Major points are re
corded on newsprint.)
 

*Has what you have seen and heard in the last few

hours given you any further insights into diseases
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and agents of diseases? (NOTE: Agents of disease
 
are actually the disease causing organisms whether
 
they be a protozoa, amoeba, bacteria, a virus, etc.)
 
If yes, what kinds of insights? If no, why do you
 
think not? Do you feel that these insights will help
 
you in the field?
 

*From who.t you already know about conditions in your
 
host country, how may you best begin to prepare your
self to avoid contracting a serious communicable
 
disease during your volunteer tour? What can you do
 
to begin this process now during training? What are
 
some of the daily habits which you will need to begin
 
practicing while living or traveling in developing
 
countries?
 

.Handout V - I - A: List of Major Diseases and Their Geo
graphical Areas of Endemicity.
 
,Control of Communicable Disease in Man by Beneson
 
.The Film Unseen Enemies or Water The Hazardous Necessity
 
.Center for Disease Control slides; 16 mm projector; slide
 
projector; newsprint; markers
 
.Where Is No Doctor, Werner
 

(NOTE: The film Unseen Enemies is available from the Shell
 
Film Library, 1433 Sadler Circle West Dr., Indianapolis,
 
Indiana 46239. The film presents an overview of some of the
 
major diseases in the developing world including leprosy,
 
yaws, malaria, schistosomiasis, filariasis, etc. An alternate 
film, Water: The Hazardous Necessity, is available from the 
United Nations Audio-Visual Information Center on Hu'.an 
Settlements,.2206 East Mall, University of British Columbia 
Campus, Vancouver, B.C. Canada V6T IW5. This film examines 
several of the major water-borne tropical diseases and the 
economic and social conditions which allow them to flourish. 

Slides dealing with arthropod-borne encephalitis, diptheria,
 
tabies, plague, anthrax, desert fever, malaria, leprosy,
 
rubella, cholera, etc. are available from: Center for Disease
 
Control, Bureau of Training, Institutional Systems Division,
 
Teaching Resources, Atlanta, Georgia. It is recommended that
 
three or four -opies of Beneson's book be available for group
 
discussion if each individual volunteer is not given their own
 
copy.
 

1. 	This session is intended to give the trainees a brief in
troduction to the kinds of diseases that they may encoun
ter as volunteers. Experience has shown that this is a
 
primary concern of new PCV's and therefore this session
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coeons near the 	beginning of Basic Health Training. Further, 	this session is also intended to be a foundation for
Skill Group V's Session #2 on PRACTICAL SKILLS. The.
rationale is that once the trainees see the major diseases
that exist in the developing world and also realize that
these diseases can be prevented, they have a good basis
for 	understanding the importance of acquiring practical

skills in health maintenance.
 

2. 	 Again, trainees should be encouraged to express theirfears and misgivings about coming into contact with coamunicable diseases. 
It should also be emphasized that these
diseases can be avoided if
one is careful and adheres topreventive practices. 

3. 	 Start the process of finding a source of information ondiseases in Step #3 early, perhaps during Staff Training*If films/slides are unobtainable, local medical peoplesuch,as the Peace Corps Medical Office may be able to givea lecturette with pictures from text books.
 

4. 	Another idea is to start this session with a 
pretest,
assessing trainees' prior knowledge of the diseases.
 

Questions should stimulate trainees' interest in diseases
they may know nothing about. Examples of pre-test ques
tions are:
 

I. 	Mulching: 
 Match the vectors with the appropriate

health problems which follow:
 

1, Bacteria - B 
2. Virus - V 
3. Fungus -F 

4. Internal parasites 
(living in the body) 

5. Externalparasites 
I 

(living on the body) - E 
M__alaria 
S__.cabies 

__.Warts 
._._.Syphllis 

_Sores with pus
.___Amoebicdysentery
 

"
 II. T or False 

_Antibiotics nave no,errect on illness canad'hv A 
virus. 

Poor nu,...,,.. _u ,cause,Durninx or.numbneas.,1ft th. 
feet.- ..... 
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Iti. ±uiiechoice. - Circle.correct ,answers. 

hich of the following s not an infectious 
disease?
 

.A Athlete's foot 
B. 	 Mumps 
C. Earache 
Do Goiter 
3. 	 Hayfever 

2 	 Circle the steps womn should ta to avoid,,a 
vaginal infection.' 

A. 	 Wear cloth underwear 
B. 	 Douch regularly 
C. 	Maintain a proper diet and regular rest
 
D. 	 Periodically take tetracycline 

[V. Essay questions: 

A neighbor of yours comes to visit you in the even
ing. He shows you two painful swellings on his leg. 
One has broken open and is oozing pus. The other is 
large, and quite hard to the touch, yet your neigh
bor asks you for medicine which is not locally 
available. What do you recommend instead to help 
ehse your friend's pain and reduce the risk that the 
infection might spread? 

A test like this could also be given as a post test
 
after the last Health Skill Group Session, and could
 
be used as an evaluation tool.
 

Resources: oBeneson, Abram S. Control of Communicable Diseases in Man,
 
12th edition, 1975, American Public Health Association, 1015
 
18th St. NW. Washington, D.C. 20036, available from I.C.E.
 

.Health Resource Material for Peace Corps Volunteers,
 
available from I.C.E.
 

Werner, David. Where There Is No Doctor, available from
 

*Health Education: A Study Unit on Fecal-Borne Diseases and
 
Parasites, ICE.
 

.For more ideas and information about this lesson plans, see
 
the Basic Health Training Guide (Draft), Office of Program
ming and Training Coordination, Peace Corps Washington, Core 
Curriculum Resource Materials, particularly pp. 80-88. A 
final version of this manual will be available from I.C.E. 
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PRACTICAL SKILLS FOR .HEALTH MAINTENANCE 

Time: 2 hrs. 55 min. 

Goals: I. 	To determine the reasons for purifying water; to practice.
 
purifying water through boiling and the use of chlorine
 
and the use of iodine.
 

2. 	To understand the need to eat foods which are free of
 
disease causing organisms; to practice cleaning fruits and
 
vegetables.
 

3. 	To examine basic personal hygiene and dental hygiene
 
guidelines; to practice hygiene with limited water sup
plies.
 

4. 	To understand the reasons for and methods,of hygiene dis
posal of solid waste and excreta.
 

5. 	To acquire a basic understanding of immunology and the
 
immunizations required to prevent disease while living
 
overseas.
 

6. 	To examine the Peace Corps health kit in relation to its
 
uses for prevention and cure.
 

7. 	To practice utilizing extension techniques in teaching
 
others practical skills for health maintenance.
 

Overview: 	 In the preceding Health Skills Group Session #1 the trainees
 
had the opportunity to learn the common diseases and agents of
 
disease which exist in the host country. They have also been 
made aware of possible preventive measures to avoid getting
 
these diseases. This 	session makes use of a mini-workshop
 
format to provide the 	trainees with an opportunity to practice
 
a number of practical 	skills directly related to the preven
tion of illness and disease, and the maintenance of a positive
 
health status. More specifically, trainees will learn more
 
about and/or practice 	purifying water, using medicines to deal
 
with disease, basic personal and dental hygiene practices with
 
limited water supplies, basic information concerning solid
 
waste and excreta 	disposal, and basic information about immu
nology and the immunizations required to prevent disease liv
ing overseas. This session can be related to Ag Extension
 
session such as Method Demonstrations and Field Day, and per
haps be incorporated with them.
 

- 133 



Activities:
 

Time:
 

Linkage 
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1. 	Mention that in the previous session the trainees learned
 
about some of thediseases in the host country as well as
 
ways of preventing these diseases. Explain that during
 
this session we will focus on some practical guidelines
 
and skills concerning personal hygiene and health prac
tices while in the host country. Outline the goals of the
 
session on newsprint.
 

.2. Explain that the goals will be accomplished through the
 
use of a mini-workshop format:
 

The training group will be divided into six groups, and
 
each of these groups will begin the session by participat
ing in different mini-workshops which will be conducted at
 
six different locations or stations in the training site.
 
For example, one group is assigned to a kitchen for a
 
presentation on purifying water, another group meets in a
 
classroom for a presentation on how and why to use the
 
medicines in their Peace Corps health kits, and another
 
group meets outside for a presentation on solid waste and
 
excreta disposal. (NOTE: Add or substitute areas that
 
would be more appropriate for the training group).
 

The initial mini-workshop sessions are conducted by a
 
trainer or resource person whose role is to:
 

*Explain the goals of the mini-workshop !.n terms of.
 
learning and practicing a practical skill as well as
 
teaching it to others.
 

.Facilitate a short five minutes discussion of how the
 
skill area relates to health maintenance, and ask
 
trainees what information/guidelines they require in
 
order to develop the particular skill as well as be
 
able to teach the skill to others.
 

.Provide the trainees with guidelines in the form of
 
handouts and written information; an actual demon
stration which involves them; or ask questions which
 
help them decide how best to approach the skill
 
area.
 

*Encourage trainees to practice the skills (as in
 
boiling water and cleaning vegetables) or formulate
 
and put into action a strategy for dealing with the
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area (as in how to dispose of garbage In a safe and 
practical way). 

.Offer guidance if requested; draw attention to mis
takes, ask the group to suggest other approaches for 
accomplishing the task. 

The trainer also explains that after these initial presen
tations (approximately twenty minutes) each group will 
rotate and go on to the next station. However, depending 
on the size of the training group, one or two people from 
each group will volunteer to remain at the station in 
order to make the presentation they had just been part of, 
to the next group. In this way, everyone in the training 
group will have made at least one presentation before hav
ing completed all six stations. (NOTE: Trainees should
 
be made aware that they may have to give a second presen
tation, but only after all the trainees have made at least
 
one.) Then, after the volunteers have made their presenta
tion they join the group to whom the presentation was made
 
and continue through the rest of the stations.
 

Mini- Trainees participate in the mini-workshops. Handouts are dis-
Workshops tributed, and a trainer at each post organizes the presents
2 rs. tions. 

Break Trainees take a break. 
10 Min. 

Discussion The group reconvenes and the trainer facilitates a discussiun 
of mini- of the session by focusing on the following questions: 
workshops 
15 Min. .How do the practical skills you have learned and 

practiced today relate to the maintenance of a posi
tive health status? 

.Are there additional skills you feel would be help
ful, that were nat covered today? How might you go
about acquiring those skitls? Where could you find 
the technical information and/or guidelines? 

*Hwdoes knowing these skills help you be a role
 
model for positive health practices in the host coun
try? Is simply incorporating these skills in your
 
own life enough? Or are there situations inwhich
 
you could be a more active "teacher", facilitating
 
local people to learn these and/or other skills?
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..
2Z tincture of iodine, and some fruit and vegetables for
 
..the presentations on water purification and cleaning fruit
 

* and vegetables. In addition, soap, baking soda, tooth
* brush, and a bucket of water would be helpful for the Per

sonal and Dental Hygiene presentation. A summary of mate
rials and equipment that may be needed for each mini-work
shop follows these Trainers' Notes in Handout V - 2 - A: 
Mini- Workshops: (Summary of Needed Materials).
 

3. 	Planning for this session is important. Those making the
 
initial presentations should be encouraged to make use of
 
appropriate health education tools such as: 
 flipcharts,

demonstrations, flannelgraphs, etc. In addition, it is 
suggested that they sunarize key points such as an intro-. 
duction/rationale for the presentation, ways in which the 
practical skill may be communicated to others, ways to en
courage local involvement, etc. This will serve as an ex
ample for the trainees who volunteer to make succeeding 
presentations.
 

49 	 It would be helpful to stress to the presenters that al
though the information presented is basic, it is neverthe
less important for personal health maintenance. As much 
practical "hands on" experience as possible should be in
corporated and emphasized.
 

5. 	 The presenters should be discouraged from preaching to the 
trainees. Instead they should be encouraged to work with 
the other trainees in developing the skill as well as how 
to communicate it to others. This is especially important

for areas such as Personal and Dental Health. The guide
lines are not intended to be hard and fast rules to fol
low, but suggestions as to how to maintain good personal

and dental health. Therefore they should be communicated
 
as such.
 

6s 	 An important point to be made is that trainees must rea
lize that their health in the host country depends a great
 
deal on their ability to take care of themselves rather
 
than becoming ill and having to be take care of.
 

7. 	This session offers rich responsibilities for integration

and cross-referencing with other sessions, e.g. Agricul
tural Extension Skill Group IV Session; #6 METHOD DEMON-

STRATIONS, Session #7 ADULT LEARNING AND TEACHING, Session
 
#8-11 FIELD DAY SESSION, Community Analysis Skill Group
II, #8 IVDEPENDENT RESEARCH OF ICE RESOURCES. This ses
sion and the ones above can be incorporated and presented
 
together.
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Resources: 
 oPeace Corps, HostCountry, Health Handbook 

,Werner,.WhereThere is No Doctor, pp. 131-148 

.Health Resource Material for Peace Corps.Volunteers, ICE 

.Health Education: A Study Unit on Fecal-Borne Diseasaies -and
 
Parasites, ICE
 

eCoimnity Health Education Lessons, ICE
 

.Health and Sanitation Lessons, ICE
 

.Health and Sanitation Lessons: Visual Aids, ICE
 

.A Program for Health Education Related to Water. ICU
 

.Audiovisual Communication Handbook, ICE
 

.Visual Aids: 
A Guide for Peace Corps Volunteers, ICE
 

.Hilton, David. Health Teaching: Stories, Drama, Song.

Available from Learning Center, MAP International, P.O. Box 
50, Wheaton, Illinois 60187 

For additional insights and sources of information, refer to 
the manual from which this lesson plan was taken.. Basic
Health Training Guide (Draft) Office of Programming and Train-
Ing Coordination, Peace Corps/Washington, Core Curriculum Re
lource Materials, pp. 89-106.
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AsIC NUTRITION CONCEPTS 

Time: 1 hr. 55 mm 

Goals: 1, To introduce the concept of "good:nutrition.
 

2. To explore the basic nutritional needs of people.
 

3. To-identify the nutritive value of categories of food.
 

Overview:. 
 This session will focus on basic nutrition concepts, classifi
cation of nutrients, and the characteristics of a nutritional
 
diet. Trainees will examine their personal eating habits and
 
daily diets in relation to nutritional needs, and discuss how
 
their eating habits may change while living overseas.
 

Activities:
 

Time:
 

Introduction 
 1. Introduce the session by mentioning that for the most of
 
5 Min. us "good nutrition" is not a new concept. We hear and
 

watch debates about the use of chemical additives in food;

the dangers of junk and fast foods; and we remember well
 
our mothers concern that we "clean up our plates" and "at
 
least eat a taste of your green vegetables". But despite

the concern about "good nutrition" that we have been ex
posed to, how many of us actually pay close attention to
 
what we eat? 
This is an issue that deserves some atten
tion since our food habits and diets will change radically
 
once we are overseas. 
And after all, the quality of food
 
which we take into our bodies determines to a great extent
 
the quality of life we have.
 

During this session we are going to examine this area of 
"food and nutrition" and hopefully begin to make prepara
tion for maximizing our nutritional intake as PCV's. 

Goals 
 2. Summarize the goals of the session listed on newsprint.
 
5 Min. 

Discussion on 3.-
 Introduce this step with the following: "In order to bet
food groups 
 ter understand the concept of "good nutrition" and how

10 Min. 
 this relates to us personally we are going to take a look
 

at our personal eating habits and daily diets. 
First how
ever, let's take a look at food in general." Facilitate
 
discussion around the following questions: (Answers writ
ten on newsprint).
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*What "are nutrients? What' are"the major nutrients 

found .in'foods?
 

.What are the important functions'of these nutrients?
 

'We may-classify food in term of the functions of the 
nutrients contained in them. For example, meat contains
the nutrient, protein. 
Proteins are important for the re
pair and building of tissue in our bodies. Therefore,
 
meat may be considered a body building and repair food.
 
Similarly, cereals and grains contain the nutrients, car
bohydrates. Carbohydrates are primarily concerned with
 
the use and storage of energy in our bodies. Therefore,
 
cereals and grains can be considered energy foods. To
 
illustrate this classification graphically, let's look at
 
the following table": (Table is posted on newsprint).
 

Three Main Food Groups
 

Group I 
(Protective Foods) 

Group II 
(Energy Foods) 

Group III 
(Body Building and Repair Foods) 

fruits and 
vegetables 

cereals, grains, 
starchy roots, 

meat, fish, poultry, eggs 
milk, cheese, and yogurt 

extracted oil, 
beer and wine ___ 

provide water, contain high contain a high

minerals and amounts of 
 percentage of protein.

vitamins carbohydrates
 

and/or fats ._._ 
 _ 

"As you can see, food falls .into one of three groups

depending on the major nutrients they contain. Okay you
 
say, but what does this have to do with me? Well, perhaps

it would be helpful if all of us took about 10 minutes to
 
recall what we have eaten and drunk in the last twenty
four hours and place each of these foods in the group to
 
which it belongs. Then we'll be able to see what major
 
nutrients we are getting."
 

24 Hour Diet 4. Distribute Handout V - 3 - A: Description of the Three
 
Recall 
 Main Food Groups and instruct the trainees to recall all

20 Min. of the foods and drinks they have had in the last twenty

four hours and place them in their respective food groups. 
Trainees complete 24-hour diet recall.
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with Handout 

20 	Mn. 

Small Group, 

Discussion 

20 Min. 


:Large Group 
,Discussion 
20 	Kne. 
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5. 	 Distribute Handout V - 3 - B: Requirements, Tables, and 
Lists of Nutrients & Foods and ask trainees to compare
what they have eaten and drunk during the last 24 hours to 
the nutrients and calories that an average person should
 
get in a day.
 

6. 	 Divide the training group into small groups to discuss 
their individual findings. Possible questions to facili
tate the small group discussion include: 

.In 	which food group did most of what you ate and 
drank yesterday fall?
 

.Uas yesterday a normal day for you in terms of what 
you 	ate? Were you tired, sluggish, energetic? How
 
do 	 you explain this? 

.Were there any surprise in what you found to be the 
'major nutrients that you got yesterday? 

.Where were you deficient? Where were you in sur
plus? 

-NOTE-.. It may be interesting to have each of the groups 
plot on a graph where the individual group members 
found themselves in terms of being average, above 
average, or below average in relation to their 
daily nutritional requirements for yesterday.
These graphs could then be compared in the large 
group. 

7. 	 Reconvene the training group ana facilitate group discus
.9sion around the following questions: 

.What nutrients seemed to appear most in your group's
24 hour diet recalls? Were there many similarities? 
Differences?
 

.In general, how did most of the group members do? 
Above average? Below? Any graphs for comparison? 

,Did this exercise help you at all? How? If not, 
,what, might, be more worthlile to you? 

4Do you see ways that you might be able to increase. 
the amount and kinds of nutrients you take in? How? 

eWhy do you suppose this concern for "good nutrition" 
is especially Important for those of us, who plan to 
live and work overseas? 
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.What myedone, nowl, during traiiningi to ensure that 
you get the maxi immnutritional intake from yourdiet? 

Summary 
15 Min. 

8. Wrap up the session by remarking that: "As we saw from 
examining the diets, some of us are getting all the neces
sary nutrients we need and some of us are not. The Impor
tdnt point however, is that we begin to understand what 
nutrients our bodies need to function well, because the 
foods which contain these nutrients are likely to be much 
different than the ones we are used to eating stateside. 
And In order to remain healthy and productive we will have 
to identify these nutritious locallv-avAflablm fnndn" 

Materials: "Newsprint/chalkboard, markers/chalk
.Handout V - 3 - A: Description of the Three Main Food 

Groups 
*Handout V - 3 - B: Requirements, Tables, and Lists of 

Nutrients and Foods 

Resources: .Jelliffe, Derrick, "The Human Diet" in Child Nutrition in 
Developing CountriesAID, 1969 (available from Superintendent 
of Documents, United States Government Printing Office).
 

.Lappe, Francis Moore, Diet for a Small Planet. New York: 
Ballantine Books, 1975. 

.Werner, David. Where There is'No Doctor. pp. 107-130 

.Nutrition Handbook. Peace Corps Ivory Coast, 1979 (copies

available from ICE)
 

.Shack, Kathryn, ed. Teaching Nutrition in Developing'Coun
tries, Heals for Millions Foundation, 1977 pp. 114-123
 

.The manual from which this lesson plan was taken: Basic 
Health Training Guide (Draft), Office of Programming and 
Training Coordination, Peace Corps/Washington, Core Curricu
lum Resource Materials, pp. 107-117, available from I.C.E.
 



Time: 1 hr. 

Goals: 


Overview: 


Activities:
 

-Time. 

-Introduction 


5 MU 


Brainstorm 

10 Min. 


Sharing HCN 

Preconceptions 

15 Min. 
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PERSONAL SUPPORT:WITH STABILIZERS 

55 min. 

1. 	 To become aware of poseible discrepancy beteen one' 
self-cinception as .an Amrican vs. Host Country 

viws of' Americans.National's 

2. 	To.-identifyv personal support stabilizers.
 

•Used in the past.
 

,Functional and non-functional at the trainiAg site 
and' eventual placement. 

•Previously unknown that may be at their placements.
 

This activity starts the trainees thinking and feeling about
 
how to adapt to another culture. The trainer first touches on
 
views of Americans. Their stabilizers are explored through a
 
reading, a skit, and brainstorming.
 

It is assumed that trainees have already completed the
 
Approaching Living in a New Culture: A Workbook for Cross
 
Cultural Transition, put out by OPTC, Revised September, 1981.
 
Future cross cultural adaptation sessions involving more ex
plicit practice of adaptation skills are briefy previewed.
 

1,. 	State goals,. Review work done in Cross Cultural .Workbook,
 
specifically the concept of culture shock.
 

2. 	Ask trainees to brainstorm a list of adjectives that they
 
would describe themselves as Americans to Host Country
 
Nationals. Record these on a blackboard or flipchart.
 

3. 	Share preconceptions HCN's have of Americans and Peace
 
Corps Volunteers. Some of the preconceptions should be
 
critical e.g., All Americans are rich. Americans dance
 
spastically, etc.
 

"
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Processing 4. 	Ask "How do these preconception make you feel?" Ask
 
10 M n. 	 trainees to keep In mind that they might run into more
 

critical attitudes toward Americans overseas. The
 
trainer could relate personal experiences as appropriate.
 
Relate experiences from the Live-In, if appropriate.
 

Introduction 5. "Now, let's explore ways you can cheer yourself up when
 
to Stabilizers you feel lonely or homesick or under stress". Bring up
 
15 Min observations you've made of trainees to bring them into
 

the topic of stabilizers. For example: "Hey Mary, I saw
 
you jogging this morning. Do you do that everyday?"
 

6. 	Distribute and ask trainees to read handout V-I-A: Per
sonal Stabilizers. Or these ideas can be presented in a
 
lecturette.
 

Reflection 7. 	Ask trainees to think back to times during the past six
 
10 Min. 	 months when they experienced stress. What did they do to
 

make themselves better at those times? Recall the Cross
 
Cultural Workbook Section 3 in which you identified per
sonal lows on the graph.
 

8. 	Ask trainees to share their stabilizers with each other.
 
List them on the blackboard or flipcharts.
 

9a 	 Ask trainees to look for stabilizers in the following
 
skit.
 

Skit 10. 	 Two trainers mount a skit, showing two PCV's meeting at a
 
15 Min. 	 restaurant: One who is still relying on American stabi

lizers (imported beer, imported food, voice of America
 
sports broadcasts, American music, wearing western
 
clothes, has no HCN friends), while the other PCV has
 
adopted local stabilizers (drinking local beer and eating
 
local food, has a HCN boy/girlfriend, has lots of HCN
 
friends, knows a lot about and likes local music, wearing
 
local dress, etc).
 

Process 11. 	 Ask "what different stabilizers did you see for each PCV
 
Skit 	 in the skit?" Trainer adds them to the list of previously
 
5 Min. 	 identified stabilizers. 

Classify 12. Ask trainees to consider which stabilizers listed are
 
Stabilizers appropriate to use at the training site (circle these),

10 Min. which will be appropriate at their volunteer site (under

line these), and which will not be appropriate (cross
 
these out). The trainers can add opinions on the appro
priateness of the stabilizers based on their own experi
ences.
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New 
Stabilizers 

10 Kin. 


Closure 


10 	in. 

Materials: 

Trainer*Notes: 


13. Point out: country specific stabilizer. that traiuees have 
notw listed on "the board, e.g., chewing kola nuts In West 
Africa. 

14. Recall session goals. 
Ask a trainee to summarize the 
session. The following points could be covered: 

-Becoming aware of ways I support myself emotionally. 

-Seeing new possibilities for maintaining my own per
sonal support at my site. Ask if stabilizers can 
help trainees during the Live-In. Point forward to 
future session in which other community adaptation

skills will be practiced: saying no, dealing with 
ambiguity, non-verbal communication. 

'..Handout V-I-A: Personal Stabilizers 
.Props for the role play - bottles of HCN beer can of impor'ed 

American beer 
HCN music and player 
HCN clothing
HCN street food-peanuts, esAcks 
Bowling bag
American clothing: Boston Red Sox 
cap, alligator shirt, 3 ring binder 
.Lallof training handouts, etc. 

.Approaching Living In a New Culture: 
A Workshop For Cross

Cultural Transition, OPTC, PC/Washington, Revised September,
 
1981. 

1. 	 The two trainers putting on the role should practice this 
before the activity, moving quickly through the 	examples
of different stabilizers:
 

-beer 
-food
 
-friends
 
-sports
 
-knowledge and appreciation of music
 
-clothes
 
-dancing styles (HCN 
vs. U.S. new wave or
 
punk style).
 

2. 	 In step #6, the ideas can be presented by having trainees 
read Handout VI - 1 - A, or the trainer can prepare a lec
turette based on the main points contained in the handout,

depending on the style of the trainer as well as the 
group.
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3. 	Alist of new stabilizers that may be found at the
 
trainees sites should be identified by the trainer before
 
the activity. These country specific stabilizers should
 
be gleaned from RPCV's, HCN's, etc.
 

4. 	By introducing this session as the first cross cultural
 
adaptation session, it is assumed that trainees have al
ready .completed the Approaching Living In a new Culture:
 
A Workbook for Cross Cultural Transition Workbook in a
 
CREST or CAST. If trainees have not completed the work
book, allocate five hours of the schedule for trainees to
 
work through it.
 

Another activity that could be included before or in con
junction with this session is a cross-cultural simulation.
 
If trainees have not experienced them in a CREST or CAST,
 
Batcheler and Werner's "The Albatross (from Beyond Experi
ence: The Education Approach to Cross-Cultural Education:
 
The Experiment Press, Brattleboro, VT, 1977, pp. 131-136,
 
or a CAST or CREST manual), or the game Bafa Bafa (from
 
Gary Shirts, Simple II, P.O. Box 910, Del Mar, CA 92014)
 

5. 	 A good time to schedule this session is right after the 
start of the Live-In, when trainees may be very interested'
 
in personal support skills.
 

.:Resources: .Cross Cultural Training for Peace Corps Volunteers, OPTC,
 
PC/Washington, December, 1981, Core Curriculum Resource
 
materials.
 

.Beyond Experience, The Experiential Approach to Cross
 
Cultural Education, Batchelder and Werner.
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DISCOVERING HOW-;TO SAYNO 

Time: 1 hr, 55 mmin. 

Goals:. 1. To discover skills you currently possess in saying no and to 
expand your repertoire of negative response tactics* 

. °To discuss thepersonal security and self-maintenance that 
saying no can bring to cross-cultural living, especially in 
situations where one can easily feel not in control. 

3. To assess the consequences of saying no in cross-cultural 
situations.
 

Overview: 	 Volunteers have often experienced situations where they were un
able or unwilling to say no, for example when one is offered
 
something to eat or drink in a cross-cultural situation and the
 
food may look health threatening.
 

People who are unable to deal effectively with "no-saying" often 
end up feeling powerless and victimized and, in fact, tend to 
withdraw from situations where they might potentially be asked to 
do something they don't want to do. 

This session deals with the issues that "no-saying" raises and
 
alms to increase and sharpen people's skills at doing so.
 

Activities:
 

Time:
 

Introduction 1. Review session goals and do linkage with prior session on
 
5 Muing stablizers and counselling: This session points out
 

another important skill in maintaining your own stability.

Being able to say no is an essential life skill for every
day living, both in other cultures and at home.
 

Lecturette 2. Introduce the importance of assessing situations and
 
10 Min. determining acceptable and individually effective ways of
 

-aying no. Key points to make:
 

-Sometimes, in 	another culture, it's hard to say no to
 
people who we perceive as more powerful (more knowl
edgeable) or to whom we want to relate over a long
 
time in order to do our work (such as community
 
people, co-workers, supervisors)* Or, we simply do
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Examples' 
10 Hi. 


Brainstorm 

In-Country 

Situations 

10 Mn. 


Small Role 

Plays 

40-60 Min. 


SKILL OUP VI 
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not 	know what to do and to avoid offense we don't 
want to say no. 

-To be able to say no helps us mintain a sense of our 
own stability. It can keep us from feeling helpless 
and "victimized" by the culture. 

-Knowing we can say no frees us to engage more active
ly in everyday life situations.
 

3. 	Ask the group for one or two examples of situations they
 
have :encountered when they either did say no or tried ,to 
say no. 

.-What kind of.situation was it?
 

-What tactic(s) did you use'to.say no (e.g., humor,
 
bluntness, evasion, etc.)
 

-How effective'were you?
 

-What felt good about saying no and what didn't?
 

-What did you think the consequences would be? What
 
were they?
 

(These questions should be posted on a flipchart or on a
 
chalkboard or given out as a handout).
 

4. 	Mentioned that "you have seen a few situations and the
 
variety of skills and tactics you have used in saying no
 
so far. Let's add some more situations to the list which
 
you have not yet encountered, but expect to. Let's list
 
some of themup."
 

(Put this on a flipchart)
 

"Possible In-Country Situations"
 

5. 	Role Play: Divide the group into small groups of Group
 
5-6 people with a host country staff member or trainer.
 
The following role play situation involves a volunteer
 
Peace Corps trainee playing him/herself and a host country
 
person (preferably played by a host national trainer). A
 
volunteer is selected from the group. Ask which situation
 
the participants would be most intereted in working with
 
from the list of possible no saying situations developed
 
in steps #3 and 4.
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In managing the role play, choose the situation first. 
Then, the host country trainer and the trainee play out 
the 	situation (e.g., Ato Yusuf, you have met Joe, the 
volunteer, at a wedding celebration; you like him and 
during dinner offer him the eyeball from the sheep that
provides the main food for the dinner; it is a great deli
cacy). The trainee ts to be him/herself. Physically sep
arate these two so they are in front of the small group, 
or in the middle of a fishbowl. Begin the role play. Let 
this go until the issue seems played out. Ask the pro
cessing questions in the following order. Hake certain 
that you ask the last two processing questions as that
 
will help the two role players "de-role."
 

6. 	Processing questions
 

-What was the no-saying skill and tactic being use? 

-How effective was the strategy?. 

-What possible consequences might result to the Volun
teer? To the HCN? 

-How ,did you (to volunteer) feel?, 

-How did you (to host national).feel? 

746 	 A sample role play that you might develop out of the situ
ations generated in #4 is as follows: 

Volunteer: Your counterpart has borrowed money from you
 
for the past three months. You feel taken ad
vantage of, and are feeling onlow your finan
cial resources. She got paid yesterday, and
 
yet 	here she is asking for another loan.
 

Host National: Your inistry bureaucracy is a year behind 
in your salary payments. An uncle of yours
has just started working in the head office, 
so you hope he will rectify this. You really
 
appreciate the assistance of the PCV, who
 
doesn't charge exorbitant interest like money

lenders. The salary payment you received yes
terday has already gone to pay back debts, and
 
this morning you have heard one of your aunts 
died, so you need to help pay for the funeral
 
arrangements. You hope the PCV can help you
 
one 	more time. 
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Full Group 8. Bring the full group together, ask people what they
Wrap-up 
 learned from this session. After recording some represen20 Min.. tative responses, ask for ideas on how this could be used
 
duritig training? Volunteer service? 
Ask the group what
 
has been most important for them in the session.
 

9. 	Ask "In what ways will observation skills help in dealing

with.no-saying situations?"
 

How 	about information-gathering skills? 
What are some of 
the other skills you have learned in other parts of the-:,
training program which could be of help here? 

Closure 10. Go back to original goals - check for goal attainment. 
5 Min.
 

Trainer Notes: As you discuss these role plays, if should be made clear that
 
we are not looking for a set of do's and don'ts about saying

no in the culture. The point is that there are all kinds of

possible situations in which one may need to say no; that how
 
we say no depends on what works effectively for an individual

in a given situation; (e.g., humor may work well for you, but
 
not 	me): And that we can learn new ways to say no which may

work better than others in the culture; and that role plays
 
can 	help give people practice at learning these new ways.
 

'Resources: 
 .This lesson plan is taken from the Core Curriculum Resource
 
Manual Cross Cultural Training for Peace Corps Volunteers,

OPTC, Peace Corps/Washington, December, 1981, pp. 41-45,

available from I.C.E.
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DEhLI- VITH AMBIGUITY 

Time: 2 hrs. 

Goals: 	 1. To iaencZy Msile and a 'range of.behaviors which can be ued 
for dealing with ambiguous situatio n'In tercilt-ural, elt- : 
tinge. 

2. To assess skills and expand your repertoire of skills for 
dealing with ambiguity. 

Overview: 	 In cross-cultural living, one often finds oneself in situations 
where it is difficult to interpret what is going on. One may re
ceive information or data from different sources which is con
flicting. A situation will arise where there are several possi
ble choices for action and there appears to be no clear "right"
choice. 
 Dealing with ambiguity is a part of cross-cultural liv
ing. In many situations however, the ambiguity causes people to 
become impatient, frustrated, or angry. This often leads to rash 
actions, which one later might regret, or one may sharply with
draw from acting altogether when faced with ambiguity. If one
 
realizes that there are a variety of responses which can be used
 
in ambiguous situations, some more successfully than others, and
 
if one can learn to recognize that this is a "normal" occurrence
 
and learn not to react in exaggerated ways in those situations,

then it is easier to live cross-culturally. This session pro
vides trainees 	with a framework for expanding existing skills,

and developing 	new ones, while increasing awareness of the range

of useful responses.
 

*Activities: 

Time: 

Introduction 
 1. State the goals of the session and fit then within the con
10 Kin, text of the other comunity adaptation "everyday life
 

skills". 
Introduce the rationale of the session, mentioning:
 

.We do encounter ambiguous situations at home, but since 
we usually understand more of the rules, we probably can
 
deal with them more readily and encounter fewer ambigu
ous situations in general.
 

*Give some examples of ambiguous situation and possible
 
responses, perhaps drawn from observations of trainees
 
in the trainting program.
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4.It is not necessarily important which one we,uses but
 
how effectively our behavior works for us in ambiguous
 
situation and how appropriate our present responses
 
might be In another culture.
 

.We now want to give you the opportunity to identify some
 
of the ways your currently respond to ambiguous
 
situations.
 

Analysis of 2. Iujtruct the group to reflect over the past few weeks and to 
Situation Ident.ify a situation where they had to deal with ambiguity.
10 Min. 	 Trainer should provide one example, either use the one listed 

below or, more preferably, one from your recent life In
country. Ask them to find at least two situations. For each 
situation write down following (for yourself):
 

Situation 	 How I dealt with it 
 Tactic Used
 

Acting Director ap- Waited, Ignored * withdrawal 
pointed in office. Old situation; joked * humor 
director has new job at with old director; * confronts
higher level still gives finally confronted, tion 
me instructions without
 
telling Acting Director.
 

Discussion 3. Discuss.your findings with someone sitting next to you; help

in pairs each other (using communication skills) to define wuiat kind
 

of tactic worked and didn't work.
 

..
Large Group 4. In the full group, ask for examples using the following ques-
Sharing tions. Take five or six examples. 
10 Mn. 

-What was the situation you chose, and what made it par
ticularly ambiguous for-you? 

-What tactics did you see or use?
 

Note the range of responses and whatever else seen signifi
cant-especially note the reasons that situations were ambig
uous, and the range of tactics uaed. Also, you might ask
 
what kinds of tactics did not work well for people.
 

Forming 5. "Now that we have a sense of what people commonly use to 
small deal with ambiguous situations, let us look at some situa
groups tions which have happened to people before in cross-cultural
 
5 Mm. 	 living and see what you might do." 
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Small Group 

Discussion 

20-30 Min. 

Large Group 

Discussion 


10 Kin, 


Role plays 

and 

discussion 

30-40- Min. 

SKILL OUP VI.. 
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Distrlite handout I- 3 - A, Case Situation 1 mid ton the 
group into: stall study-discussion groups of four or five 
people. Instruct the group to read the case study. 

6. 	Ask the group to discuss the follming questions: (Put ques
tions on a chart or hand them out.) 

-What you would do in'the situation. Eow would you deal 
with the ambiguity? 

-What ightibe the consequences of your response? 

-Are there any particular tactics which you feel will 
work better than others in this situation? 

7. 	Bring the group back together. Ask for sample responses to

the questions from different groups. 
Meep the discussion
 
moving.
 

-What kinds of responses did your group come up with? 

-What night some of the consequences be?
 

-How do you think your response would work at your PCV
 
placement?
 

8. 	Ask a member of the group to volunteer to try out a discus
sion with the polceman using one of the responses from the 
group discussed in 17 above. 

Ask an RCN staff member to play the policeman. Instruct the 
policeman to do (say) one of the following:
 

-Ask to see the PCV's license. 'If he/she does not have
 
one, gently but firmly insist that you need to take him 
to the local police station to fill out the proper 
forms. 

-Tell the PCV that she must pay for the damage to the car
 
now before she can go.
 

-Hug the PCV and laugh a lot, no matter what the PCV says
(obviously finding the language usage of the PCV very.
funny without theMPCV knowing it). 

-Others appropriate to the culture in which your training 
is takins vlae. 
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9. " Discus'e the. role play in,._thei full group with some of, the fol
lowing iquestion~sV
 

-What. do you think was happening between the PCV and the 

policeman? 
-What" was' the tactic used 'b thePCV? 

-Did , it, appear to be successful? 

-Ask the PCV how she/he feltin the situation. Ask him/ 
her if they would respond that"way again? 

-Ask the group how they might handle the situation dif
ferently. If someone has an interesting response let 
him/her try it out in the same role play: i.e., when 
someone says, "Well, I would have done it differently," 
the trainer then says, "Why don't you try that out." 

10. 	 Instruct the HCN policeman to react differently, perhaps 
using one of the other responses. This will provide a new 
set of problem to react to and will not reinforce the stere-

Il__
otype that . 11 ... I------- --- -.....

play.
 

11. 	 Discuss the second role play using the same questions, or add 
questio'is which seem relevant. 

In the discussion of these role plays, we are not trying to
 
establish that there is a list of do's and don'ts which may
 
be the "right" way to respond in "the culture". We are try
ing to establish that each person has ways to identify and 
respond to ambiguity, and that each person must find or adapt 
what works best for him/her self... and try out new ways. 

Individual 12. Ask the group to take a few minutes to develop a personal 
writing plan for dealing with ambiguity by writing down the answers
 
reflecting to'the following questions:
 
10 Mi.
 

What 	 responses do I do well now? 

I would like to learn to: 

Ask the group to reflect on different kinds of ways people
 
use to deal with ambiguous situations e.g., Identifications 
of a 	situation, observation, use of humor, etc). Ask ,lhat 
was the most useful thing they learned in this section. 

Materials:, Handout VI - 3 - A: Case Situation #1
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Trainer Notes: 1,,1*
'When doing a quick sharing In large groups (e.g. step #4),

do not take one whole report out from one group. Rather,

take a response to one question from one group, then move to

another group for another response to the same question,

then to another. Compare and contrast responses. Ask if any
 
groups have anything to add to that question. Then move to
 
another question and do the same thing, perhaps starting

first with groups that have not contributed yet.
 

2. 	In Procedure #8, #9, #10, and #11 do the role play once,

then discuss it, then (if you can) get someone else to play

the role of the PCV and redo it. 
You can do this once, or
 as many times as you think will be useful, or that will
 
maintain interest within the group. 
This should be reason
ably fast paced after the first one, with the discussion
 
focusing on ways in which new role players use to handle the
 
situation.
 

3e 	 The point of this situation (in #8, #9) is not at all tied 
to driving, auto licenses, and so on-rather it is intended 
to portray an ambiguous situation. If you wish, rewrite the
 
situation so it is set in your country, and is a situation

that this group of volunteers might actually face when they

finish training.
 

4. 	Examples of ambiguous situations (for step #1, #2) include:
 

-Everybody is laughing and you don't know why;
 

-You're in a conflict with a co-worker and three people

tell you to do something. Each piece of advice is dif
ferent; 

-Your-landlord has promised to paint the walls in your

.,house. You have asked him three times. 
 Each time he
 
smiles and nods profusely and says yes. The house goes
 
unpainted.
 

5. 	 Examples of responses to ambiguous situations (step #1, #2) 
include: 

-To 	laugh and make jokes
 

-To 	act out in anger
 

-To 	gether more information
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'-To witihdraiw 

-To wait and see, calmly 

-ToCry and look"/helplesa 

-To ask for help 

-To suspend the need to know 
Resources: 
 .This lesson plan is taken from the Core Curriculum Hanual Cross

Cultural Training for Peace Corps Volunteers, OPTC, December,
1'981, pp. 51-59, available from I.C.E. 
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NON-VERBMCO JCA!_ON PART I
 

Time: 60 in. 
,Goals: 1".. some patterns of non-verbal comrncation in ourTO identify 

own and the host country culture.'
 

2. To identify some Implications of non-vrbal coimnication for 
cross cultural effectiveness.
 

3.. To develop a workable definition of non-verbal commenia-

Cion.
 

Overview: 
 More is communicated non-verbally about relationships than any
other way. The "tone" of a communication between people In the 
relationship dimension is communicated non-verbally. Messages
like: 'I like you', 'you frighten me', 'I'm happy' are communi
cated more by facial expressions, body language (posture), proxi
mity, touching, and eye movement than by words (except for tone 
of voice or inflection which is similar to a non-verbal message).
As well, the emotional content of a message is usually communi
cated non-verbally. The following exercise is used to demon
strate this and address the goals above. It is structured by

opening with a quick fun-like game which is "guess what I am try
ing to tell you non-verbally." 
 This is followed by a discussion
 
of non-verbal communication, working towards a definition with
 
the group. Finally, an observation task is structured with two
 
parts: A) partners make a committment to observe each other for
 
a week to gain knowledge of how non-verbal communication works
 
with each other; B) and an observation process for considering

how non-verbal communication works in the local community or host
 
country culture is set up. This session, which is brief, Is then
 
followed up a week 	later with the opportunity to examine what
 
people have learned about non-verbal communication, both with 
other Americans and in its host culture.
 

Activities:
 

Time:•
 

Climate 
 1. Open the session by stating that "We're going to try a game,

setting 
 the meaning of which we will discover later, trust me." The
 
gae 	 game is structured rather like charades, except that one ay
10 Kin. 	 not use charade-like signals (such a spelling with the fin

gers or using word conventions). Ask the group to form 
pairs, and give each person a message on a piece of paper
(see list below), then tel. the group that they have three 
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then tell the group that they have three minutes to try to
 
.get the message across without using words. They cannot
 
write, spell, or talk. The trainer keeps track of the time.
 
After the first three minVtes, switch so that the other per
son can try it out also. A sample list of messages follows
 
(you may add your own but the message should include either
 
an emotion or communicate something about a relationship, as
 
well as try to give a message about a thing.)
 

Messages (written out on slips of paper):
 

."I'm angry because the elephant sat on my lunch." 

."I'm happy because your dog stopped barking." 

.'I'm frustrated because you never listen to me." 

."You can't understand me, and this frightens me.o" 

."Im surprised at your youthful appearance." 

.1"I like you and want to be your 
 "iend°"
 

.1"1 am weak (and submissive)-and you are,strong (and 
dominate)." 

."I don't like not being able to talk." 

Processing 2. After the non-verbal experience, gather group reactions 
15Mmn which lead into the goals and lecturette below by asking: 

-What was that like for you? 

-What -was-easy about it? (i.e., what part of the message 
could you get?) 

-What was difficult? (i.e.,what parktof the message 
couldn't you get1?) 

Lecturette 3, Share goals of session. Provide overview of the two part 
10 M n. non-verbal session as spelled out in overview. 

Build a lecturette out of group experience: 

-How many of you know about non-verbal communication? 

-What is it? Give me some examples, 
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-What does non-verbal comunication Communicate?. 

-How aware are you 	of your own non-verbal avevgesf 

As people answer these questions, write down the aome on a
flip chart and examine them with the group. 
At the end, the
 group and the trainer should arrive at a 
vrrking definition
of non-verbalco.~unication which they can test out during the
 
next week with each other and the host culture. (Ifthe
point about relationships and emotional content does not come out, the trainer should probe the group to find out what is
really going on in non-verbal communication.) 

Choosing 4. Ask the group to choose up partners for the purpose of
Observation 	 "observing each other" for a one week period in order to
Partners 
 learn more about non-verbal communication. The task is to10 Min. 
 "watch each other" during the week whenever possible and
notice how the other person uses non-verbal communication.
At the end of a week, the same pairs will meet during Part IIof this session, to both provide each other feedback on what
they do and to draw some generalizations from the experience

about how people from our culture communicate non-verbally.
 

Task of 
 5. Assign everybody an additional task of observation and note
Observation 
 keeping by asking them to watch what kind of non-verbal com10 in. 	 munication occurs during the week with people in the local
 
community or host country. 
Give them a list of the following
categories to use in their observations (and explain that
they need not be limited by these categories). Ai them tokeep notes for the discussion next week. Categories of
observations that can be used for both observational tasks
 
are as follows:
 

-Body language: Posture, use of body
 

-Proximity: 
 hat is the social distance people use; how

close, do they stand, do they touch? 

-Facial expression 

-Hand gestures 

Ask if anyone has any additional categories they can think of 
right now. 

Closure 6. 	 Ask the group if they have any questions about the tasks.
5 Kin.: Close by telling them that the session is really in progress

for the next week and that this Is just a beginning. In thenext part we will process the experience and discuss what 
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they have learned about non-verbal 'comunication from the
experience. Relate this session to #7: FARMERS LEAMNIN 
STYLES (Skill Group IV, Step #3) for a practical use 'of non
verbal communication. 

Materials: .Messages written out on slips of paper. 
oFlipchart
 

rrainer Notes: This session relates to the FARMER LEARNING STYLES Session, #7, 
Skill Group IV. Bring this out as appropriate. 

lesources: .This lesson plan is taken from the Core Curriculum Training 
Manual Cross Cultural Training for Peace Corps Volunteers,

OPTC, December, 1981, pp. 58-61, available from I.C.E. 
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NON-VERBAL COMHUNICATION, pART II 

Time:. 50 min. 

Goals: 
 See goals in session #4, (Skill Group VI): Non-Verbal COMMUNI-
CATION, PART I.
 

Overview: 
 This is essentially a "processing" session designed to discuss, generalize, and apply the experience accumulated by the
trainees in 
one week of observing non-verbal behavior, both
with each ot' ar and in the culture of the host country. The
format iP -aigned to allow participants to talk over their experiences, give each other feedback on what they saw each other
doing, discuss observations of the host culture, and arrive at
 
some working assumptions/generalizations about how non-verbal
communication may be similar or different with Americans and
host country people. This information can be used in related
Agricultural Extension Sessions (e.g.. #7: 
 FARMER LEARNING
 
STYLES).
 

Activities:
 

Time:
 

Overview & -. 
wo set the climate, ask people how it went in the non-
Goals 
 verbal observation task. 
Any funny things happen? Re5 Min. 
 state the goals of the session and give the purpose of the
 
session as stated above in the overview.
 

Partner 
 2. Ask the group to form into the same pairs that have been
Feedback 
 observing each other for the past week and spend a few
10 Min. minutes telling each other what they observed each other
 
doing in terms of non-verbal comunication during the time.
This should serve as a way for individuals to gain insight
into how they use non-verbal processes in ways which they
 
may not be aware.
 

Large Group 
 3. Bring the group back together and draw out some generalizadiscussion 
 tion from the experience of observing each other by asking
15 in. the following discussion questions (list up major points on 
a flip chart): 

.Did any of you learn anything new about yourselves? 

What?
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Small group 
discussion 

10 Min. 

Large group 
discussion 
closure 
10 Min. 

Materials: 


Trainer Notes: 

Resources: 

.Is there anything about non-verbal communication, in
general, that you have learned from this experience. 

• ,Do.es there seem to be anything about the way Americans 
use non-verbal communication that we can say in rela
tion to use of proximity, use of hands, facial expres
s body language?sions, 

4. 	 Now ask the group to form small groups of 4 or 5 and spend 
a few minutes discussing what they observed about the host 
country people's use of non-verbal communication. Small 
discussion groups of 4 or 5 will allow maximum "airtime" 
(you may wish to keep the full group together as another 
option to save time). Ask the group to consider. each area 
of observation and list on newsprint or record their find
ings. 

5. 	Read over the lists (on newsprint) and analyze any trends. 
Hold a discussion by asking: 

,Is there anything you find that is-common in the 
-culture in the way people use non-verbal communica-

tfion? 

.How might you compare the way, the people use 
non-verbal communcation with the way you all do? 

.Is 	 there anything about all,of this that you applycan 
to your work' as volunteers? Can this help you commu
nicate with farmers? 

.Fli~chart (step #3)
 

Relate the observations of non-verbal cmmunication in this 
session to session #7: FARMER LEARNING STYLES (Skill Group 
IV), particularly in this session, step #5. 

This lesson plan is taken from the Core Curriculum Training 
Manual Cross Cultural Training for Peace Corps Volunteers,
 
OPTC, December, 1981, pp. 67-68, available from I.C.E.
 



S9ILL GROUP VII
 
£0OWMIT! ORGANIZING 
SESSION 1l, P. 1 

COMMUNICATING SKILLS
 

.Time: 1 hr.
 

Goals: 1. 	 To identify. communication, group mantenance, and taok
 
oriented skills exhibited and obserived, by trainees.
 

-2. 	 To reflect upon and generalize skills that will :be useful 
at PC placements. 

Overview: This session's aim is to learn about communication skills. Anemotional topic of discussion is used to draw out trainees'
 
behavior related to communication. 

By prior arrangement, a few selected trainees observe the com
munication during this discussion and take notes for later re
view and discussion by the group. Use of handouts,and obser
vation forms is made as a technique to get the ideas and defi
nition across to trainees without lecturing.
 

Activities:
 

Time:
 

Give Handouts 1. (Before the session give Handout VII - 1 - A: Group 
to a few Maintenance Oriented Behavior Worksheet to two trainees, 
trainees and Handout VII - 1 - B: Task Oriented Behavior Worksheet 

to two other trainees. And give Handout VII - 1 - C:
 
Observer's Worksheet to two other trainees. Finally, give
 
Handout VII - 1 - D: Task Oriented Behavior Group/Main
tenance Oriented Behavior to each of them. Ask the
 
trainees to observe the group discussion at the beginning
 
of the session, and ,note when they see any of the behav
iors' on their worksheet for later sharing with the group.
 
Clarify any questions the trainees have about the behav
iors, or what is expected of them.)
 

Distribute & 2. At the start of the session, distribute Handout VII - 1 
read handout E: On U.S. Volunteers and ask trainees to read it. 
10 Min. 

Group 3. Ask trainees what their reactions are to this handout. 
Discussion Mention that tit was once given to a trainee to challenge 
15 Min. his joining the Peace Corps. Step back and let group dis

cussion come out.
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Filling out 	 4. After the discussion has gone on a while, intervene and
self rating 
 explain that the purpose of Handout VII - I -	 E was toforms serve as a discussion starter. State the goals of this5 Min. session. Ask that further consideration of the handout be 
postponed until after the session. Distribute Handout VII
- I - F: Communication Skills: Self Rating Form to
 
everyone and ask trainees to fill it 
out. Explain that

this is a sort of 	Pre-test, to be used as a self evalua
tion form, not a training evaluation. Explain that at

the 	end of the training (Session #1, Skill Group VIII):
'LAST RITES", they will have an opportunity to fill out
this self rating form again and see if their self rating
of their communication skills has improved. Collect Hand
out VII - I - F after everyone has filled it out. 

Sharing of 	 5. Distribute Handouts VII - I - A, VII - I - B, 	VII - I -Observations 
 C, and VII - I - D to everyone. State that some trainees
15 Min. 
 had these before the session and they filled them out
based on their observations of the group. Ask these sixtrainees to share their observations of the behaviors with 
the group. 

Reflection 	 6. the "IfPose question, you 	all had the discussion to do5 Min. 
 over again, how would you improve the communication?"
 

Generalizing 
 7. 	Ask if the ideas in Handout VII - 1 - D are clear to5 Min. everyone. 
Ask 	if these skills would be useful when work
ing with HCN's at your PCV placement. 

8. 	In closing, ask that trainees apply the behaviors and
 
skills brought up in the session in future training ses
sions and discussions. 

Application 	 Give positive reinforcement to those trainees 	who exhibited
& Summary positive group maintenance behavior, took oriented behavior,5 Min. 	 and listening behavior. And thank the six trainees who 

observed the group. 

Materials: 	 .Handout VII 	- 1 - A: Group Maintenance Oriented Behavior 
Worksheet
.Handout VII - 1 - B: 
 Task Oriented Behavior Worksheet
 

•.Handout VII - 1 C:- Observer's Worksheet
''Handout VII  1 - D: 	 Task Oriented Behavior/Group 

Maintenance Oriented Behavior
.Handout VII  1 - E: On U.S. Volunteers 
*Handout VII - 1 - F: Communication Skills: Self Rating Form 
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Trainer Notes:- 1. This session calls 
starts, contacting 
them. 

for a lot of work before the session 
six trainees and getting handouts to 

2. Confer with other trainers for possible discussion 
starters (to take the place of Handout VII - 1 - E: On 
U.S. Volunteers). Another Handout could be substituted, 
or another issue that has come up in training could be 
discussed. For example, discussion topics could be: 

-Use of chemical insecticide 
is better than non-chemical 

to control insect pests 
control methods. 

-The future castration of the little piglets and goats 
by trainees is a needed training activity. 

-Slaughtering rabbits, chickens, pigs, goats, for 
Livestock sessions and to do post mortems by trainees 
is a worthwhile learning experience. 

-Critical incidents between community stembers and 
trainees, e.g., local football players living on the 
same dorm floor as trainees and playing loud music 
all the time, or local gays approaching trainees in a 
shower. 

3. The trainer may wish to read pp. 164-175 from J.D. 
4.Ingall's A Trainer's Guide to Andragogy for ideas and 
background information. 



SKILL GROUP VII 
COMMUNITY ORGANIZING 
SESSION #2, P. 1 

DECISION'MAKING 

Time: 1hr. 50 min.
 

Goals: 1. To choose a type of decision and then-make one in a group 
•decision-making process. 

2. Identify the steps in a decision-making process.
 

Overview: 
 This activity builds on the preceeding Communications session 
#1, in which the group dealt with harmonizing, gate-keeping,
compromising, and other group interaction skills. The
 
trainees recall previous decisions, and the characteristics of
 
those experiences. Through handouts and a small group of
 
decision-making exercises trainees learn about decision
making blocks, and different types of decisions available to

trainees as facilitator's tools, and the different phases or 
steps involved in a group decision-making process.
 

The trainees are asked to practice decision making in future
 
training activities.
 

Activities:
 

Time:
 

Recalling 
 1. Ask trainees to identify what group decisions they have
 
prior 
 made already, e.g. how to share information from the con
decisions 
 munity analysis and Live-In exercises, decision on what to
 
10 Min. do for the scale model demonstration (IV:4). "What types
 

of decisions were they?" List types of decisions on board
 
or flip chart. Ask "Did the group go through any steps or 
phases in making decisions?" Write down any suggested

phases on a flip chart.
 

Handout and 2. Distribute Handout VII - 2 - A: The Decision-Making Pro-

Session Goals 
 cess and have trainees read it. Share goals of the sea
10 M. sion. If desired a lecturette could be prepared from the
 

Handout and the trainer could present the main points in
stead of having trainees read them.
 

Forming small 3. 
Post a list of issues to be decided. Ask trainees to form
 
groups and groups of 10-12, and choose a topic from the list that
 
choosing topic 
 they would like to decide. Ask the group to choose a
and leader leader, a recorder, etc. Give the leader Handout VII - 2
10 Min. - B: Observation Sheet for Decision Making and Handout 
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VII.- 2 - C: A Group Decision-Making Model, and ask them. 
or 'someone in the group to record their observations of 
the group on the observation sheet. Mention that the 
groups will have 35 minutes to reach a decision. 

The list of issues could include: 

-What can we do to help organize the Live-In 
activity?
 

-What T-Shirt design does the group want 'to coeo
rate training? 

Ask if there are anyquestions. 

Small group 4. Small groups make decisions. Circulate among the small
decision groups, making observations of the phases in the decision
40 Min. making process that the groups are going through. 

Distribute 5. Reform large groups. Distribute Handouts VII - 2 - B and
handouts VII 2 C to rest group.- - of the Allow time for trainees 
10 Min. to read them. 

Sharing of 6. Ask the group to share decisions made, and what type of
observations decision it was. Ask process observers to share their
 
15 Min. observations of blocks and facilitating roles played In
 

the group. Trainer adds her/his observations. 

Review 7. Ask what phases the group went through. Do they corre
phases 
 spond to the phases described in the Handouts? Or to the
 
10 Min. phases you identified in step 1? (refer to flip chart
 

posted with suggested phases).
 

Review 8. Ask trainees if this session met its goals. In closing,
goals summarize the blocks to decision making, and the types of 
5 Min. decisions available to trainees as extension work tools.
 

In subsequent group activities, the trainees can practice
these facilitating group work skills, so that they can 
help groups of farmers reach decisions. 

Materials:.... .Flip chart of suggested phases, step #1. 
.Handout VII - 2 - A: The Decision-Making Process 
.A list of issues to be decided, step #3 
.Handout VII - 2 - B: Observation Sheet for Decision Making 
,landout VII - 2 -. C: A Group Decision-Making Model 
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Trainer Notes: ;. -The Types of Decision" list at step #1 could include:
 

-Appoint a dictator
 

-Hajority vote
 

-2/3 majority vote 

"Consensus meeting
 

-Delegating to a committee:
 

-Let everybody decide on their own
 

2. 'The information contained in Handout VII - 2 -A: "The 
Decision-Making Process can be presented to trainees 
either as a reading or a lecturette, depending on the 
style of the trainer and the group.
 

3. Solicit from other trainers topics or issues that could be
 
decided by trainee. These topies can be put on the list
 
of issues presented to trainees in Step #3.
 

Resources: 
 The Handouts for this session are from A Trainer's Guide To
 
Andragogy, Its Concepts, Experience, and Application, Revised
 
Edition, May, 1973, by John D. Ingalls, from U.S. Government
 
Printing Office, Washington, D.C. 20402, Stock Number
 
017-061-00033-0. (In 1979, the cost was about $4.00). Of
 
particular interest will be pp. 38-44, and pp. 140-146.
 



SKILL GROUP VII 
COMMUNIT! ORGANIZING 
SESSION #3, P. 1 

ORGANIZING SKILLS
 

Time: 2 hr. 

Goals: 
 1. To identify examples of !ople acting-according to their 
personal interesto and of selecting and training leaders.
 

2. To practice the,skillof identifying a person's mainper
sonal interest. 

3. To identify leadership functions and .steps in training a
leader while decreauing dependence on the organizer. 

4. To draw up a skill transfer timeline.
 

This session is divided into two parts: 
 the first part examines personal interest and how you find out what it is.
After a reading, the trainees play a game of asking farmers

what their personal interest is. This game should be fun.
 

The second part of the session explores transferring responsibility to local leaders.After a reading, trainees are asked to

become aware of the transfer of responsibility going on in the
training. 
Then they draw up a timeline showing when they
would transfer leadership functions to local leaders at their
 
placements.
 

Activities:
 

Time:
 

Introduction 
 1., State goals and review activities of the session.',
 
5 Min..
 

Handout .2. Distribute Handout VII - 3'-A:, .PersonalInterest. 
Ask

5 Min., 
 trainees to read it.
 

Examples 
 3. Ask if there are any questions about the handout. 
 "Have
of self 
 you ever seen people acting according to their personal
interest 
 interest? Amongst yourselves, on the Live-In ...
?" "Now
5 Mine we're going to practice finding out someone's personal
 
Interest."
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Introduction 

of Personal 

Interest 

Game 

15 Min. 


Personal 

-Interest' Game 

30 Min.
 

Break 

10 Min. 


4. 	Introduce the "Personal Interest Game". 
 In this game we
 
put a distinguished panel of extension workers against
 
typical farmers. The object: Through questions and
 
guesses the panel determines the personal interest of the
 
farmer, e.g., "Is anyone most interested in getting enough
 
money to buy a radio?"
 

If the panelist guesses the farmers' personal interest the 
panelist receives a culturally appropriate prize, e.g., a 
kola nut in West Africa. 

Trainers play farmers and get a brief description of their 
main personal interest before the session. Typical
descriptions could be: 

'You, Foday Osman, are interested in. being thought of 
as a head farmer like your brother in the next vil
lage."

"You, Nancy Kee-Pao, wish you didn't have to spend 
three hours a day getting firewood instead you would 
like to devote more time to your crafts that you sell 
to get your children's school fees." 

"You, Miguel Hernandez, are interested in going along
 
with what the local priest says".
 

The game works by each panelist asking a question in turn. 
If a personal interest is guessed, then a new farmer coImes 
up to be quizzed. Similarly, new trainees to be panel 
members can be brought in at this time. 

If appropriate, after trainers have role played being the 
farmer a few times, trainees can receive the personal
interest description, and try their hand at beinga 
farmer. 

Ask if there are any questions before startig Solicit 
'five trainees to be panelists., 

5. Play: the Personal Interest Game". 
. 

6. 	In announcing the break, ask trainees to reflect on Hand
outIII- 2- B: A Peace Corps Extension Worker. 
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Linking 
personal 
interest to 
transferring
responsibilit) 
5 in. 

7. Ask how easy it was to determine someone's self Interest? 
Comment on the diversity and number of personal interests 
brought up by the game. 

Ask trainees to remember Handout III - 2 - B: A Peace 
Corps Extension Worker. "Did the PCV in the narrative 
identify farmers' personal interests? What did she do
with this information?" Bring out that she used personal
interest as the motivation and key to transferring respon
sibility. 

List 
leadership 
roles and 

functions 
10 Min. 

8. Ask trainees what leadership roles they expect to fill et' 
their posts. List these on a flipchart. (Refer to Hand
out IV  2 - A: Extension Worker Roles and Their Implica
tion for Ideas). 

Ask "What leadership functions are involved in each role?" 
List these next to their corresponding role on the flip
chart. 

Finally, ask how trainees would transfer their leadership
functions to counterparts or local leaders? State that
drawing up a skill transfer time is a useful technique. 

Skill 
Transfer 
Timeline 
15 Min. 

9. Ask if the trainer has transferred skills to trainees in
the training program. Share examples or skill transfer 
from the program. 

.Undercover the .ollowing trainer-trainee skill transfer 
time-line written on a flipchart. (For a 6 week pro
gram.) 

1st week: Trainees learn about 'skials and needs of 
the group. 

2nd week: Energetic trainees help trainer organize 
the resource center (or library) for other 
trainees. Trainees help in logistic 
arrangements for the Live-In and Extension 
Worker Visit. 

3rd week: Precocious trainees lead small group dis
cussions. The fours is to build up their
skills to the point where they can run an 
activity on their own. 

4th week: Precocious trainees serve as 
assistants for extension and 
in which they have expertise 

training 
tech sessions 
(e.g., health 
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Summary 

15 Min. 


and nutrition). Tasks are handed over to
 
trainees, e.g., planning Community Meetings

Evaluation Meetings, Field Day, shopping

trips and social events. 

5th & 6th week: Trainees lead activities they have volun
teered for, while trainer fills advisory
 
role.
 

10. 	Ask trainees to draw up a skill transfer timeline for the
 
leadership functions listed on the board in step #8.
 

11. 	 Check the trainees skill transfer timelines. Share the
 
following graphical representations of skill transfer on
 
a flipchart.
 

Responsibility For Work. , 	 farmer
 
• evelopment
 

1 year 	 2 years 

Responsibiliity For trainee 
Learning traini 

~~r!nrainer
 

12. 	Mention that in addition to "working oneself out of a 
job", the aim of a PCV is to put into practice the taoist 
idea of actively doing nothing.. That is that the PCV, as 
local people can take on more responsibility, actively 
starts transferring more responsibility to them until the 
PCV might seem to be doing nothing (from an outsiders' 

*point 	of view). While in truth, the PCV isworking hard
 
ensuring that he/she does not take any responsibility that
 
could be handled by local people. Refer to the different
 
helping styles mentioned in session #4: Skill Group II.
 
Ask a trainee to summarize what they accomplished in the
 
session. 

Ask a trainee to sumnarize what they accomplished in the
 
session.
 

Distribute Handout VII - 37-B: Transferring Responsibil
fty. For later reading. 
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Materials: I .	 ,Handout VII  3 -	 A: -Personal Interest 
.Prizes for the Personal Interest Game (step #5)
.Desriptions of a farmers' personal interest (given to
trainees before the session).
-Long table for panel of extension workers.

.Flipcharts for leadership roles, functions (step #8):
.Flipchart with skill transfer timeline on it (step #9)
.Flipchart with graphical representation of training/develop
ment skill transfer (step #11) 

- B: Transferring Responsibility•Handout VII - 3 


Trainer Notes: 
 1. 	 For step #4-5, make up enough appropriate personal inter
est descriptions for typical farmers before the session,
eind 	 give them to. t~a trainers who will be role playing th4 
first farmers. 

The 	Personal Interest Game can be good entertainment. 
Tim
 
more hams around, the better.
 

Determine a culturely appropriate prize for the Personal
 
Interest game.
 

.2. A different way to place the Personal Interest game is to
ask each trainee to think of a personal interest that theyobserved a local farmer to have (from the Community Analy
sis exercise Live-In, or Extension Worker Visit), andwhich is 
a reason to farm and a reason for either adopting

or not adopting agricultural innovations. 
After trainees
have all thought of one, have them stand up. 
The trainer
 
will then try to guess all the various kinds of personal
interest she/he can, in rapid-fire fashion. 
 The 	trainees
 
are 	to sit down if the 
trainer mentions their personal interest. 
Another trainer or trainee can be writing all the
personal interests cited on a blackboard or flipchart.
The object thus is for the trainer to have everyone sit
down, while the trainees think of different personal interests that stump the trainer. This form of the "Per
sonal Interest Game" need take no longer than 20 minutes,
when the trainer has gussed all or a majority of the per
sonal interests (of steps #4-5).
 

3. 	 Adapt the trainer-trainee Skill Transfer graph (thetrainee-trainer graph-step #11) to the number of weeks in
the 	training program. 

4. 	This session can be 
cross referenced to session #4: WbRk-ING WITH OTHERS: HELPING (Skill Group III), since bothtalk about how to work with counterparts and local people.The two sessions could be combined if necessary. 
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PROBLEM:SOLVING 

Time: 2 hrs. 

Goals: 
 1. 	To identify steps in a problem-solving process, inclhuuU 5
task'breakdown, assessing resources, motivation, planning,
implementation, and' evaluation. 

2. 	 To practice the skill, of breaking problems down to spe
cific realizable tasks, 

:3. 	 To identify planning techniques. 

4. 	 To link personal interest to the motivation step of prob
lem solving. 

Overview: A Handout on Problem Solving is distributed, after which 
trainees split into three groups, addressing problems pre
sented in Handouts. The solutions and plans the trainees come 
up with are then compared to the model of problem solving pre
sented in a handout. The various steps in the model exare 
plained in a dialogue/lecturette fashion. A final handout is 
presented as a future reference. 

Activities:
 

Time:
 

Introduction 1. Introduce Problem Solving aas method of getting things

10 Min. done. To problem solving we'll break the
learn about con

cept down into smaller steps. In a similar fashion, when 
we address problems we will explore ways to break the 
problems down into smaller steps. Ask what problems have
been solved so far in the program. How were they solved? 

.Did it involve planning? What planning techniques were 
used? Get trainees to share ideas on problem solving.

Refer to problems identified in Skill Group IV's Session 
#2: REFLECTING AND GENERALIZING FROM THE EXTENSION WORKER 
VISIT (Step # 7). 

Read Handout 2. Distribute Handout VII - 4 -A: Problem Solving and have 
10 Min. trainees read it. 
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Orientation 3. Ask the group to split into three smaller groups for a 
to the Small problem solving exercise. Ask each group to organize it-
Problem self to solve their problem. State that small groups will 
Solving have 30 minutes to work with their problem.
 
Exercise
 
10 M n. State that each small group could deal with the following
 

questions:
 

-What is the problem? 
-Why? 
-Causes?
 
-Possible solution?
 
-How would you implement your solution?
 

Ask if there are any questions.
 

Distribute Handout VII - 4 -B to the first group, Handout 
VII - 4 - C to the second group, Handout VII - 4 - D to 
the third group, or choose a problem identified on the 
Extension Worker Visit (Session #2, Skill Group IV).
 

Small Group 4. Small groups work with their problems.
 
Work
 
30 Min.
 

Large Group 5. Reform large group. Ask small groups to share their
 
Sharing results:
 
15 Min.
 

-Problem.
 
--Analysis (why?)
 
-Solution.
 
-Implementation.
 

,Draw out the common elements of each small groups' 
approach. Ask if the differences in the amount of infor
mation presented in the handouts affected their plans. 

Task 6. By engaging in dialogue with trainees, clarify each step 
formulation .in a problem solving process and make sure they understand 
step what is involved in each step. 
10 Min. 

Steps to be covered and related to the trainees' own small 
group problem solving approaches are lettered below: 

A. TASK FORMULATION: Perhaps trainees could break down 
what happened in joining Peace Corps and getting to
 
the training site. Joining Peace Corps may seem like
 
a long complicated accomplishment. But let us break
 
down this big task into small ones and stroll down 
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Step 

5 Min 

Motivation 
Step 

5 Min. 

SKILL GROUP VII 
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memory lane: What did you do? Possible task formula
tions include: 

,Back before Peace Corps entered your life you
wanted to go abroad/make money/help peple/quit 
your job--A lot of reasons

.You thought about different ways of doing those 
things.

-Found out Info on Peace Corps and other things.
*Found out apecifics on programmes.
•Researched the countries.
 
.Peace Corps sent a packet 
 of tasks. 
.Had times and places and what to do - doctor, 
dentist, finger prints.

-Talked it over with family and friends, etc. 
*Decided what to do. 
.Got rid of your apartment and dog and all your 
canned beans. 

*Took your extra clothes to your parents' house. 
.Got shots. 
.Plane ticket.
 
.Visited friends and family.

.Went to staging.
 

ASSESSMENT OF RESOURCES/ANALYSIS: "How to do an 
assessment of the resources around that can help you
.solvea problem?" Use Community Analysis Skills. 

MOTIVATION: involves farmers' personal interest. The 
Personal Interests or levers of power in one West 
African culture were the following, in the order of 
increasing power or ability to move people: 

.being right (this is the least effective lever of 
power)
 
.flattery
 
.friendship
 
.bribery
 
.begging
 
.secret society 
•family ties (This isW the most effective lever of 
power) 
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Planning 
Techniques 

D. PLANNING:, possible techniques include-

10 M. Task List, as In the following 

Task 'Who 'When, Where Resources 
Plant 
vegies 

Adama & I Frdy .. Behind. 
School 

'Seed 
Fertilizer 

Line 

Ins truction 

rimeline 

-A timeline is aimed at providing one with a single 
plan of when things should he done or accomplished.
Here is an example from a health extension volun
teer's two week timeline: 

Jan 7 Jan. 14 Jan. 21 

-A timeline does not have to be elabo rate, an e b :i 
level of detail will differ from person to.person. . 
0ne only finds the right level of detail after trying. 
Sit a few times. '.... 

Contingency planning: This technique allow one to • 
think of alternatives if plans don't proceed as they 
are supposed to.* An example follow:" 

"I'm going to give an essay exam in my eighth grade 
English class. So far, the school doesn't have an 
adequate supply of paper, not enough for the four 
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pages per, student I will need. It is supposed to 
come Friday, and,.the test is Monday. What if it 
doesn't come?" 

Contingency plan-

'Do a multiple choice test on the one page per stu
dent paper I already have. 
Ask the students to write answers out on their Own 

paper supply.
 

Buy the paper myself-in the capital cit. 

Find out if any other teachers have spare exam 
paper. 

A contingency plan obviously does not have to be writ
ten, although many people find that writing contingen
cies down helps to sort out the better alternative. 

Last Steps 	 E. IMPLEMENTATION, EVALUATION: These steps involve car5 Min rying out the planning tasks along the timeline, with 
contingencies as needed, constantly checking if things
 
are turning out as planned. 

Feedback 
 7. Ask trainees' feedback on these problkm-solving steps.

5 Min. Are they clear? Mention future training activities in
 

which tra.nees will be able to use problem-solving tech
niques. 

Distribute Handout VII - 4 - E: Management. State that
 
this reading is for future reference, and goes into plan
ning detail to a much greater extent than this session. 

Materials: 	 .Flipchart with goals of the session on it (step 1)

.Flipchart of discussion questions (step 3)
 
.Handout VII - 4 - A: Problem Solving

.Handout VII - 4 - B: Patty Peace Corps

.Handout VII - 4 - C: Situation
 
.Handout VII - 4 - D: Case Study of a Head Bund 
.Flipchart with the task list, timeline, and contingency
planning techniques diagrammed on them (step 6D).

.Handout VII - 4 - E: Management 

Trainer Notes: 1. 	 Problems more timely and appropriate to the training pro
gram should be substituted for the problems presented in 
Handouts VII - 4 - B, VII - 4 - C and VII - 4 - D. The 
more realistic and here-and-now the problems, the better. 
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A more realistic problem for Task Breakdown could be sub
stituted for step 	#6. Such problems could be identified 
by the Extension difficulties group in session #2: RE-
FLECTING AND GENERALIZING FROM THE EXTENSION WORKER VISIT 
(Skill Group IV), 	specifically in step #7.
 

Resources:: 	 Parts of this lesson plan were adapted from The Role of the
 
Volunteer in Development: A Training Manual, OPTC, December,
 
1981, Core Curriculum Training Materials, available from
 
I.C.E., pages 125-134 may give added insight to this session
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SKILL GROUP VII
 
COMHUNITY ORGANIZING 
SESSION #5,P. I
 

OkaGANIZING FARMERS' ORGANIZATIONS 

Time: I hr. 55,mmn.
 

Goals: 1. 	 To share experiences with farmers' organizations. 

2. To identify: 

,What the Farmer can gain from joining together to 
form an organization. 

•-The steps that lead to the formation of a farmers 
organization.
 

.The roles of a PCV in the skill transfer process. 

Overview: This session uses the panel discussion format to share experi
ences with farmers' organizations. Linkage is made with 
earlier related sessions, and trainees prior experiences with 
farms and organizations are solicited. The sharing of infor
mation orally in this 	session isa change of pace with other 
extension sessions. This can be pointed out to trainees going 

to oral cultures.
 

Activities:
 

Introductory 1. 	 Ask trainees to recall earlier sessions #4: PROBLEH SOLV-
Lecturette 	 ING and #9: FIELD DAY PLANNING MEETING (in Skill Group
 
15 Min. 	 IV) "Remember that problem-solving involved determining
 

the little tasks that are part of the solution and then
 
organizing people to accomplish the small realizable
 

tasks. Organizing a community meeting was just problem
 
solving on a larger scale, in which there was a big common
 
problem that needed many people working together to arrive
 
at a solution. Hence, the reason for coming together in a 
meeting was the big problem. 

Well, today we explore a larger form of organizing a farm
ers meeting--organizing a farmers organization. The :prob
lems that were being solved in meetings became recurrent
 
(e.g., yearly demands for fertilizer).
 

Hence, meetings started being held semi-regularly, leading
 

to the suggestion that the farmers make the meeting pro
cess formal and start an organization to help solve their
 
recurrent problems.
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SKILL GROUP VII 
SESSION #5, P. 2 

In a.nutshell we have-just outlined the relationship between problem solving and organizing meetings tO organi 
ing organizations. A y questions'?" 

2. 	 State" goals of session- and give an overview of what will 
happen. 

I.C.E. 
 3. Show trainees the I.C.E. publication, p. 5: Cooperatives. 
Cooperatives ... This packet available from Peace Corps Washington. State

Packet that this source offers greater depth and detail ,on coop
5 Min. . eratives than this particular session. 

Prior 	 4. Ask trainees to share their prior experiences with farmers 
Experiences *. organizations (4-H, FFA, Cooperatives) and what they
15 Min. learned about local organization in the Community Analysis 

exercises during training. 

Introduce 5. Introduce the next step, which is a panel of trainees and 
Panel local people who have organized farmers' organizations.
Discussion 
 They will answer questions on their experiences. State
 
5 Min. that there are about nine questions which will be posed by
 

the 	moderator, starting with sharing basic information 
about organizations. Then, there will be a break, before
 
opening up to any questions from trainees. Any questions

about what is going to happen?
 

Panel 6. Moderator asks panel members questions (posted on news-

Discussion print)
 
20 Min.
 

-What types of organizations did you work with?
 

-How,did the organization you work with get started?
 

Wat are the goals of the organization? 

-What role do you play in the organization? 

-Describe the leader(s) of the organization you work
 
with? How would you explain your relationship with
 
the 	leader(s). Are you "developing" the leadership 

Break . Break. Think of an energizer. 
10 Min. 

Energizer I.-Doan energizer. 
5 Min. 

Panel 	 I. Panel continues answering questions from,the list on a 
Discussion flipchart.
 
Continued
 
35 Min. 
 What did the farmers get out of joining or forming 

your organization? 
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Summary 

5 Min. 


Materials: 


Trainer 	Notes: 


SKILL GROUP VII
 
SESSION #5s P. 3
 

-How are decisions made in the organization?

-Who could call a meeting and who would run it?
 
-What types of projects have the organization taken
 
on? Have they been successful? Why or why not?
 

-What is the greatest problem you had inworking with
 
the organization?


-Moderator opens the discussion for questions from the
 
trainees.
 

10. 	 Ask a trainee to summarize the points that were brought
 
out about working with farmers organizations, and the con
nection 	between problem solving, organizing meetings, and
 
organizing farmers' organization.
 

.11. In parting, ask trainees "Have we formed a farmers' orga
nization here at the training site?"... (of Peace Corps

Trainees and Trainees?)
 

.Flipchart with session goals.
 

.I.C.E.'s publication, p. 5: Cooperatives


.Flipcharts with questions for the panel on farmers organiza
tion. (Step #6) 

1. 	Pick a pleasant place for this panel discussion, perhaps
 
outside or away from the usual training classroom set
ting.
 

2. 	This discussion affords all staff members a chance to
 
share their experiences in a common format and integrated
 
way. 	Gear stories and comments to the host country of the
 
trainees as much as possible. Proverbs and traditional
 
speech patterns would be interesting. Impromptu role
 
plays should be encouraged. Get the list of questions to
 
panel members a day or two before the session, so they can
 
start thinking of concise answers.
 

3. 	Invite local community people with relevant experiences to
 
participate in this session also.
 

.If trainees have relevant experiences, include them on the
 
panel. Certainly a trainee would be able to be the moder
ator of the panel discussion.
 

5. If trainees ask for more time to be spent on this topic

* 	 (e.g. their TAC sheet specifies working primarily with
 

coops5 , the last five minutes of step nine could be used
 
to brainstorm remaining questions that trainees want
 
answered. Then the trainer and experienced trainees could
 
develop further sessions on farmers' organizations.
 

6. 	 Stress that farmers organization can take many forms:
 

-4 -H
 

-Young farmers clubs 

* -Women's organizations 
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SKILL GROUP VIII
 
* CLOSURE
 
SESSION #1, P. 1
 

"LAST.RITES
 

Time: 2 hrs.
 

Goals: 1. 	 To review. and reflect upon the. experiences had all lln 
the training program. 

2. 	To generalize on the experience and indicate different
 
and/or.better ways of training.
 

3. 	TO share highlights and low points'of the program.
 

4. 	 To say fare-thee-wells. 

Overview: This is the last extension component session. Trainees are
 
asked to lead the session, decide what to do in this session
 
(either follow or amend a proposed agenda), and to remember
 
back to what they have experienced in the program. Their ex
pectations of the training are recalled, and self assessment
 
forms retaken and.compared to earlier ones. The group is
 
asked to share their highs and lows to identify the training
 
strategies used in the program, and to come up with recommen
dations on how to do the training better in the future.
 
Finally, the trainer presents some parting words, and a tradi
tional good-bye ceremony is enacted.
 

Activities:
 

Time:
 

Introduction 1. Introduce the session as the last extension'omponent 
' 10 Min. 	 activity. State goals of the session. 

2. Have the trainees 	 choose a session leader facilitator. 

Present 3. Facilitator presents an Agendafor Adoption/Amendment by 
Agenda for the group. 
Approval 
10 Min. Possible Agenda 

A. 	(10 min) Review overall goals of the program and
 
trainee expectations.
 

B. 	(10 min) Fill out Handout VIII - I - F: Communica
tion Skills: Self Rating Form, compare it 
to your already completed form. 
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Follow Agenda 

70 Min. 

SKILL GROUP VIII 
SESsON #1,P. 2 

C. 	 (15 min) Sharehighlights and low points of the
 
program.
 

D. 	(15 uiin)' Identify the trainina stratp v.apIn_thp.
 
Training Program.
 

-
E. (20 Min) How would you do Agricultural Extension,,
 
Worker Training?
 

Follow the "Possible Agenda" or an Amended Agenda proposed
 
by the trainees. 

In Step A, the expectations identified in Skill Group Is 
Session #1: INTRODUCTION TO TRAINING: AN ICE: BREAKER and 
Skill Group II's Session #2 SKILL NEEDS AND RESOURCES can 
be reviewed. 

In Step B, Handout VII - 1 - F: Communication Skills:
 
Self Rating Form is filled out again. The original forms
 
filled out in Skill Group VII's Session #1: COMUNICATION 
SKILLS can now be shared with the trainees. 

In Step D, points to be covered include: 

.Why did we process things so much? (Bring ideas, 
feelings, skills to the level of awareness.) 

.Why did we use the experiential model? (This is a 
way Third World Farmers can learn.)
 

,.Why haven't we asked you to take a list of notes from 
extension component sessions? (Because many farmers 
do not learn by note taking. In such oral cultures, 
how do farmers learn?
 

-Repetition
 

-Dramatization (such as role plays,
 
story telling, etc.)
 

A timeline showing transferral of responsibility to 
trainees up on a flipchart can be shared with trainees,
accentuated by the fact that trainees are running this 
session. An example of a timeline for a six weeks' program
 
is:
 

1st week: Trainees learn about needs and skills of the 
ffrauo. 
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SKILL GROUP1R"VIII 
SESSION #1, P. 3 

2nd'week:: -Energetic trainees help trainer organize the 
resource center (or library) for other
trainees,' trainees help arrange transport for 
Live-In. 

3rd week'. *Precocious trainees lead small group.discus
sions. The main focus is to build. up their 
skills to the point where they can run 'an 
activity on their own. 

4th week: .Precocious trainees serve as training assis
tants for extension and tech sessions in which 
they have expertise (e.g., health and nutri
tioa). 	 Tasks are handed over to trainees, 
e.q:., planning community meetings, evaluation 
meetings, the Field'Day, shopping trips and 
social events. 

5th & 6th 
weeks: 	 Trainees lead activities they have volunteered
 

for, while trainer fills advisory role.
 

Reshare the graph, charting increasing capability on the
 
part of trainees (or farmers) while trainer (or PCV)
decreases direct involvement over a six week (or two year)

period from Step 11, Session #3: "Organizing Skills"
 
(Skill Group VII).
 

Trainers 
 5. Trainer re-assumes lead of the session. Shares what he/
Final Words 
 she learned from the trainees during the program,. The

10 Min. 
 final training report can be shared with trainees if 

appropriate, as a form of feedback to the trainees on how 
they have done.
 

6., Thank.trainees who have worked a lot in the Extension
 
Component. 

7. Ask 	if there's anything left unsaid that anyone in.the 
group wants to express. 

Fare-thee-well 8. A traditional send-off or bon voyage ceremony be.could 
.15 Min. ''done. For example, for West African people, pouring a 

libation. The trainees may have their own ideas ,for a 
parting ceremony/games. Solicit them. 

Materials: Flipchart with session goals. (Step #1)
 
.lipchartwith the Possible Agenda Written on it (Step #3).
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SKILL GROUP VIII
 
SESSION #1, P. 4
 

.Flipcharts from Skill Group I's Session #1. INTRODUCTION TO
 
TRAINING: AN ICE BREAKER and Skill Group II's Session #2
 
SKILL, NEEDS AND RESOURCES with trainees' expectations of the
training program on them.
 
..Handout VII - I - F: Communication Skills, A Self Rating 
Form to each trainee. 
., flipchart with the Time-Line for Transferring
 
Responsibility to trainees posted in step # 4-D
 
.A flipchart with graphs from Step #11 Session #3 (Skill Group 
VII) "ORGANIZING SKILLS" posted in step 4-D. 
.Supplies for a traditional send-off, e.g. for a West African
 
libation--traditional beverages.
 

Trainer Notes: 1. 	It is important that trainees facilitate the greater part
 
of this session, (except for steps 5-8). The trainer
 
should contact a trainee for this role before the ses
sion.
 

2. 	 Flipcharts from previous sessions can be posted around to 
bring back memories of the various sessions. 

3. 	 Replaying of tapes and music used in sessions- could also 
beappropriate. 

4. 	This session could also be incorporated into a-fare-thee
well to the community If desired. 

5. 	 If trainees had gardens with plentiful produce, or many 
animals, the group can be asked how to share the produce 
with the community. 
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Each handout is referenced in the Session Plan in which it is to be used.
 
See Chapter II for Session Plans.
 

Each handout has a three-part reference number in the upper right hand
 
corner of each page. Look at one handout while reading this explanatiua of the
 
numbering system. The first part of the reference number indicates the Skill
 
Group (I, II, etc.), and the second part indicates the Session Plan number (1,

2, etc.). The third part of the handout reference number is a letter (A, B,
 
etc.), which indicates the order in which the handout is to be used in the
 
Session Plan. For example, "Handout III-1-B" means this handout is in Skill
 
Group III (DEVELOPMENT), is attached to session #1 (Introduction to Develop
ment), and is the second handout attached to that session plan.
 

Thus, the numbering system for handouts is:
 

Skill Group - Session - Sequence
 
Roman Numeral Number Letter
 

Skill Group I: INTRODUCTION
 

Skill Group II: COMMUNITY ANALYSIS
 

Session 3: Community Analysis Methods and Strategies
 

II-3-A: Information Gathering Strategy
 

Session 8: Independent Research of I.C.E. Resources
 

Skill Group III: DEVELOPMENT
 

Session 1: Introduction to Developmen
 

III-1-A: Foreign Volunteer Services: A Host National Perspective
 
III-i-B: Assumptions About Developm
 

Session 2: Development Work
 

III-2-A: Case Study
 
III-2-B: A Peace Corps Agriculture Extension Worker
 
III-2-C: Questions for Discussion: Assumptions
 
III-2-D: Effects of Project
 
III-2-E: Different Approaches
 

Session 3: Women In Development
 

III-3-A: The Adverse Impactof;Development On Women
 
III-3-B: Cross Cultural AttItudesi
Ii 
III-3-C: Women of the World: The Facts
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Session 4: 


II-4-A: 


Skill Group IV: 


Session 1: 


IV-1-A: 


Session 2: 


IV-2-A: 

IV-2-B: 

Session 3: 


-IV-3-A: 

IV-3-B: 


Session 5: 


IV-5-A: 


Session 6: 


IV-6-A: 


Session 7: 


IV-7-A: 


Session 9: 


iV-9-A: 

Session.11: 


IV-41-A: 

Session 12: 

IV-12-A: 


Skill Group V: 

Session 1: 

V-i-A: 

Session 2: 


V-2-A: 

V-2-B: 


Working With Others: Helping
 

Working Style Inventory
 

AGRICULTURAL g NSION
 

Orientation and Extension Worker Visit
 

Agriculture Extension
 

Reflecting and Generalizing From The Extension Worker Visit
 

Extension Worker Roles and Their Implications 
Etension, Training, and Dialogue: A New Approach for' Taniani 

Reaching Small Farmers 

Reaching Small Farmers (Role Play)
 
Extension Guidelines
 

Result Demonstrations
 

The Result Demo Plot As An Extenslon: Tool
 

Method Demonstrations
 

The Use of the Method Demonstration As a Teaching Device
 

Farmer Learning Styles
 

Participative and Directive Training'Styles
 

Field Day Planning Meeting
 

Meetings
 

Field,Day.
 

Field Day Checklist
 

The Extension System And Institution Buildinif 

Working Within The System 

HEALTH 

Diseases and Agents of Disease
 

List of Major Diseases and Their Geographical Areas ofV. 
Endemicity 

Practical Skills for Health Maintenance 

Mini-Workshops (Summary of needed Materials' 
Guidelines for Purifying Water 
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V-2-C: 
V-2-D: 

V-2-E: 

V-2-F: 

V-2-G: 


!ssion 3: 


V-3-A: 

V-3-B: 


Skill Group VI: 


Session 1: 


VI-1-A: 


Session 3: 


VI-1-A: 


Skill Group VII: 


Session l: 


VII-l-A: 

VII-1-B: 

VII-1-C: 

VII-1-D: 

VII-1-E: 

VII-I-F: 


Session 2: 


VII-2-A: 

VII-2-B: 

VII- -C: 


Session 3: 


VII-2-A: 

VII-2-B: 


-Session 4:' 


VIIV4-A: 

VII-4-B: 

VII-4-C: 

VII'4-D.: 

VII-4-E: 


-,,SkillGroup VIII: 


Basic Guidelines for Personal and Dental Health
 
Basic Information Concerning Solid Waste and Excreta Disposal

Guidelines for Assuring Foods are Clean
 
Basic Handout on Immunizatii
 
Antibody Creation
 

Basic Nutrition Concepts
 

Description of the Three Main'Food Groups. 
Requirements, Tables, and lists of Nutrients and Foods 

COMMUNITY ADAPTATION
 

Personal Support With Stabilizers
 

Personal Stabilizers
 

Dealing with Ambiguity
 

Case Situation #1
 

COMMUNITY ORGANIZING
 

Community Skills
 

Group Maintenance Oriented Behavior Worksheet
 
Task Oriented Behavior Worksheet"
 
Observer's Worksheet
 
Task Oriented Behavior/Group Maintenance.Orilented Behavior-

On U.S. Volunteers
 
Communication Skills: Self

Decision-Making
 

The Decision-Making Process
 
Observation Sheet for Decision Making
 
A Group Decision-Making Model
 

Organizing Skills
 

Personal Interest
 
Transferring Responsibility
 

Problem Solving
 

Problem Solving
 
Patty Peace Corps
 
Situation
 
Case Study of a Head Bund
 
Management
 

CLOSURE
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HANDOUT I1- 3 -A 

INFORKHTION .'GATHERING STRATEGY 

.Here is a procedure you may wish to follow In develo tng your team information. 

gathering strategy: 

1. 	 Decide which questions the team considers to be the most important. 

2, 	 Consider wayd of using the skills and experience of your te" mebers o6st0t 
effectively.
 

3. 	 Decide whether you will work individually, in pairs or a a team. 

4. 	 Lok at varying approaches to information gathering and select methods which 
seena wst appropriate. For example:
 

.Observation
 

.Interviews
 

.Review of written material 

.Asking questions 

.Flow analysis (sitting in one place and.watcing.
 
what goes on)
 

5. Develop an approach to validating your information through information
 
filtering.
 

6. 	Decide whether or not it would be apprpriate to meet at a certain point 
during the actual information gatheringeproces to revise or modify your 
strategy. 

7. 	Decide how information will be recorded on the wall size community map. 

Aa
 



HANDOUT: III -1 - A 
PAGE 1 

Program & Training Journal here presents a hotcountry point of view. Among t important con-tributions of the foreign volunteers In his country,
Nepal. Mr. Dor Bahadur Blsta mentions the example
the 'oluntees sefa s embodiments of human dignity,equality, and concern for others. hi better, he 
suggests, to choose volunteers for their qual ications 
as Qutstanding ?wman beings than for their qualifica-
lions as outstanding technicians. The points Mr.Bima sees as mos. important for planning a volunteer 

As represenuativws of the coimtries most advanced
in material and educational aspects, youthful foreignvolunteers with the spirit of adventure and aconcdrn
for humankind can help the peoples of less techni-
cally developed countries to develop technical skillsand reasonable attitudes by broacning their horizonof knowledge.

Experience in Nepal has shown that money and
materials alone cannot guarantee dcvelopment--en

it these were readily available. In Nepal, American.
Swiss, German, and a few other hLnday govem-ments have been helping with mone material, and
skilled foreign techniciahs for over a decade. Ts
has influenced Nepal in numerous ways, but amall
of them are positive. The Nepalis became amNious
and began not cnly to ask for more, but also, pos-
sibly, to depend too much on the foreign aid. Somebegan to blame the donor country fow not givingas much aid as had been expected. Superfial stylesof life became the preoccupation of the growing
middle clasl in "towns. Even though many good 

FOREIGN VOLUNTEER SERVICES:
 
A HOST NATIONAL PERSPECTIVE
 

by Dor Bahadur Mla 

EDITOR'S NGTE: Continuing ow ongoing dims. prr ae printed In boldface type.sion of the role of voluntarlmin dvelopment, the Voiuw SuvlWtForeen A Hast Naiwul
Pempfcve" & reprinted with pamin from the
Volunteer Gazette, a Journa puble bw /layInNepal dirough contributions of the varety of Inter.
nalional voklwteer services cnteed In tim country.
THE AUTHOR: Dor Bahadur Blvd Isa social anthropologist, and is the author of several books.
Including The Peoples of Nepal. Currently the execu.
live chairman of Nepal Punarbgz Company (theresettlement program of Nepali, Mr. 91ta has oltenWved as a an ultural trainer for Pewe Corups. 

things were acmoplished, a great, deal of apparentwage and misaf of foreign aid resources could beseen-in a country where over 85 percent of thepopulation lives on a subsistence-level, primitive ag
dcultural economy.

Perhaps this happened because the Nepalese peb.pie were not cofedy oriented, or perhaps becausethe various foreign aid agencies had too little knowledge of the actual situation in Nepal. But for what. ever reason, this was the setting when the foreign
volunteer agences &r appeared fr Nepal.

The first volunteer gups in Nepal were an eyeopen to Nepals: that en among westerniers
the were people who could cary their own loads,
work with their hands, walk I. sipe clothes, livein simpL- ep&U rural houses, and eat the local fo4.
What atremendous achlevement this wail

Of course, those volunW ers were not welomed,
were not received and entertained by an enthusiastic
crowd of cheerful Nepal. The first volunteers were
dreaded, suspected, watd twan*or hours aday, 
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tensed and tried, jeered at and tested for their Nepal has always bad asteep socil-polltical bier
reactions, rebuffed intheir work. A number of un- archy. There has histrically not been a real en
pleasant things happened to them. couragement for any independent thinking, initiative,

However, since they first came, the volunteers or resposibility by the majority of the people. De. 
have become, to many Nepalis, an embodiment of cisions have always been made by a small number 
human values like equality, hmann dignity, opt- of people as the top. The people never bad the 
lsm, concern for others, recgnition of and respect chance to develop confdence in themselves. The 

for dtferent ways of living and thinking of people society cannot really develop and be able to hold its 
itgardless of their culture and level of technology own urless ithas a self-respecting population. That 
or economic development. It Is, tbaeeor mch Iswhy it is so important to lt the people develop 
owe haportant to have a few betr hman beinp their own chmel, MillIadldo md coddeace 

than better technkians If It Isnot possible to con. while helping them to do a job, rather than having
bi the two together. It isnot that a tangible job by a foreign volunteer do all the chores, run errands 
the foreign voluntecs will not be appreciated, but for thmm, or become an Indlmadal agen between 
anything done to recognize the abilities and worth the government and the people.
of the avenge Nepali farmers is worth so much 
more in the long run. TRAINING AND SELECTION 

In many ways, it must be a thankless job for 
some foreign volunteers, for even though the ma
jority of the Nepalis would feel grateful to the vol- should be told during the training of the volunteers 
unteers, few will be articulate in expressing this in orde' to make them aware of physical and cul
feeling. It is likely that some Nepalis who are arncu- tural diiferences. But more important than that
!xw or,outspoken could even be critical if the volun- trainees should be taught how to keep themselves 
tres did not do their jobs in a technically competent alert and open-minded to different ways, beliefs, 
way. There would ba a few, as there are in every attitudes and other standards of life, and try to 
human society, who would look at everything in a understand why certain things are done or not done 
very negative way. No less difficult is the job of by others. Trainees should be told a certain amount 
staying out of the manipulations of political interest of "do's and don'ts". "Do's" so that they can move 
groups. But the large majority of the Nepalis would in the society with a certain amount of confidence 
feel differently. They are not able to express their in the beginning and will not have to be embarrassed 
gratitude in clear terms. One has to understand on every occasion. But more importavt than that, 
them only by looking at them, not by listening to 1 shold leamn that y will " to find out 
them. st of the thing thenmelvm. They should be told 

that they need not worry too much about questions 
THE VOLUNTEERS' DILEMIMA such a when to take off the "shoes and which way 

to turn their feet up, etc.Certainly these things are
There is always adilemm; for foreign volunteers useful to learn but the focus should niever be turned

from one other point of view too. The requirements from the important thing that people are people 
as judged from the level of the government and as everywhere. After a certain amount of.initial con.
judged from the people's level are very different, fusion and shyness, even the poorest Nepalis are cap.
The assessment of the field situation made by the able of flndng out who is aphony person and who is 
Central Government is sometimes not representa- sincere in his efforts. 
tiye of the aspirations of the rural people. This The foreign volunteers cannot afford to criticize 
certainly presents a problem to the agencies' ad- everything by western standards, but neither does
minstration. it really help to sympathize with the people to ;ub

The agencies' offices in Kathmandu have to deal an eltreme as to defend and try to justify -v,'ay
with and satisfy the various government departments. weakness of the people.M e effectivelocal Th
But itwould be almost criminal if thv agencies had vao , I would ny isthe -_ dgraiauds
to absolutely surrender themselves to the will and the hW muby weakneses and he the locrA 7m
design of the bureaucrats. Almost any bureaucracy pe to ndestand hmee wealmees by reas-lng
has to be dealt with cautiously, and certainly a radher dm by my traditon or losid fm 
bureaucracy composed of the upper class, westem owv 
educated, superficially westernized elites of a very
backward county with little means of transport and FOREIGN VOLUNTEERS AND 
communication between the capital and the rest ef DEVELOPMENT 
the country has to be dealt with as much care and 
alertness as possible. If we an to accept that any counry can develop 
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only to the extet that its people develop, mewe 

should concentrate more on developing h-imstmu-

dalj processes ensuring the widest possible per-
Ucipaion by to local people.

In spite ot what the Nepali elite mlight say about 

dh "fh dveloping Nepal," my on o 

b t dies ar n raiy upward oated snd 


.ufousuling to achieve emmmc go*s wi-
Si concern for the individu who ar 

naficed for prior decided economic deveonent 
projects. Since the real baeciaries of aly economic 
achievement shmuld be the lap majority (which in 
Nepal would be the rural people), it is they who 
must achieve and maintain progressive attitudes. But 
this will not happen quickly under an authoritarian 
system since there is little dialogue between the 
authorities and the common rural people. This Is 
where, I believe, foreign volumteu aguI eould 
help beceae they e tM only oarlazdoin whose 
workers (volunteers)' have direct rekdonauhlpe with 
d people at the low level without my vsted 
inrest. 

Foreign Volunteers can make the common people 
aware of the facts that there can be alternatives, 
that every individual human being has potential and 
that it is every person's right to aspire for a pro-
gressive future oriented life.' 

The volunteers do not have to go about lecturing 
the illiterate farmers as to how they could improve
their fives. This can be done by constantly asking 

-the right and. the relevant questions. It would not 
be possible to list all the questions here, nor would 
it be possible to give a complete questionnaire even 
during Mining. However, it might be useful for 
Strainers to give a few specimen questions in each 
ild of activity in which foreign volunteers are in-

volved. For example, in education, one could sk a 
man-why does he think schooling is good fo" his 
child? What does be think his child should learn 
from the school? How does he know that it is going 
to help the child? If he expects his son to be a 
white collar worker, would not everyone in the vil-
lage want their children to be the same? If everybody 
became clerks who will produce grain? Who will 
look after the cattle? If there were no cattle where 
would milk and other products come from? e. 

In apriculure the questiors would be, for exam-
pie, why does he plant corn or. rice every year?
Why does be plant the same thing every year? C: 
if he has a variety why does not he think that thi-r 
can be a few more worth trying? Has he tried !,: 
same type and exactly the same quantity of f'rtlJ2L1 
every year? If he has ever experienced a slight 
change in any of thgse, why does he hesi:ate to ryy 
it this time? Ifhe not trying a grain which woulM
bring himhoreeld but which he does not like to 
eat, the question could be put to him-has he 

eaDy earn maya ane and urs kIdd f load 
All aft? H be ea baw lythoi g ta iW 
a few ds bdm e begsn to li t Why hm 
don not be uty the mw thing which Prob@ betm 
yield, therefore better income? 

The am thftm d be dne to bep the
 
P" owt of tdheirL OfendMIcurs ,a

sasiuftv med the q, m hve to be a le
 
wmioiy rathen prejudicia l d SmdO 
Ifa Nepal fels be isattacked he Will cudily 
bel defmive mad shut himself o. But ifapprechd
well he might try to explain and Ind himself qud
doming some of it himself. He could very well Say 
"What an Ignorant American or Germ= or JaP. 
nese; hal hal" But this could not hurt the volunteer 
in any sense. By playing, a'low key the volunteer 
appears less threatening and tbeefore more easily 
acceptable In the community. It Is not nemasuy 
for any volunteer to try to emablish himself an an 
authority.

The idea of specialization has not penetrated 
beyond a few highly educated peopl in Katbmandu 
let alone the villagers. All of the vlseu and a 
lag percenta of the urban people live in a self 
sufficient emonomy with a preliterae, informa ado
cational system whereby every individual can be
come his own authority in everying. Respect for 
specialized professional discipline is entirely a west
em style and the volunteer should be taught this in 
full detail until he completely understands itby the 
end of the training program. 

THE OBJECTIVE: COMMUNICATIONS 
Whe we think of the pogp in this way It 
Wb w ane th t e send on th st t 

beme her that u send oaly t it best peopl
and enure ther mlmum coat with the locl 

.people. What programs they have to work with and 
how muoh material mcceobjectivetheydmddachievebe nsmlbecomessecondary. IU m 

valeadet behm e V6 ed idti vi.th 


b " 
I do not believe in crah programs when we are 

dealg with human values and cultural milieus. I 
would not make goodwill ambassadors of all foreign 
volunteers, teling everyone that all the Nepalis ae 
the best and finest human beings in the world. But 
the ora ig voluntem shold be able to shar the 
eilinp, aspiratiom and fustradon of the people; 

virtue of their sperior education bey should be 
'.Ile to guide them (conceptually an .d..nistra
tvely more than technically) to get organized auid 
move ahead with confdn and optimism. What 
the volunteers do profssonally--taching science, 
o giving co-ops, or whatever-is only the frame
work. 

My own pmcipadon in three Peace Corps train

lq6j* 
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jug proprams for Nepal has cwmlncdm M that *.l embti ldsb vA dhetalning cw ldp us only to a point. The waine mmbe d pap.
have to have all the necesary backgromu nd M U VOLUN2M
uaities of a good volunteer before they come to ft Oe cJa VoIM

the trinn siaL Training certainly provides r d e = a inomaton and technialA it PaMh people, a minhan. ua.ber -d v0mmus is 
i 
MYIdem. u Its only aspedngup Feam a i1m Place or as is tumlL TM IEW Sonuatom of anything nw. Hen I wod Illk smbker . vdhrskm the bhdr I il 00 M ato num 

aNepa ulossi which In effect says: uthe more l -ha s aMMmR. 
a piece aol teMore vuuiedesFMu har dok Of 7b=r are two ds& 111 0181 In kVin4 anamenu are made. It is only when you hit the large umber Of Volznt In amy M la In 

ron that the deadly weapons are tned ouL" Nepal.
There are certain things that the trainees have 1)Nap"Wsk in most cascs, would be initially shyo be told and made awarm of during the training and remved vis-a-vsi the voli~ems. ThMy do " --iod. For example, they should be prepared for feel at home with foegners very esily. So therhe eventuality of vnot being able to find the job as can be oaly a supfdcal contct wM them when

,ifgnaly described. they see volunteers move around Inbunches. 
Highly trained technicians often do not seem to 2) The same thing would apply to the voluntem 

ave much patience with people because their focus In If there are volter fiendse ps dy
f attention is on the mechanics of the technical jqb would natrally sham their emodowa, iellecmal 

vhich makes k as an end in ItselL For example, I and social Ivs more wi their Mlow volntems 
mew one volunteer apiculzure specialist working than with the Nepalls in the locality. The commt 
m a government farm. He was a very conmciendus presence of volunteers groupng ogtbar dora not
Porker and was appr=€zted by. some people. But encouraP the coes.cultIl '81o•her ine*itm

ince his cantac with local people was confined the volunteers or in th.: vilahers. Rather it imses 
vithin the farm, he had Lhe most horrible opinion a weight upon the people and makes them fed 
if Ncpalis in general. Therefore, he was liked by humble. Volunteers lose or never dzvclop Intuere 
griculture technicians mostly. To my opinion a com- and tend to become 'iccessibleto the local people.
ine-harvester ca"uld have done as good a job as he Mw attitude of the poor of developing comules 
lid. toward the rich may be "ifferentfrom that of the 

Granted. we poor In advanced countries. In any case, In manydo need technical people, skill, ad deoroing countriesthe ric. directasea 
Tojects. We should not at any cost, however, have % countixies tich ansthrethe po
ie people lose their self-confdence and pride in fore weaker people. The p c of an re 
hemselves: above all, we must not lose the op- app kgerson is by no means. welcome thing
imism that helps people to survive amidst scarcity In rural Nepal; a for p volunteer may not bend povey wemed by local peopla and local polldca; workers
I believe that there must be a way to arous even though the Central Government may have w1cople into action and to make them aware of the signed him to serve in that are. Thereftr, w a9ing they are missing; to encourage them to ask n& of fmp w o Ahe be npkouestons of their fellow villagers, of government do*It m m a red aoat fer twe dtbe te "et.

ificials and of themselves without having them lose. tgpu is emeo q thm ow keaU 'gif
eir self-mpec self-condence and their natural eah mlvey-wit the amuilT.A "real efon" In

harm. Thaor It smm um le to have bmi Ne-pa could be da&imd as a two-day walking dig.mhers work only INthe M .weRe t&M is -in the ils, or a m-,day jouney in the wraL 
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ASSUMPTIONS-ABOUT DEVELOPMENT 

1. 	 A development worker should proceed with vegetable garden and school con

struction projects which meet people's 'real' needs, even though theneec
they themselves feel and express may be different.
 

Strongly disagree 
 Strongly agree
1 2 	 3 4 	 5 
2. 	A development worker's views should be responsive to the local people's


expressed needs instead of the central government's, no matter what the
 
difference may be.
 

Strongly disagree 
 Strongly agree
1 	 2 3 4 	 5 

3. 	The world hunger situation mandates rapid change which can only be affect

by using the best available agricultural technologies.
 

Strongly disagree 
 Strongly agree
1 	 2 3 	 4 5 

4. 	It is 
more important to help develop local leadership, working with one oi
two people who will carry on, than to get a lot of project work done whicl

depends on volunteer know-how and drive.
 

Strongly disagree 
 Strongly agree
1 	 2 3 	 4 5 

5. 	The most effective volunteer is the one who understands his host countryi

weaknesses and helps the people to understand (them) by reasoning rather
 
than any imposition from above.
 

Strongly disagree 
 Strongly agree

1 	 2 
 3 	 4 
 5
 

6. 
Providing ag and health education in schools is a more effective means of

unlocking the seemingly hopeless developmental problems of the Third World
than attempting to change adult attitudes and ideas which have been deeply

ingrained through years of experience.
 

Strongly disagree 
 Strongly agree

1 	 2 3 	 4 5 
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CASE STUDY*
 

This is a three-year project which has been in operation two years. 
 It ,has

Just been e'aluated, and while the implementation is slightly behind schedule,

the goals are being met.
 

Nevertheless, some disturbing information comes to light during the course

of a visit to the project site by CARE staff. The Country Director-and&the
 
Assistant Country Director discuss the matter and determine to'find out what
 
happened and how the project can be revised.
 

Details are contained in the following Project Description and the record '
 
of the discussion.
 

Project Description
 

In an effort to make more productive use of its resouces, the government is
 
relocating people from overpopulated coastal regions to the interior, opening a
 new area which has been underpopulated, and which has great potential for agricultural production. CARE has been invited to participate in the Resettlement

and Integrated Rural Development Program being planned and coordinated by the

Rural Development Office. Also involved are the Ministries of Education,

Health,, Agriculture, and Public Works and Transportation. In addition, the

Department of Cooperatives, the National Nutrition Planning Board, and the Pro
vincial Government are involved.
 

The government has established a village, put inbasic roads, and cleared

the land. It has relocated landless peasants from the coastal areas and prom
ises to deliver housing, potable water, land, and other agricultural inputs such
 
as tools, equipment, seeds, fertilizer, training and extension services, and a

school and health facilities. A production and marketing cooperative will be
 
established, with credit facilities attached.
 

About 2,000 people/400 families are participating in the program in this
phase. They are ethnically homogeneous, but are of a different group than the

people which inhabit the region. However, there are no other settlements nearby

the new village.
 

Water System
 

CARE will work with the Ministry of Public Works and Transportation to pro
vide the village with water for household use. The project may be expanded to

include irrigation systems after the initial phase of three years. CARE will
provide the construction materials, technical assistance, and supervision, as

well as food commodities for Food for Work. The community will provide the un
skilled labor. The Ministry will supply the plans.
 

Another component of the project will be a sanitary education program to
 
educate users on the relationship and importance of clean water to good health,

the prevention of water-borne diseases, and the need for proper handling and

disciplined water consumption. The Ministry of Health will supply two Community

Health Aides to undertake the program.
 

* Developed by Maryanne Dulansey, Consultants inDevelopment, Inc.. Washington, 
D.C. y n. W i
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Goals
 
Provide constant, readily-available supply of-potable water to 400 families
 

in the village.
 

Reduce incidence of water-borne diseases in the village.
 

Agriculture
 

The main economic activity of the settlers is agriculture. New crops such
 as soybeans will be introduced, as the land is especially well suited to such
cultivation. A five-hectare plot of land will be given to each farmer, together
with seeds, fertilizer, and tools. Short training courses will be held, and the
Ministry of Agriculture will station extension agents in the area. 
It is expected that production will be very high, due to the fertility of the soil, the
favorable climatic conditions, and the potential for multiple cropping, in addition to 
the improved technology which will be introduced. While the farmers
will own 
their own plot of land, they will work cooperatively, in order to share
equipment for land clearning and ploughing.
 

The Agricultural Marketing Board of the Ministry of Agriculture will market
the soybeans; the Farmers' Cooperative will provide storage for corn and beans
for local consumption, and will sell the surplus through the Marketing Board.
 

CARE will provide seeds, tools, and technical assistance to the Ministry of
Agriculture, and give training courses for the officers and staff of the

Farmers' Cooperative in bookkeeping and office management.
 

Goals
 

Improve the standard of living of small scale farmers and their families-by

increasing agricultural production.
 

Integrated Health Services
 

CARE will provide take-home food supplements and medical services to the
pre-school aged children of mothers enrolled in the program. 
At the health
clinic (which has already been built by the Provincial Government) information
regarding improved nutrition, child care, and health practices as well as health
services and family planning advice will be made available to 400 mothers.
Their children will be recipients of free health care including deworming, immunizations against BCG, malaria, and smallpox. CARE will provide the food commodities and will develop the materials required for education and maintenance
of the program, as well.as the training for the Ministry of Health Community

Health Aides assigned to the program.
 

Goals
 

Improve the nutritional and health status of pre-school children by providing food supplements and health care for the children and by improving the

health care practices of mothers.
 

Promote participation in family planning program.
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Staff Discussion
 

On a visit to the site of the Resettlement and Integrated Rural Development
Program, the Assistant Country Director discovered that, although the evaluation
oFthMeprogram at the end of two years showed progress toward attainment of the
goals, the project seemed to be having some adverse effects.
 

One of the problems had to do with the agricultural component. 
 In the
course of watching people work in the field, the CARE staff person noticed that
they were women, and began to speak with them, learning that the arrangement of
5 hectare family plots was not satisfactory. Since the government was encouraging the growing of cash crops--soybeans--most of the farmers grew barely enough
corn and beans--their traditional diet--for consumption. 
The settlement scheme
does not provide for kitchen gardens, which the women traditionally kept for the
raising of vegetables for family consumption and for the local market. The
women had formerly been in charge of growing the food for the family, with the
exception of the corn. 
However, that arrangement had been changed by t'ie delivery of the agricultural inputs and services to the men in the resettlement program. 
The proceeds from marketing the crops were retained by the men. 
No
wages were paid to the women, although they spend the greater part of the day
working in the fields, especially during planting and harvesting times. 
Because
more land was put under cultivation, the work load of the women was increased.
Mechanization was provided for the clearing and ploughing portions but not the
planting, weeding, and harvesting.
 

Because of the demand for increased labor in the types of work traditionally done by women, mothers were keeping their daughters from school so they could
help them in the field.
 

Men were primarily engaged in construction projects, and spent even less
time in the fields than they otherwise might have. 
They also participated in
training courses and received the loans from the Farmers' Cooperative for pulrchase of improved seed and fertilizer.
 

Great dissatisfaction was expressed with the way in which the houses were
being built. 
The women did not like the improved type of roof; they preferred
the cooking arrangements to be outside the house;.and they said the houses were

"facing the wrong way."
 

In spite of good attendance rates at the clinic, it 
was noticed that the
mothers were sending the preschool children with older children in order to get
the food supplement. 
The mothers were not, however, receiving the nutrition,
sanitation, and child care education.
 

The Community Health Aides who were charged with educating people about the
proper use of water discovered that the women preferred to have community supply
rather than have water piped to each four-house cluster. They still used the
river for washing clothes, in spite of having water near their houses.
 

Women refused to boil the water, complaining that it would require more
fuel to be gathered, for which they had no time. 
Besides, they said, if the
water came from a pipe, it must be good.
 

I#
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A PEACE CORPS AGRICULTURE EXTENSION WORKER
 

A Peace Corps Agriculture Extension Worker enters a village. 
 She is- received by the local authorities and the people of the village. 
These officials
hold a meeting to welcome her and introduce her to the people. 
The worker
speaks about herself, her purpose in coming to the village and her appreciation
for the welcome. 

listens as 

She asks the names of the local leaders in the village, and
each talks and the officials speak. The volunteer spends the next
few weeks settling into her house, touring the town and its surroundings with a
guide provided by local officials, arranging for a local language instructor,
and slowly talking to each of the local leaders who had been identified at the
meeting. 
She finds out as much as possible about each leader, and asks each one
to do a small thing for her which has to do with local agricultural practices.
For example, she asks one leader to show her his farm. 
She asks another to introduce her to the "best" farmer he knows. 
A third leader shows the volunteer
where he stores his crops and seed, etc. 
In the course of this first few weeke
the extension worker puts together an initial picture of the general characteristics of the town, a profile of the local leaders and their interests, a list
of potential farmers described by the leaders, a basic survey of the farms,
crops, and practices near the village, etc. 
She discovers the other agriculture
extension agents who are working in the area, those who worked there previously,
and what progress had been made up to this point in agricultural development.
In the weeks following, the agent moves on to a more specific analysis. 
She
continues to interact with the local leaders, asking the ones who responded
favorably the first time to do other small things. 
The worker begins to meet,
converse with, and ask small commitments of the farmers described by their local
leaders. 
She keeps in contact with local leaders. 
 By the end of the first
month or two the worker feels comfortable and fairly well-informed in her
working site. 
What she has done amounts to initial research.
 

The volunteer has found the chiefdom guide and other people very helpful.
In discussions with them, she seeks to learn about the village, its culture and
values, the environment and weather, and its special features, the local agricultural environment, local farm practices, cropping patterns, etc. 
Not only
does she ask questions, but she patiently answers them about herself, her own
culture and American or other farming ways. 
Through this give and take, she
establishes trust dand rapport, begins a process of mutual orientation, and proceeds with the research that can inform her work.
 
She also expresses curiosity about local agricultural resources and institutions such as research stations, regional ministry programs, and local agricultural officials, and learns from them. 
Having arrived opportunely, she
clears and plants a small vegetable garden, in keeping with local custom. 
She
seeks the advice of both a prominent local farmer and the daily assistance of a
neighbor gardener. 
In gardening she uses a few local varieties and practices as
well as a few varieties and methods she has learned as 
"improved practices"*that
must be tested for local suitability. The garden is laid out with a host country agro-technician ao a very simple result demonstration in which the local
vegetables are a control and the new vegetables are being tested. 
The garden is
positioned in a prominent place along a well-traveled village road. She helps
the technician understand the concept of a result demonstration. He helps her
accomplish the correct methods of planting and maintenance.
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The garden is a source of interest to some of the village people. The extension worker takes time to investigate this interest and to discuss vegetable
growing with the interested folks. Research continues on several fronts, as 
it
will throughout the volunteer's stay: community analysis, agricultural environment survey, observation of her and other gardens and farms, identifying the
interests of people in the village, especially farmers. She is consciously envolving a role for herself in the village, based on trust, competence, friendship, and interest in village and local agricultural affairs. She has taken
 care of both learn and explain, to value local ways, and to show interested

people some new ideas. She is very energetic in learning village practices and
 
very careful in propounding new ideas.
 

She travels periodically, always bringing a technician or farmer friend
along, to the regional research station/agriculture office. There she seeks
advice of the staff about problems she perceives in the village agricultural
scene, and learns from them about their own work and research. In seeking
advice and learning from them she comes 
to understand the relationship between
their work and the village agricultural problems she perceives. She offers to
help test their findings in the field and asks the staff to consider entertain
ing inquiries from the field.
 

In sponsoring this volunteer, the Agriculture Ministry and Peace Corps are
to jointly carry out 
a small-farm assistance program. This program, based on
national and regional needs assessment, is designed to introduce new vegetable

and field crops methods to small-scale farmers. It has been underway for 3
 years. There are provisions and recommendations for the introduction of hybrid
seed, fertilizers, and other outside resources. 
 Infrastructure (roads, notably)
and agro-support services are very litaited in this country. 
The outside resources are provided in the short term by the project sponsors.
 

After six months, the volunteer helps local farmers harvest their field and
vegetable crops and invite@ them over to observe her and the agro-technician's

garden yields. 
 Up to this time she has continually compiled information about
local farms, gardens, practices, and problems. She had slowly identified local
farmers' methods of farming. Eventually, their meetings became regular weekly
events including a meal, a prayer, and discussion of the week's work. In response to questions and summaries offered by the voluiteer, this group evolves a
picture of how farming works in their village and what its major problems are.
Furthermore they try to understand the effects these problems have on other aspects of village life. 
They are quick to talk about the "hungry season" at the
end of the dry season, and its effects on health and income, for example. The
farmers also began to compare their village and farming situation to others,
especially because the volunteer alway takes a counterpart with her to surrounding villages and the research station. 
Each of the farmers has had at least one
opportunity to accompany her. 
 In each case, they report to the group their

findings. By this six month juncture, the meetings are pretty lively. 
The
volunteer asks a well-respected farmer if she could host a season's ending cele
bration and meeting. The farmer agrees and preparations are made according to
local custom. The volunteer works diligently in several areas preparing for
 
this meeting: she reviews the many discuassion she's had at farmer meetings;
she chats with individual farmers concerning their individual interests and
problems; she participates in orientation and planning about the small-scale
farmer assistance program and expresses the needs and problems the farmers have
expressed to project officials; she also compiles data from her own simple garden tests and goes over her research notes.
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In preparations for the meeting, the volunteer asks the host farmer abouttopics such as the village farming situation, major farming problems, the resultof her garden test, the meaning of the research station visits, etc. At themeeting the farmers listen as the host farmer, with the help of the volunteer,
presents the asembled villagers a kind of local-language "analysis" of the village farm situation based on observation, farmer discussions, visits to other
.places, and experience of the last six.months. 
Farmers are invited to discuss

this analysis. The volunteer asks many questions, down to specific ones about
practices, varieties, time of planting, etc. 
The volunteer tries to help the
farmers focus on problems for the first part of the discussion. Nekt she askd
about apparent causes of these problems. The farmers follow her lead because
this is a theme they have pursued through her questions throughout their meetings. Next the volunteer asks what can be done and what resources are available. 
She begins generally and asks specific questions about each proposal

offered. 
Even now, however, after many meetings some farmers ask her what they
should do. 
She says what she always has said, and the farmers smile and nod,
"I will help you with what you decide." For each new topic problem, causes,

solutions, resources--the volunteer summarizes discussion before moving on.
Finally, the volunteer asks, "what do you know about the small-scale farmer
assistance program?" She calls upon farmers who have heard of it. They share 
what they know.
 

The volunteer summarizes what they say and tells what she knows. 
She invites questions. 
Farmers ask about terms, timing, benefits, etc. The voluntee
invites the farmers to review again what they had discussed first, namely their

farm situation, problems, solutions and resources to redress those problems.
She then discribes the program. 
She asks how they fit together for the farmers.
They discuss this. 
When several farmers express interest In the tools and inputs that they assume are free, including fertilizers and seed, the volunteer

asks where they will get the money the next year for the fertilizer to sustain
hybrid seed, and whether they are willing to pay for these inputs from their
yields. Everyone laughs and accepts this. 
When a farmer expresses distrust of
government programs, the volunteer asks him why he feels this way. 
He explains

his own, several relatives', and friends experiences of unsuccessful and exploitive programs. 
She asks if others have had similar experience. She relates her
experience with the agriculture officials she works with and explains the terms
 
of the program as clearly as possible. She invites this farmer to accompany her
 on her next visit to the office to present this view. He declines. She promises to express his apprehension. Other farmers express concern about guarantees of return on investments. From this meeting emerge several things, anunderstanding of the project and its relation to village problems; and an inter
est in entertaining the project further.
 

During her second half-year, the volunteer plants another garden, continues. 
to catalyze farmer discussions once a week and begins to work out 'with.individual farmers the degree and manner in which each will 
participate in the program. With her agro-technician, she trains the farmer who hosted the celebration/meeting to set up and carry out result tests on improved varieties for the
program. Individual farmers respond to her questions with activities each agree
to undertake as part of the project. 
She poses each question as a problem

pointed at the solution which is the package-of-practices the project advocates,
adjusted to the needs, interests, and means of each farmer. 
Weekly discussions
begin to focus on how to reduce risks in the new package-of-practices. The
farmere discuss each step. The volunteer asks them to discuss what they aredoing and why. The agro-technician and she help clarify risks, observations, 
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quirks of adjustment, and response farm to farm. As the work progresses it is 
apparent that some farmers are more conscientious, able to take risks, and more 
adroit then others. These farmers are asked to discuss their "specialty" or th 
strategies. In time they become the demonstrators by which the specific tech
niques they do well in are learned by other farmers. 

The volunteer finds herself faced with a myriad of technical questions 
about each farmer's garden and crops. She acts as an intermediary between farm 
ere and the research station experts, who occassionally come to the village. 
She also constantly seeks to learn more herself because many times there is no 
time to rely on others and she has to work out technical problem with farmers 
herself. 

Word gets around to other villages about the project and several represen
tatives come to a weekly discussion. The volunteer asks at the preceding meet
ing. how they should help. At the meeting the volunteer mediates as the farmers 
describes the project, the work, the manner in which it all came about, etc. 
The volunteer asks the representatives whether they would like to see the work
 
of the farmprs. They agree. A day is set when neighboring village groups of
 
farmers meet and the neighbors ask how the work has done, etc. Two neighboring
 
farmer groups ask to join the project.
 

The second year presses on like the first. The volunteer continues to
 
focus discussion in each group by posing questions. She has asked two respon
sive agro-technicians, who have become interested in how she leads discussions,
 
to begin leading discussions themselves. She helps them prepare for each meet
ing and encourages their progress, very slowly. Another agro-technician who
 
does not enjoy the discussion role, has been found to be an excellent gardener.
 
He tends an on-going demonstration garden which they hope to expand into a
 
nursery or small seed multiplication garden next year. The agro-technicians ar
 
able to harvest the vegetables for their families.
 

During this second year the volunteer observes that several fairly consis
tent groups of farmers have formed around the project and discussion. She clar 
ifies her problem-posing approach to fully emphasize the group-unifying nature 
of each activity they discuss and undertake as a result of her questions. The
 
volunteer works continuously with the original host farmer whom the others re
spect and who holds a prominent social and political position in the village.
 
She invites him to watch how she points things out through questions. Because
 
of his position, it is natural for him to lead meetings. He uses both his own
 
skill, and those approaches he appropriates from the volunteer to slowly help i
 
catalyzing the discussions. The volunteer poses the problem of her imminent
 
departure. She also, having continued to do research, sees that certain new
 
issues are part of the local agricultural situation. There is a surplus of veg
 
etables at times. There is a small increase in some farmers' income. There is 
enlarged interest in the project and in sustaining it. Having emphasized a 
group-unifying theme this second year she was anticipating the need for more 
organized and unified cooperation among these farmers to sustain their work and 
expand it after she leaves. She asks the farmers to consider the idea of modes 
cooperative efforts. For example, working in groups on land preparation, which 
is an old local custom. From there, the farmers try other cooperations, each 
one modest and fairly unrisky. Finally, they explore the idea of a coopera
tive.
 

During this second year, the volunteer also concentrates in discussion on
 
the problem-solving experiences and successes which the farmer groups have had.
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For example, she asks the farmers to recall the first -majorproblem they dealt
with in their discussion group: "hungry season". 
 She asks what has been done.
A number of farmers express their gratitude that they have more reserves 
for
that season. In like manner, the volunteer helps the farmers review their
problem-solving experience together, emphasizing their emerging problem-solving
abilities as a group. 
 It is this confidence which she hopes to have catalyzed.
 

The volunteer, six months before her term is due, discusses 
the possibility
of being replaced by a specialist in cooperative management with her Peace Corps
director and ministry overseer. On leaving, the volunteer and village farmers
 
part ways as very close friends.
 

From: 
 Michael Gibbons, Agricultural Extension Manual, draft version, I.C.E.,

Peace Corps Washington.
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QUESTIONS FOR DISCUSSION: ASSUMPTIONS
 

List 5-6 assumptions made by the program planners. 
Consider each project
activity: housing, school construction, water system, agriculture, health
services, and others you see. 
 Were they accurate or erroneous? What was
the effect of these assumptions in the project as it 
was planned and imple

mented?
 

Assumptions 
 Effects or Consequences
 



HANDOUT III - 2 -D 

EFFECTS OF THE PROJECT
 

What effects do you think the project had on this community? Women?

Men? Families? Think of each project area and other effects you
 
might see.
 

Project Effect on*.
 
Activity Community Women Men Families
 

Agriculture
 

Health
 

Water
 

Housing
 

Others
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HANDOUT III - 2 -] 

DIFFERT APPROACHES 

What would.you do differently in the planning-procesa?
What would you do differently. in Why?the implementation process?
Why?
 

Planting Reasons Implementation Reasons 



*IlL The Adverse Impad 

of Development on Women 
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Ironw Th r 

i During much of the last quarr cntuy, "devo'oprne' has been view s the 

vn penacme for the economic ilis of all les d o countries: r t mode 


nfrastructure and the economy will take off,proving a better life for erone. 

Yet in 
virtually all countries and among all daies, women have lost ground
relative to men; development, by widening the gap betwee incomes of men and 

I.- women, has not helped improve women's lives, but rather has had an adverse 
Seffect upon themr. 

C) The major reason for this deplorable phenomenon is that planners, gan-
erally men-whether In donor-country agencies or in recipient countris-hav 
been unable to deal with the fact that women must perform two roles in society. 
wheres men perform only one. In subsistence societies, It is understood that 
women bear children and at the same time carry out economic activities that 
am essential to the family unit. Western industrial societies have chosen to cele-
brats the child-bearing role, glorifying motherhood while downgrading the eo-
rnmic functions attached to child bearing nd household cam, and erecting
barriers to paid work for women. Accepting this stereotype of women's roles,
economic theorists in the West imbued their students, Indigenous and foreign,
with the clich6 that "women's place is in the home," dassifying them forever 
as economically dependent. In doing so, they followed the unequivocal depiction
of women in the law as legally dependent minors. Small wonder that the spread
of Western "civilization," with its view of woman as "child-mother," has had an 
adverse impact on the more sexually equal subsistence societies. Comniunist 
doctrine errs in the opposite direction: women are economic units first, mothers 
second. Since children interfere with work, the government provides day cue; 
but little has been done in the Soviet Union or Eastern Europe to encourage mento share the responsibiliti of children and home. This leaves women two time-
:onsumlng.jobs: full-time work plus daily slopping, cooking, cleaning, and care
ifthe children in the -evening. -Not- surprisingly,.the msuljt is a drastic fal in 
itIlthlt throughouEt E i_- - Soviet 

-"U..tusamal oy evidei of increased rnirta, instas'nty ma~Oa hmg dfc~c

coholism among men. Yet even in these societies, where doctrine asserts 

that women and men are supposed to be economic equals, employment data 

Irene Tinker is Progrum Head of the Office of Inre ional Science of the . I"anw,.q is roramead ofm Offieof i anwmof 
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tries lo me "subtract" a womn's homeswoma ,ol t prestious ail child-clar,I repniiites fromt ltith on 
her ability to hold down Imortant positions. Whatever the explanation, it would 
seem women los twice. 

Development plauners must begin to recognize women's dual roles andstop using mythical stereotypes as a base for their development plans. A first 
step is to recognize the actual economic contributions of women. Even this Is 
difficult Statistics, the "holy building blocks" of developers, am made of the 

same mythical assumptions: a) "work" is performed for money, and b) "work" 
is located only in the modern sector. Thus the U.S. Department of Labor can
issue a statement saying that in Africa only 5 per cent of the women workl1 

This dearly Is an absurd assertion about a continent where women am reported 
to be doing 68040 per cent of the work in the fields and working up to 16 hours

3a day during the planting season. The "explanation" for the 5 per cent figure
is that agricultural work done by family members is not recorded as "work." 
Nor are exchange labor, household work, child care, or many activities in the 
tertiary or informal sector counted as work. And since staistics do not show 
women working, planners do not plan for women to work. Too often 
new profects actually intrude on activities in which women already am engage;
but Instead of providing services or training to women, assumptions about proper 
sex roles dictate that men receive the new training, new seods, or new loans. 
The gap widens. 

Unortunately, this phenomenon of increased dependency of women
 
on men 
is not new. The pattem has been repeated time and time again, when
ever a given society developed beyond sheer sbi and t a cvilizaton 
which required functional specialization. Documenting the erosion of women's 
position in ancient Greec and for example, EvelynRome. Sullerot has ob
served that "as a rule it is in the early periods of each civilization that the least 
difference exists between the position of men and that of women. As a civiliza
tion asserts and refines itself, the gap between the relative status of men 
women widens." ' i May .Ebihara 

and 
has noted similar "reductions" of women's 

status in Southeast Asia's past. She points out that a Chinese visitor to the Khmer 
empire in Angkor in the thirteenth century recorded that women held many
positions in the court; yet within a century, due to the spread of Chinese influ
ence after the fall of the Khmer empire, women were reduced to being legal
minors of their husbands.5 

Barbram W. Jancar, "Women Under Communism, .in Jane S.JeQuette, ad., Wmen 
inPlitics (New York: John Wiley & Sons, 1974). pp. 21742.2 U.S. Conges, House of Represen s, Committee-on f reign-Affairs. S0.. 
comittee o- Intrnational Organizations and Movements. -'lntearntionmI-Protection of3U . ,~ r91311, 11j!re~iqconmc Commission for Afrk:ce--Ww 's P oo Uniit'.,The'Nftilg~ltomuocoo, i -1k .
tion of Women in African Development," repar ed for the -14th Conference of the 

o for International Development, Abidjan, Ivory Coast 974.4 Evelyne Sullerot, Wonan, Soca', and Qsanp (New York: McGraw-Hill, World
University Library, 1971). ,. 19. 

SMy Ebihare, Villae°Khmr Women In Camibodia. in Carolyn S. Matthiasson,ad.. Many Sisten Women in ron-Cu uralPlerspeedr (New York: The Free Press, 1974).pp. 35-48. 
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Historically, these bureaucratic states produced a stratified society with 
the higher classes living in towns. It seemed to follow inevitably that women, 
separated from their essential food production functions, became more dependent 
upon men, especially as upper-class men commanded large incomes and generally 
adopt -d a more ostentatious style of living. Women lost their economic base and 
came to be valued mainly for their female attributes of child bearing and provid
ing sexual gratification. Thus they increasingly came to be "protected" or "con-

€o fined"-percived as "jewels" for men to play with or as vehicles for perpetuating 
L.o the family line. However, they were then also perceived-accurately-as economic 
cc liabilities. In subsistence societies, where woman are a valuable economic com-

" modity, pays a bride price to the bride's father to buy her services; ina man 
. societies wt :-,a women have lost their economic function, the exchange of money

;.reversed, and the bride's family pays the groom to accept her. 
€,) Recent studies recording women's roles in subsistence economies show 

a panoply of traditional roles, both economic and familial, whose patterns more 
._6 often add up to near serfdom than to any significant degree of independence 

and personal dignity for women. Yet these ltudies show that, however oneou 
women's lives, development plans have seldom helped them. Rather, develop-

n mit has tended to put obstacles in women's way that frequently prevnt them 
cm even from maintaiing what little economic independence they do have. Laws 
cc and customs designed to p-otect women also can cause hardship. Even education 

can widen the gap between mn and women. This is not to say that develop-
merit never helps women; the case being made is that, compmed to men, women 
almost universally have lost as development has proceeded. If economic planners 
would only look at recent (and long-standing) anthropological evidence, they 
hopefully would recognize ttt women's productive contributions to the econ-
omy have been and can continue to be important, and perhaps would begin to 
plan projects which not only support women's work but also open up oppor-
tunitles for women to become part of the modem economic system. With this 
objective in mind, this paper will now review the existing evidence which shows 
how development has negatively effected the productivity of women in different 

a of life, 

Change of Subsistence Economies 

In subsistence economies every family member traditionally is assigned roles 
which are essential to the survival of the unit, whether that unit is a small 
"nuclear" family or an extended one. Men as well as woman have dual func-
tions: family roles are integrated with econorric roles. While in any given society 
these roles generally are sex-specific, they vary from culture to culture. Almost 
everywhere change has meant a diminution of men's roles in caring for and 
trii,-ihoathudriwb 0&fin hn d -- is 
concerned with economic activity,-aid-since it is women's traditional economic 
role that has been ignored, we shall focus on this function and how it has changed 
for both men and women. 

Ester Boserup-in her landmark book, Woman's Role in Economic Devel-
oWet-has linked the variation of sex roles in farming to different types of 
agriculture. In subsistence farming where land Is plentiful, a slash-and-bum 
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technique is the typical agricultural styki;generally men dear the land and women 
do the bulk of the farming. This ag:icultural technique is still predominant in 
Africa but is also found in many parts of Asia and Central and South America.* 
When population increase limits land availability, draft animals are brought in to 
increase productivity through the use of the plough. 

And the advent of the plough usually entails a radical shift in sex roles in 
agriculture; man take over the ploughing even in regions where the hoeing 
had formerly been women's work. At the same time, the amount ofweeding 
to be done by the women may decline on land ploughed before sowing and 
planting, and either men or women may get a new job of collecting feed for 
the animals and feeding them.6 

As population pressure on land increases further, more labor-intensive crops 
are introduced and grown year-round in irrigated fields. Women are drawn.back 
into the fields-to plant, weed, and harvest alongside the men. 

In addition to their important role in farming, women in subsistence econo
mies traditionally have engaged in avariety of other economic activities-spinning 
fibers, weaving cloth, drawing water, tending market gardens, and p~rocessing and 
preserving foods gathered from conamunal property. Women in Southeast Asia 
boil palm sugar. West African women brew beer. Women in parts of Mexico and 
elsewhere make pottery. Women in most countries weave cloth and make clothes. 
Women in most cultures sell their surplus food in local markets. Profits from these 
activities generally belong to the women themselves. Thus women in many parts 
of the world have become known for their astuteness in the mirkepsce. Javanese 
women have a reputation for being thrifty, while Javanese men consider them
selves incapable of handling money wisely. In Nicaragua, women continue to 
dominate the traditional marketplace, which caters to the lower classes, despite 
the availability of modem !Jpermarkets nearby. 7 Market women of West Africa 
have parlayed their economic strength into political power as well. Incontrast, 
Hindu and Arab women seldom are seen in the markets as buyers and never as 
sellers. But these woman come from societies that have long been bureaucratized 
and in which women have lost some of their earlier economic independence. 

Erosion of the role that women played in subsistence economies began 
under colonial rule. Policies aimed at improving or modernizing the farming
systerm, particularly the introduction of the concept of private property and the 
encouragement of cash crops, favored men. Under tribal custom, women who 
were farmers had users' rights to land. Colonial regimes, past and recent, seldom 
have felt comfortable with customary communal land-tenure rights and have 
tended to convert land to private ownership-in some cultures thireby dispossess

i_ wnezln disregard-f loaltraditioo-by reognizing-men as the new 
uwnen. nm-was as true of the Chinese in Southest Asia and thSa In 
..................... .........
 

Este Boarup, Woma's Role in Economic Deeopmenr (London: George Alen and 
Unwin. Ltd, 1970), p.33. 

7Hldred Geeitz, The mene Family (New York: The Free Prom, 1961 ); and Margaret 
Haw, "Note on the Public Markets end Marketing System of Mangua, Nicegus" (Mana-
Wi: Inetituto Cenrornielano do Adminktraclon do Emprs, 1974). 
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Latin America it was of the Europeam In Asia aid Africa. Thus woman still 
farmed the land but no longr owned Iand therefore becam dependent on their 
fathers or their brothers. Whermr colonial governments Introduced cash crops, 
these were considered to be mn's work. Much of the agricultural development 
was focused on improving these crops. To encourage the men to take jobs on plan-
tations or to grow cash crops on their own land, govemnments fmqntfy Intro. 
duced taxes-thereby forcing men (who were more mobile) Into the modern money 
economy, while women (with child-rearing responsibilities) remained in rural ara 

cn and hence in the subsistence economy. Their lack of access to money and loss of 
... control of land left women with little incentive to improve either crops the 

land In are where they continued to dominate the farming system. Further-
0. 	 mor, accest to the modem sector, whet.r in agriculture or industry, has drawn 

men away from their households and often even from their land, and thus ha 
" given women additional tasks that formeily were men's work. Not surprisingly, 

productivity has declined as "development" has proceeded. 
Efforts to reverse this trend have been undertaken by development agencies, 

but their sti typs concerning the sx of the farmeroften he led t ridiulous 
0.4 results. In 1974 Liberia decided to try to encourage wet-aicr cultivation andoften 
. brought to the country a tean of Taiwanese farmers To assure attendance at 

demonstration plantng. the government offered wages to the observers. Many 
unemployed men participated in the experiment while the women continued their 

o3 work in the fields. Throughout Africa, rural extension services, modeled on 
z those In the United States, have been staffed and attended by men only; custom 
X 	 pravented rural women from attending courses taught by man, and the courss 

taught by women-mainly home economics courses on canning and sewing-
were irrelevant to their needs. Cooperativ, too, tanded to assume that farmers 
wer males. Thus the men had access to credit or to improved seeds which they 
used to produce cash crops; women In the subsistence sector were barred from 
membership as well is from growing cash rops.

,Perhaps because the economic position of women in Africa was dateriorat, 

Ing so quickly, active opposition to this trend started there. Nigerian women 
formed all-female cooperatives and demanded credit to buy more efficient oil 
pressers to use in processing palm-oil nuts. Under pressure from women's groups, 
the government of Kenya reinterpreted the cooperative regulations to allow mirn-
bership to women, and then formed a spatial task force to show women how to 
utilize this new opportunity. Zambian women were taught how to grow onions as 
a cash crop, in between rows of the usual subsistence crops. They were so success-
ful that men demanded similar assistance; this venture turned sour when'the 
women refused to tend the men's onions, claiming it was not a traditional oblige-
tioni In Tanzania the government is encouraging the establishment of Ujamaa vil-
ages, where land is held communally and workers are paid according to their

efforts; in these villages, women for the first time are bieng paid for growing 
subsistence crops. Marjorie Mbilinyi writes thtt "it is therefore not surprising that 
women-are-the most ardent supporters of socialist rural policies In many ar 
of-TXAzenaI. 

aMeiorle J. Mbllkiwl, "Darinr to the Full Participation of Women in theSoIiiz 
Transformation af Tuanls," ppape. Pntdat the Conference on the Role of Rural Women 
In Deveopmnt ed by the Aricltural O lopn Council, P elon. Now Jersey.IloAnn 
1974. 
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The wy In which development hm Intducd new tuchnologsencI v 
likewise have tended to contribute to the undermining of women'& traditional 
roles. Small implements such as presses. grinders, or cutters generally have been 
introduced to men, even when the work for which they are a substitute tradi
tionally has been done by women. The availability of corn grinders In Konya, 
for xample, cearly sa womn many hours of. menual effort-though they
also spend hours going to the grinding center. But why ae women themselves not 

taught to operate these grinders? Oil presses In Nigeria, tortmi-making machines 
In Mexico, and sagoprocessing machines In Sarawak also am purdtased and 
operated by men-because only men hae aco to credit or to money. Stereo
types that women cannot manage technology are reinforced by he fact that illt
eracy Is more widespread among women, who therefore cannot reed Instructions. 

Agricultural technology has produced the "green revolution" and has 
alteed traditional agricultural practices. The high capitalization Involved In buy-
Ing Improved seed varieties and fertilizers has presurd farmers Into more effl
dent haretng arrangements which often utilize fsexr laborers aotd increas 

ize 	 fe lores ateInreve 
unemployment. Planners know ths and often have triad to create lternative 
employment for the displaced men. But, In most economies that rely on wet-ric 
cultivation, it is the women who do the harvesting. A detailed study on Central 
Java, for example, notd'that the women formerly acceptd loW wag, for plat-
Ing In order to receive payment in rice Itself for harvesting work. Today te 
harvesting is done by mobile teans of men using the mor efficient scythe; 
women, who harvested with a hand knife, have lost their rights to harest and 
have not yet been able to obtain higher wages for planting. o 

Improved transportation sstems have affected traditional markets In both 
positive and negative ways. In Mexico, for example, kpoveo transport has 
increased demand for locally made cermic animal flpuris therey Iasingrural earnings. It has made maufactred fabric availablein en the smallest 

towns, enabling women to make clothing without having to weave the cloth. 
Moreover, travel to markets in town has eased the drudgery of women's lives 
in rural ares 1 On the other hand, improved transport has made many tradi
tional occupations redundant It has opened new markets for manufactured 
goods that compete with local, hand-made artifacts. Trader from more distant 
towns am taking over local markets, undercutting the traditional suppliers: 
women traders from outlying villages. In Java, the Importation of Coca-Cola 
and Australian ice cream ruined local soft drink manufacture and ice crieam 
production; both enterpr'ns had been dominated by woman. Sago pro-ing 

9 
Cnatott Stormoler "Exam.4es of Stabilityed Change from Santa Marie Atzomp , 

p presented at the Southwestern Anthropological Association Meeting, Tucon, Arlzona, 
1971; and Barbara E. Ward, "Woman and Technology In Deoloping Countries," Impn t 
of Sdenc, on Society, Vol. 20, No. 1 1 970). Describin th e m ff of tdnkhor 
Bevery Chines obsves: "Modern tchnology Imported by forenrs bring with it a
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by Women in Sarawak was replaced by machine processing run by Chine men. 
Men's enterprises also have suffm from competition with national or Inter. 
national firms. A study of governmental policies in Zaria, Nigeria, showed that 
small businesses run by men suffered from the lack of basic ervicas-partlcularly 
water, light, and credit-and that this prevented their expansion; in contrast, two 
large local factories, producing tobacco and textiles, were fostered by govern-
mental policy.12 Planners usually am swam of and try to em the demise of small 
businesses in the wake of modem industrialization. What they have forgotten, 
however, is the sex of the entrepreneurs-and hence have attempted to provide 

P alternative employment for men only. 
Ll 

. Change in the Modem Sector and Women's Education 
The 	 c e l t w s iOther , 	 The elie character of all education as wall as Its bias In favor of mna evywshee 
In the world means that rural women seldom are literate-e fact that inhibits 

C 	 their ability to move into new sectors when their traditional economic roles a 
suleded. Furthermore, according to the most recent UNESCO figures, the 
disparity between male and female illiteracy is growing. In Africa (where illit-

- erecy is extremely high among both sexes), nine out of ten women still are 
Illiterate. In Ada, female illiteracy rates range from 87 per cent in India to 52 per 

- cent in Hong Kong; and even In Hong Kaolg women we finm times rnom likelynotions 
z to be illiterate than men." Generally, the higher the level of education, the lower 

• the female enrollment. In Africa, some 20-30 per cent of female children attend 
imary school, but only 10-20 per cent of the secondary-hotol children a 

girls.' • In"South Asia, of the 2.5 par cent of the adult populetion that continues 
in school beyond the age of fourteen, about one fifth are women. In Latin Amer-
ice, in contrast, where the percentage of adults who receive higher education 
varies from 2 per cent to 10 per cent, nearly half the students enrolled in higher-
efucation institutions are women. ! 4 However, these few highly educated women 
remain limited in their options by the widely held belief that men and woman 
have separate "proper spheres" In profesional and public life. 

In traditional rural pursuits, the lack of education was a relatively lon 
serious problem. But that is changing as the modem sector invades the tradi-
tional sphere. Women in the markets, for example, are at a disadvantage becauseof their illiteracy end lack of knowledge of modem-pacicaging tecuiique. Th 

lack of education limits women's options even more severely when they migrate 
to the city. When they move with their husbands, they may be able to continue 
household crafts or petty trading. But trading on a small scale takes place within 
an established circle of customers; frequent moving can destroy a business. In 
some businesses, such as tailoring, womencompete with men who have easier 
acae to credit and therefore can provide a wider variety of fabrics. Lack- of 

12 
.......h_.- "--
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education is a handicap to tm women. Dorothy Remy, who has studied the 
economic activity of women in Nigeria, has commented that "without exception. 
the women In my sample who had been able to earn a substant independent 
Income had attandd primary school. All of these women hd leerned to nod, 
write, and speak some English." s 

While married women find their economic Independence severely limited in 
the towns of the less developed world, they at least have husbads to support 
them; life for unmarried women is more difficult Surveys conducted in Dahomey 
Indicated that from 25-30 per cent of women living in towns were an their 
own.'e In Latin America young woman migrate into cities In larger number than 
men, and some seek employment In domestic service or as shop asistants; mrom 
often, however, prostitution is mentioned as the primary means of subsistence. 

women fit Into the uncounted interstces of the economy. They buy apeck of cigarettes and sell them one at a time. They cook food amo hawk it on 
the st . Although male mignt, too, engage in this informal sector, they 
usually progr into the "moden sector," where they are inluded in employ
ment tatistcs. For the most part, however, women continue to work at marginal 
o and rmain uncounted, snce these economic actvties do not enter into that 

myobsicad standar, ute "gross tis-oonalproduct." 

All this is not to say t education has not opened up some new ocape-A hsI o osyta dcto a o pndu oenwoc~ 
for women, particularly for middle- and upper-cam women. Since most 

of the eady educationsyta inco01onilicounl; woo run by missicnaiinwho 
placed a high value on education regardless of sex. girls have had some ss 
to school In many countries, nursing and taIng ar consdered respectl 
hnmfale occupations. In fact, t e more opportunities forrwoan as teachers, 
nune, and doctors in sociees wher sx segregaio continua and men are 
limed in their contact with women than there ae in less traditional societies." 
As sex segrgation is relaxed, howeve, making thi "market" for female profes. 
slonal employment less exclusive, the number of women employed in these flelds 
dedines-providing yet another exar-4:= of the negative impact of development 
on women. 

In those areas of Southeast Asia and West Africa where trading tiaditionally 
has been the women's presem, many educated womon have retained their entre
preneural role, adjusting succesfully to modem nmm,. cond-itions. InGhana, the 
major marmalade manufacturer is a woman. The strnth of organized market women in Guinea and Nigeria has given them influence in affecting goveme1nt 
decsions. In Jakarta, the wives of the higher-rade civil rvnotrs run shops and 
make jewelry. In Thailand, several large hotels are own. and run by women. In 
the Philippines, women are adept as real estateagenta, 
mri 	 heifcttato-nPlllplna wom 
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________________________ 

scools is a deer Indicator of One va-l pedin that country an the ability ofwomen tom en rn. 
Only n cnrsis sctltins, howevor, nlw gi piitd by socieattend 

to enge In economcactivties thatotherwse remain ieed tothem. inVietnam,
for example, women were forced to support their fmdlies through yearn o war.Marilyn Hokins has pointed out that wonm In Vietnam traditionally have been

'n pivotal in the-family; thus any activity that eisuree the family's continuity or
ids In Its comfort is socially acceptable.' Undoubtedly aiding In this acceptance 

em the many folk tales which portray Vietnamese women as heroines in the days
before Chinese and French colonialism. A similar ability of women to respond tomodem demands (more quickly tan their husbands) isfound today among the
Yemenita migrants Into Israel. Yemenit mn,,more circumscribed than women

Cv) by carefully delimit d roles, have difficulty adapting to their new surroundings,
while the women, e to m to the neKds of their families, hne movd Into
the modem economic sector and In many cases have Iecom the major Income-Produms Intheir families2 

-Thus education has only pertly countered the historic phenomenon typicalof the earlier bureaucratic as well as the later Industrial societie-aigning of 
women to the home. Those women who SUmeeded In obtaining a higher educe. 

. tn"lo
during the colonial period usually could find Jobs as easily as men, both
because of the dearth of trained nationals end because the society Itself was in astat of- political and economic transition. An Important factor enabling these 
women to participate was the existence of a supportive family structure In which
kin and servws took over some of the women's household tsks end family re-
sponslblitles. Thus women pleyd a prominent part in many nationalist struggles
inoAsla and Africa and were rewarded with high governmental positions in newly
Independent countries. The three current women prime ministers-of India, Sri
Lanka, and the Central African Republic-have personal histories of political
activity. In Latin America, women have entered such demanding occupations aslaw, medicine, and dentistry in larger hurnbers than in the United Statu.21 

Today, unfxtunatly, the situation ischanging. Feawr women are inpadia-ments or political parties than during the early days of independence; professionalwomen in many countries are beginning' to have difficulty finding good jobs.
These setbacks mirror those experienced by women in the United States, where 
ahigher percentage of women received doctoral degrees between 1910 and 1920than at any time since, and where more women held professional and technical 
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2 Oy i Klir, ",WWl Woman in Deveopment: The Case of Yeenlta Jevs in a 
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Jobs i the IM3 than do now. Seal explanartions have been offere for aditr. FIt a educationaI -opporwnltjea Increeee. more midlecdam dilduen
college; and daughters of the mddle da usually ae mo reirtricted by

their famillies' sem of propriety than am the daughters of upper-dla familis.
Second, the enty of large numbers of nn Into the ranks ofjob eeilers-pertou
laty middle-de men who feel women should stay hore-I ae employment
competition and decreases women's chances. Third, the govenmnts In manynewly i d ent aurtrles have becnm more and more dominated by the 
military; while profelond women sometimes do obtain hlgh-svel jobs in the
bureaucracy. virtually nowhere do they do so In the military.

Non-working women-wheiner educated or not-become mor dependent
on their husbands than those who hav an income. While a dependent woman 
may have mor status In the ayes of her friends beceue of her husband's Job,
many wornerin the Increased authoritarianism which tend to flow from
dependency- Joseph Guglar write about how auch resentment has led to theradicalIzation of women In Wt AfrIcL 22 At the Sam time, howver, ,i
from the drudgry of farm labor makes dependency and even sedul on acceptableto women In many pet iof Asia and Africa. While Western women look-upon
eacluSon, or purdah, as an extreme forn of backwardness, many lowerclass 
women In the old bureaucratic sodieties perceiv it as an Improvement of status
an imitation of the upper'dases. This proces of chnging life styles to emulethe las abov has long been r b castes in the Hindu hierary, 
where it is termed "Sanskritization. , A study of purdah In Bangladesh Indica
it has increased since Independence from Gratn Britain."5 In northern Nigeria
the attitude of Hausa woman toward seclusion Is Influenced by religion andculture. Farming is carried on by Hausa women of the animist sect who cherish
their freedom of movement and ridicule the secluded Haus Moslem women, who,
on the other hand, appear to prefer to be kept in seclusion on the grounds that itreduces their work load and rdses their prest;ge. Nonetheles, it has been noted:
that seclusion has the effect of separating the sexes and Increasing the hostility of" 
women toward men; this hostility creates a kind of flmale soliderity that isnotchanneled into activism but i4 expressed, for example, in ribald singing. Amongthe animist Hausa, "women play an obvious economic role, one that isrecognized
by the men." The result issocial solidarity rather than sex division.24 

Such increasing hostility between men and women may be responsible forthe amazing rise in households headed by women. Around the world today, one 
out of three households is headed, de facto, by awoman. In the United States thefigure is just under 20 per cent, but in parts of Latin America it isas high as 50 
per cant; in Africa-the end of legal polygamy has resulted in~second wvitsiolng 

22 Gugi. "The SecondSe in own," Cadla Journaof 4fkSn-a --
Vol. 6, No. 2 (1972), pp. 209-302. 

Henna Papenek, "Purdah: Separate Worlds and S ntbOiC Shldtr," Con-plnrewSwdif-
Indy@iWad Hior, Vol. 15, No. 3 (1973), pp. 299-325. 
4rJme H. Barkow. "Hma Woman and Islam," CmedlwJownelofAfrcenSruds,

Vol. 6, No. 2 (1972), pp.317-28. 
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in Ads, becau the customary protection afforded divorced women and widows 
by farmily practices ir.4dded in traditional relikns Is breaking down. Migration 
pttern-a function of economic opportunity-also have led to an increase in 
wonhn4eeded households. In Africa the men migrate to mi', piittikons, or 
cities. The 169 Kenya census indicates that one third of rural households are 
headed by women; Lesotho estimates are even higher. In Latin America, in con-
treat, it Is the women who migrate first, often living In urban squattmr settlements 
and raising the children by themselves. Whatever the reason, planners persist in the 
stereotype of the family as headed by a man; this concept reinforces the Idea that 
only men engage in economic activity and leads to unfair planning. 

Modem laws and customs help create these women-headed households. 
Most countries In Africa have adopted laws making monogamy the only legal form 
of marriage. Second wives, who of course continue to exist, become "mistresses" 

I and lose the protection that was acorded them under customary law. While 
en Westernized African women argue in favor of the necessity for monogamy, many
I 	 market women indicate a preference for polygamy. A survey conducted in the 

Ivory Coa, in the 1960s showed that 85 per cent of the women cae out in favor 
of polygmyl According to Margarita Dobert, the women believe that "In a 
nonogernous marriage power accrues to the man as head of the household whereas 

C formerly both mn and women had to defer to the head of the lineage." Further-
z moq co-wlves shared the burden of household work ano cooking; one woman 

could go off to trade while another stayed at homa to carry out household tasks.2 s 

Western law underscores women's major role as child rearing, treating 
women as dependents a far as property is concerned and generally awarding them 
custody of children in divorce. Thus modernization takes away women's eco
nomic roles while at the same time giving them the burden of paying for raising 
their children. Older religions such as Christianity and Hinduism avoided this 

nroblemby forbidding divorce: Islam and Aft.an animism allowed divorce but 
required men to assume the obligations of raising the children. By absolving men 
of the responsibility of caring for their children in cue of divorce, recent legisla-

2 6  tion in Kenya has placed an oppressive burden on divorced Kenyan women. 
Women-headed households are also increasing in the Soviet Union. There 

the women are integrated into the economy, albeit at lower-level jobs, but their 
husbands are not sharing in household and family tasks. Women are rejecting not 
only marriage but also child bearing. It was interesting to hear Romanian officials 
at the U.N. Population Conference in Bucharest in August 1974 observe that 
concern over the falling birthrates in their country actually might have the effect 
of urging men to help more with the houseworkl I 

There is no dear relationship between family tylie and women's ability to 
work. Women-headed households generally am relatively poorer. In most coun-
tries, the women lack education and are forced to earn money in-margi . job& 

.wlthln or-outsd- the-modem- s cr.-Inhe-Un. ;-s, wui&,-en.- t 

VMhVmit iJ a star"ard of living cut by nearly a half; the majority tend 

2 D'ber. "The Chnglng Status of Women," op. ctt.. p. 7. 
26Audrey Wipper, "The Roles of African Women: Past, Pres. and Futum," Cwslm 

.bsleofAfrsangNOW Vol. 6,No. 2 (1972). 
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to find obs on the low end of the employment scale and receive inadequate 
child-support payments. At one time it was thought that the nuclear family would 
be the prototype of the modem world. Women in the United States now complain
of the restrictions of the nuclear family, at least where the parims a not equal. 
Yet several observers of Asian women have argued that the nuclear family is the 
primary liberating force from the patriarchal dominance of the extended family. 
Latin American observers on the other hand, have suggested that the kin network 
that typifies traditional extended families actually allows for more equality of 
women because of the shared obligations and duties within the family. 

In China, the traditional extended-family pattern has been the target of 
much criticism by the governmient, undoubtedly becau that form has been so 
intertwined with the elitist bureaucratic form of government. All levels of society 
now are required to share the drudgery of hard labor; college students and party 
functionaries in particular are required to work periodically on farms or on 
massive public works projects. Government publications suggest that the ideal 
of equality has been achieved, but typically the military and bureaucratic leaden 

27are almost entirely men. Even the most influential Chins woman today-
Chiang Ching, wife of Mao T-tung-operatas on the perlphery.?5 Recent visitoes 
to China have been impressed by efforts to achieve female equality. Nonetheless, 
even the Chinese delegata-to the U.N. Commission on the Status of Women ad
mi that the men in the outlying arms of the country have not yet understood 
that Women me to be treated as equals. 

In subsistence economies, the process of development has n to restrict the 
economic independence of women as their.traditional jobs have been challenged 
by new methods and technologies. Because Wstrn stereotypes of appropriate 
roles and occupations for women tend to be exported with aid, modernization 
continually increases the gap between women's and man's ability to cope with 
the modem world. Elites in thae countries are imbued with middle-class Western 
values relegating women to a subordinate place-values often transmitted by the 
industrial world's bureaucratic systems, which frequently reinforce such stereo
types in their own societies, 

In the developed, "modem" world, women continue tu nxperience 
restricted economic opportunities while at the same time finding increased 
family obligations thrust upon them. The strange contrast of this reality with 
the Western ideal of "equality for all" increasingly has made women aware of 
this injustice. Instead of docilely-accepting their fte,Wotn are becoming 
increasingly hostile, ieavingmarriage behnd,: andAking-on the=al-furn 

- , ,ugec_ burdenof husband. A redress'is
overdue. Planners must not only consider and support women's economic 

27Joyce K. Kallgren. "Enhancing the Role of Women in Developing Countries.- pro

pared for the U.S. AGency for Intrnational Development. 1973, mimo. 
211Fozn Witke, "Women in the People's Republic of Chins,- speech presented before 

the Wingspread Conference on American Pespectivs, Racine, Wisconsin, June 25,1974. 
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activities but must also find ways of mitigating the drudgery of houseworkand the responsibility of child rearing. The roles assigned each sex must
again be made more equal-with men as well as women accepting theirfunc:ions of work and family. da 

For a time after World War II. there was great optimism about the abilityof the world to proceed apace with economic development. Today there is agrowing realization that development is a more elusive concept than hadbe.n previously thoughL Even where countries are able to boast of a risinggross national product in the fact: of population growth, it is recognized that
Wce::rn-style development approaches of the past have tended to make therich richer,and the poor poorer, both within countries and among countries.Not only women but the poor generally have been left out. 

i-. .'at surprisingly, many economists are looking for alternative paths todevelopment, and are showing an increasing interest in the experiences ofR :- Such non-Western countries as the Soviet Union and China In Ihir impc ton wcnen. however., these non-Western models also are inadequate; In a sense ' t-; err twice, for while vwomen's nurturing roles are deemphasized infavor of tier economic roles, women continue to have access only to the lessimportant economic and poli:ical roles. Clearly these models-whatevertheimoact of their policies on the women in their own countries-also cannotand shculd not be exported without major adaptation, or they too will under-'
mine wcrien's traditional roles. What is needed, therefore, is not an importedmodel, but rather an adaptation of development goa!s to each society-anadaptation that will ensure benefis for women as well as men. 
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CROSS CULTURAL ATTITUDE SURVEY 

Working alone, study each of the following attitude dimensions. Then using
the nine-point scale:
 

1. Indicate where you feel your position is 
on each dimension.
 
I I 

*',-,-, Is .,. =i 0 1b14. ,.,.1 
1404 00 

14 2 3 4 	 6 85 7 	 9 

1. A woman's place is in the home.
 

1 2 3 	 5 74 6 8 9

20 Womn should play an equal role In the economy of the family.
 

1 2 3 4 5 6 7 8 9 

3. A women should always try and be attractive to mn.

1 2 3 4 5 6 7 8 9
 
4. A woman should always he honest in her personal feelingstoward &man. 
1 2 3 4 5 6 7 .8 9 
5. A woman who has not borne children has not fulfilled herself as a woman. 
1 2 	 4
3 	 5 6 7 8 9 
6. Woman have the right to remain single. 

1 2 3 
 4 5 6 7 8 9'
 

7. A woman should 
eel good.when a man pays her attentionn.
 

1 2 3 4 5 6. 7 8 9 
not bor haves n fl8. 	 It is a sin a woman to fexual d prior to marriage. 

1 2 3 4 5 6, 7 8' 9 

9. In the home, what the man says goes. 
1 2 3 4 6 85 7 	 9 

10. A wo.ln can have a relationship witha man, on.a purely platonic or
 
friendship level.
 

1 2 3 
 4 5 	 7
6 	 8 9
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Women of the World. .t+hPfrg 

Women and home 
Tha..c,"soca vu A" 
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Women and Work. 
A WOMAN'S WORK ISNEVEIR DONE,
 
A day in the life of a typical nrral African woman'
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F Women and health -Women and education W 
LIFE EXPECTANCY 
Woewns raturul lifespan is longer tam men's. in ane iii. 
dustigzed world where nuruiton and public health sumd. 
aids are high and medica care available. the longevity pp 

can be as much as 10 Year
between men and women 
(USSR). In thedeveloping counties, where women suffer
 
more Oa men from a heavy workoad and social service 

deficiencies, the pp isnarower and someumes reversed.
 

Qha it ~ ~ . ~ 
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KflO~~~flA W 

Women are theuniversal water caniers. spending between 
one and four hours a day in its collection. and usually 
tiransporung it in heavy pot,%or buckets on their heads or
 
backs. The distamce from their hom4reto a source of clein 

water is cruacal tothe standard of health and hygiene in
 

their famihe. The Intemaional Drinking Water Supply 

and Sanitation Decade's goal is the provision ofsafe drink-

in# water and sanitation to all b) the year 1990-a formida, 

ble task. 


L4 d T5hN 11111 nod
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MATERNAL MORTALITY 

Rasing health sundards for womn in the Thrd World re-

quires cast access to maternal and child cae services in-

chiding ante- and pou-natal care. maternity cu and family 
planning. 

De ths per 100,000 Uve births from deliveries. conpl.
 
cations In pregrancy. childbirth and the puerprlum 
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1uppuaf uMany 
JamaIca 114.4 
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AMLASTMAAT! 

osevral Aricsn and Asian counies the pcctu is worm than 
the satim wily because of a huge femal dropaa once 
compulsory ye arstcopla due o the lack or changr in 

aWATER 


parna expactaions for firs. 

ILLITER ,CY 

Nearly two out of every three illiterate people in the Aodd 
an women. Resistance by Third World women tuother 
opportunities of raising their qualily of life-beticr nuui. 

fwjly plarning. domstic hygicne-are very closely 

associased with literacy. a 
,on, 
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SCHOOL SUBJECTS 

schools still have glrls' subjects* amd 'boys' 

s bjects In .bt eountries: 
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WORKING STYLE INVENTORY 

Self-Assessement 

Sixteen situations typical of those faced by Peace Corps Volunteers in the
 
past are described below. Four different ways of handling each situation are
 
described next. Select the way of handling each situation which you prefer and
 
assign the number "4"to that choice. Select your next preferred choice and
 
assign a "3'to it. Assign a "2" to the next preferred choice and then a "1"
 
for the least preferred choice. Assign your numerical choices directly on the
 
scoring sheet attached to this Self-Assessment form.
 

This form is designed to help you assess your own personal preferred style

of handling situations which you are likely to face during service as a Volun
teer. 
 Later, you will analyze the results yourself and will be given opportuni
ties to try out different ways to handle similar situations.
 

ASSIGN A "4", "3", "2", or a "I"IN THE ORDER OF YOUR PERSONAL PREFERENCE
 
FOR HANDLING EACH SITUATION DESCRIBED. PLACE YOUR RESPONSES DIRECTLY ON THE
 
SCORING SHEET ATTACHED TO THIS SELF-ASSESSMENT FORM.
 

Situation #1
 

You 	are entering your assigned village to take over an appropriate technol
ogy project. The Volunteer you are replacing has already left. The project is
 
three years old. You have had brief discussions with village leadership and get

the sense that the project is being received with mixed results. You have been
 
asked to address a meeting of village leaders to introduce yourself. How would
 
you 	prefer to handle the situation? (Respond on Scoring Sheetl) Choices:
 

1. 	Present your approach to the project and ask for questions and advice.
 

2. 	Seek the leadership's view of the project and identify problems.
 

3. 	Ask the leaders to describe their goals for the project, as well as
 
other pressing needs the village is facing.
 

4. 	Ask the leadership if you can sit in on this meeting and become better
 
acquainted with village needs before addressing a meeting.
 

Situation #2
 

You have been assigned to help the largest village cooperative keep their
 
financial records straight and to provide general management assistance to coop

leaders. The cooperative is operating at a deficit, and membership is declin
ing. You need to decide how to prioritize your time from the following

choices.
 

Choices
 

5. 	Develop a balance sheet and income statement to analyze causes of the
 
deficit.
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6. 	Work with coop manager and bookkeeper to identify causes of deficit
 
and declining membership.
 

7. 	Encourage coop leadership to call a membership meeting to discuss the
 
causes of deficit and declining membership.
 

8. 	Observe everyday functioning of the coop and informally talk with
 
people who belong and do not belong to the enterprise.
 

Situation #3
 

You have been assigned as a teacher in the local trade school in manual
 
arts. A disagreement has arisen among the faculty about whether to emphasize em
ployable skills-training or preparation for advanced training. You are about to
 
attend a faculty meeting to discuss these issues. You are the only expatriate
 
member of the faculty. What is your strategy?
 

Choices
 

9. 	Publicly state your point of view indicating a willingness to listen.
 

10. 	Meet with influential faculty and seek to influence them to your point
 
of view.
 

11. 	 Seek the advice of fellow faculty and follow it.
 

12. 	 Take a position in public and attend the meeting to listen and learn.
 

.Situation #4
 

You are assigned to a small vegetable cooperative project which has been
 
underway for several years. There is very high interest in the project among
 
the 	village at large. However, the local leadership has just decided all coop
 
labor must be assigned to re-building the bridge recently flooded out during the
 
rainy season. This is planting time for the vegetable coop. What would you do?
 

Choices
 

13. 	 Persuade the leaders to change their priorities, at least to enable the
 
once-a-year planting in the vegetable fields
 

14. 	Help the leadership identify-some alternatives to choosing between the.
 
vegetable crop and the bridge.
 

15. 	 Help the local vegetable coop manager develop strategies to try to get
 
the local leaders to teconsider.
 

16. 	 Join in and facilitate bridge repair in an effort to complete it in
 
time to also plant vegetable plots.
 

Situation #5
 

You are in the last six months of your tour. It is unclear whether you
 
will be replaced by another Volunteer. The local project committee is urging
 
you 	to be sure to finish a gravity irrigation project you leave. You are not
 
sure 	you can complete it is the time allotted. How will you handle this
 
pressure?
 



HANDOOT III - 4 - A
 
Page 3
 

Choices
 

17. 	 Try as hard as you can to complete the project.
 

18. 	 Lead a planning meeting with the local project committee and staff and
 
try to develop alternative strategies.
 

19. 	 Concentrate on developing skills in local project staff to enable them
 
to complete the project after your departure.
 

20. 
 Pass the dilemma on to the local project staff leaders and encourage
 
them to solve the problem and tell you what to do.
 

Situation #6
 

A new counterpart has been assigned to your food production project. 
He/she does not have the connections with local district officials which the previous counterpart had and seems unable to use connections to get needed inputs.

If you do not get the needed inputs soon, serious food shortages could result at
 
harvest time. What will you do?
 

Choices
 

21. 	 Use your previous associations through the past counterpart to ensure
 
the required inputs are received in time.
 

22. 	Develop strategy with new counterpart to provide introductions and con
tacts to enable him/her to get inputs in time.
 

23. 	Ask new counterpart to develop plan to get inputs, and critique plan.
 

24. 	Encourage new counterpart to go out and try to figure out how to get

needed inputs.
 

Situation #7
 

You have taken over an agricultural production project of the "green revolution" type with a "most promising farmer" orientation. There are two very
progressive farmers using the new technologies and greatly increasing their cultivated land. 
Host 	farmers in the area have not adopted the new practices. The
village leadership is predicting scarcity to starvation next year if food production is not greatly increased. Where will you focus your time?
 

Choices
 

25. 	 On increasing food production by whatever means, including using the
 
progressive farmers as "model" farmers for others.
 

26. 	 Balancing between encouraging the progressive and workingdirectly with
 
more traditional farmers.
 

27. 	 Organizing traditional farmers and training them in new agricultural

practices.
 

28. 	 Identifying why traditional farmers are not adapting new agricultural
 
practices.
 

I 
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Situation #8
 

The village to which you have been assigned has a native bee-keeping project going and are highly motivated about it. Your assignment is a general agri
cultural assignment, but you happen to know quite a bit about bee-keeping and
 
can see some ways to help improve their already successful project. They have
 
shown no interest in using you in that way. How will you respond?
 

Choices
 

29. 	 Speak to village and project leaders laying out some of your ideas for

improving the project and suggesting change in your assignment.
 

30. 	Hake a suggestion from time to time, informally, demonstrating your
 
competence in this area.
 

31. 	 Share your dilemma with your counterpart and seek hii/her advice and 
follow it. 

32. 	Hove ahead with your assignment as planned, being alert to any future

opportunities to be helpful in an informal way with the bee-keeping.
 

Situation #9
 

You are beginning the second year of your two-year teaching contract. You
 
have been able to introduce some innovative methods, and students and fellow

faculty have responded will and begun to adapt them. Some students in particular have "blossomed" under your direction. What are your priorities for the 
next 	eight months?
 

Choices 

33. 	 Focus on blossoming students and bring mre into the fold. 

34. 	Organize special teacher-training seminars to broaden and deepen inno
vations in curriculum and teacher practices.
 

35. 	 Seek opportunities to co-teach with counterparts to solidify-innova
tions already adopted.
 

36. 	Begin planned withdrawal to lessen dependency on you for sustaining
 
innovations adopted.
 

Situation #10
 

You are a health and nutrition specialist assigned to a community clinic
 
with a very vague and general assignment. The needs surrounding you are overwhelming, but you don't know whsere to begin The clinic director seems glad to
have you, but has provided no specific direction. How will you begin?
 

Choices
 

37. 	Assess your strongest field and make a concrete proposition to the
 
director to clarify your role.
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38. 
 Ask.for a meeting with the director to mutually explore his/her prior
ities and ascertain where you can be most helpful.
 

39. 	 Ask your counterpart(s) if you can observe them for a month in hope of
identifying areas where your skills can complement theirs.
 
40. 
Conduct a community needs assessment and develop your role in response


to community needs.
 

Situation #11
 

You are a technician assigned to a well-drilling project in a community
where potable water is in short supply. 
You know how to dig a well and have
demonstrated how to do so. 
 However, in this culture, manual labor by men is
frowned upon. 
They 	are happy to have you dig wells while they watch. What will
 
you 	do?
 

Choices
 

41. 	 Continue digging to model that manual labor is o.k. and, by example,

influence local men to join you.
 

42. 	Meet with influential leaders and point out the necessity for potablewater and its relationship with health problems in the community. 
43. 	 Meet with counterpart(s) ansd try to get them to help you solve the

problem. 

44. 
 Stop digging wells and focus your attention on overall community needs
and how you might help meet some of those needs.
 

Situation #12
 

You have been working as 
an athletic coach in the community and, under your
direction, the community has produced outstanding teams. It is a matter of considerable pride to community leaders, and they have asked you to continue to
win. 
You have noticed little parental involvement, however, and in order to win
you have focussed attention on a small number of talented youth. 
How will you
change the situation?
 

Choices
 

45. 
Try 	to maintain your winning teams, while organizing new teams with
 
more 	focus on parental involvement among new team members.
 

46. 
Call 	a meeting of existing and new parents.and make a condition of
 
your"continued coaching, greater parental involvement all around.
 

47.' Seek-parental'assistance in coaching, organize new teams, and focus
 
,your.time on training new coaches.
 

48. 
 Spread your "winners" among newly organized teams, minimize importance
of. wnning%,and concentrate on parental involvement to identify new
 
needs.
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Situation #13
 

Your counterpart is becoming increasingly dominating during project commit
tee meetings. As his/her confidence and skill has grown, you have gladly given

more 	responsibility to the counterpart. But, it 
seems to you other committee
 
members are becoming more withdrawn from the project. You want to build a
 
strong project team, rather than just one strong counterpart. What should you

do?
 

Choices
 

49. Raise the issue directly with the counterpart and offer to lead the
 
next committee meeting to demonstrate participative leadership
 

skills.
 

50. 	 Provide help in planning the next meeting and make some specific sug
gestions to the counterpart about how to modify leadership behavior.
 

51. 	 Watch for opportunities to provide feedback, ask the counterpart ques
tions about how she/he thinks meetings are going, and reinforce par
ticipative behavior.
 

52. 	Leave the situation alone and count on the committee to call the
 
counterpart on dominating behavior, then reinforce and offer to help.
 

Situation #14
 

You have just been assigned to a project which is a mess. Your counterpart
 
appears to have opened a small shop for second income and is not upa 	 showing
for project work. Community leaders are unhappy because the project was begun
with a lot of enthusiasm. They have asked you to take over and straighten it
 
out. How will you proceed?
 

Choices
 

53. 	 Take over and straighten out the project first, then deal with the 
counterpart problem later.
 

54. 	 Confront the counterpart with his/her behavior and provide ongoing
consultation until both problems are more manageable. 

55. 	 Present counterpart with pressing project problems and ask him/her to
 
suggest solutions and plans to implement solutions.
 

56. 	 Call meeting with leaders and counterpart and facilitate a problem
solving session as first step toward project reorganization.
 

Situation #15
 

You are working in a community with another volunteer. You have just be
come aware that the other volunteer has deeply offended the leaders because of

dresscode behavior. The level of distress in the community is rising and inhib
iting the success of both of your assignments. How will you handle this?
 

57. 	 Speak to the other volunteer immediately and strongly suggest she/he
 
change inappropriate behavior.
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58. 	Consult'with the other volunteer and try to understand reasons for the
 
behavior in a mutual problem-solving manner.
 

59. 	Bring influential community leader(s) and the other volunteer together

to mutually explore problem and solutions.
 

60. 	Encourage local leaders to go to volunteer on their own and offer to
 
be available if they need help.
 

Situation #16
 

Your counterpart is moderately skilled and experienced and moderately interested in your project. 
 She/he does not see the project as advancing her/his
own career. 
The village, however, is vitally interested in the project. How
would you handle this situation?
 

Choices
 

61. 	 Try to get counterpart reassigned, and temporarily take over direction
 
of the project until a new person is assigned.
 

62. 	 Spend time with counterpart trying to identify ways in which his/her

role in the project can both meet project goals and career aspira
tions.
 

63. 	 Work with counterpart on career goals and help her/him develop strate
gy for pursuing them, including leaving project if appropriate. 

64. 	Facilitate a meeting between community leaders and counterpart to see

if they can come up with a mutually satisfactory solution to the prob
lem.
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SCORING rSHEET.
 

(A) (B) (C) (D)
 

1. 2. 30.4,
 

5. 6. 7. 8.
 

9. 10. 11. 12.
 

16.
13. 46. 15. 


19.
17. -i8 20.
 

21. 2.23. 24.
 

28.
25. 26. 27. 

32.
31.'
30.
29. 


35. 36.,
33. 34. 


37. 38. 39. 40.
 

41. 42, 43. 44.
 

45. 464 47. 48.
 

2.
49. 52. 5. 


53. 54. 550 56.
 

59. 60.,
57. 58. 


61. 62. 63. 64. 

Total Total -:__- Total _ Total .... 

Instructions:
 

Enter your responses for each of.the sixteen situations above ,Assign a "4" to
 
your first choice, a "3" to your ,second Tchoiceai ,2" your next choice, and a
'to 

1 to your last choice in each situation.
 

When you have responded,fully to each set of choices,, total the-numbers verti..
 
cally in each column.
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AGRICULTURE EXTENSION
 

A. Definition and History
 

Agricultural Extension has a long and varied history. 
Someone long ago
discovered how to "cultivate" a plant yielding food. 
 This gatherer began to
cultivate, and Agriculture was born. 
Someone else noticed this innovation
and Agricultural Extension began. 
The diffusion of agricultural innovations
pre-dates many things. 
 In a sense, then, so does Agricultural Extension.
Broadly speaking$ Agricultural Extension is 
a very wide spectrum of activities ranging from spontaneous informal information-sharing to scientific or
 
even esoteric study.
 

In Europe, the United States, and other more-developed countries, Agriculture has become more scientific in the last two centuries. It is
now recog
nized as a science or technology. 
During that time Agricultural Extension
 
has changed too. 
 It has become more and more systemic, institutionalized,

and formal. 
 In the Third World both of these phenomena are much less
 
apparent, however. 
The history of Agricultural Extension revolves around

the rise of science and economics in Agriculture and theincreasing awarenessof development issues. 
 Agricultural Extension in less-developed countries

especially is 
a hybrid affected by both factors. 
 Science and development

have dictated sweeping technological change.
 

B. Systems
 

There are some systems of Agricultural Extension which are clearly defined

in its history as stages or types which are the bases of all others.
 

Spontaneous The "spontaneous" system was the first and continues to
 
be the most basic form. In it informal communication
 
ocurrs among farmers and those around them, not

necessarily purposive in agricultural terms. Information

is shared as 
part of more general social intercourse.
 

Farmer 
 In the United States, the spontaneous system solidified
 
Network 
 during the 19th and early twentieth centuries into a
 

self-conscious network of farmers organized for the
 
purpose of sharing ideas to help each other survive and
 prosper. In European countries similar networks sprang
 
up. Gradually business and government came to participate
:in this network, though it remained funded and controlled
 
by farmers in the United States well into this century.
 



Colonial 

.(Plantation) 

Rural 
Change 
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At about the same time, European governments sought to
 
catalyze agricultural production in their colonies 
abroad, especially concerning cash crops like tobacco,
 
sugar, coffee, and tea. The Colonial (plantation) system
arose whereby the governments selected and delivered 
information, inputs, credit, and market controls to 
increase native farm production. More formal and
 
centralized than the United States Farmer Network, this 
Agricultural Extension system included some of the

first expert non-farmer extension workers. 

In the mid-twentieth century, the independence move
ment among former colonial empires gave rise to the
 
Rural Change system. Based on the Colonial system,

which constituted a prototype in the developing world,
 
this new form was designed to change rural values,

behavior, and activities in accordance with governmentally
planned growth and development. Ideas, inputs, plans, 
and innovations were imported by the government and
 
imparted to rural families by extension workers from
 
outside rural areas.
 

The Farmer Network in the United States gradually

became even more institutionalized. In fact, its
 
function was 
 taken over by the federal and state
 
governments. Land grant universites came to replace

the exceptional farmers as the sources 
 of information,

and formal research, education, and outreach activities
 
superceded farmer interactions. Overseas the "green

revolution" of the 1960's and 1970's took this form.
 

In the 1950's and 1960's, and more recently again, the

United States government, the UN, and the British
 
government (in India) designed a specific 
form of
 
rural change extension to address rural communities
 
as whole entities. Outside extension workers brought
the democratic process and a general knowledge of a
 
.number of technical topics into rural areas to stimulate
 
community development as a political and economic
 
#grass roots" protection against poverty (and by their
 
thinking, communism). 
 This was an unusual mixture of the
 
community scale of the Farmer Network with the outside
 
influence and support associated with other forms of 
Extension.
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The 	Research-Extension System is the pre-eminent form of Agricultural
Extension in today's world. 
It is how most Americans and Europeans would
 
define Agricultural Extension. 
 For 	example, Webster's Distionary described
 
extenion as "a program which geographically extends the education resources
 
of an institution by special arrangements to persons otherwise unable

take advantage of such resources." 

to
 
Another recent definition calls
 

extension "organized activities designed 
to convey technical information
 
to farmers and others'. What activity, organized how?
 

C. 	Extension Formats
 

The 	phrase now synomyous with Agricultural Extension is "directed tech
nological change". Specifically, there are a number of activities which
 
typically 
come under the heading "Extension Work". These are:
 

1. Conventional Extension. A conventional extension program
 
includes personal on-farm visits by extension agents to
 
(usually larger progressive) farmers. These farmers may
 
adopt suggested techniques and provide demonstration
 
plots; or the agents themselves may cultivate demonstra
tion plots.
 

2. Training and Visit Extension. Extension agents may receive
 
regular fortnightly training, and then come to villages on
 
a regular schedule to give groups of "contact farmers"
 
specific recommendations on cultural practices.
 

3. 	Model Farmer. 
Village groups can elect representatives
 
(a "model farmer") to attend weekly or fortnightly training
 
programs at some administrative center. 
The 	model farmer
 
is then obligated (in theory) to report back to the group

what is learned at the training program.
 

4. Farmer Training Programs. Training programs can be developed
 
for various time periods. During the dry season it might

be for a few weeks or more. 
At a busier time, training would
 
be limited to 
a few days. In other cases, farmer training
 
centers can provide training throughout a whole agricultural
 
year to farmers who reside in campus-like centers.
 

5. 	Mass Communication. Radio programs can offer farmers
 
information. Demonstrations can be conducted at market places,
 
fairs, etc.
 

6. 	Models. Innovative progressive individuals and villages can
 
be identified and used as models. 
Their successes can be

highlighted in media and in large meetings, and others 
can be 
transported to examine their fields and villages. This approach

highlights farmer-to farmer exchange.
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7. 	Market Processes of Extension. Farmers often obtain some
 
inputs for agricultural innovations (seeds, fertilizer,
 
tools, chemicals, etc.) through regular commerical networks,
 
including stores or merchants at periodic markets. With the
 
inputs can come information on how to use them. Various 
programs can improve the capacity of this system to diffuse 
material and information. 

8. 	 Para-Statal Corporation. A para-statal corporation can supply
 
inputs (and usually credit to buy them) through a separate
 
bureaucracy. Farmers may be required to sell all production
 
of certain crops to the corporation, to assure repayments of 
inputs and to provide state procurement of desired commodities. 
Field agents responsible to the corporation can give instruc
tions to farmers. 

9. 	Farmer Controlled Organization. Voluntary associations controlled
 
and financed by farmers have played a valuable role in many
 
countries in identifying innovations and inputs that fill 
specific farmers needs. Training can be through local meetings
 
of members of the organization.
 

10. Management Education. Literacy training and basic mathematics
 
education can be stressed to increase a farmer's access to 
information, and to improve his ability to gauge the value of 
any innovation. This type of education could be incorporated
 
in normal primary education or in shorter training programs.
 

This list is not comprehensive or systematic. Various types of 
programs can be adopted simultaneously and will complement each
 
other. The point here simply is that there is a wide range of
 
potential formats in which farmers may obtain knowledge about new
 
agricultural techniques.
 

In most countries there are various activities and different forms of 
Agricultural Extension which exist simultaneously. In the Third World 
in particular, all of the systems were imported with eclectic glee. 
For example, in many developing countries there is a government 
Research Education Extension service and a development agency's Rural 
Change service side by side. Most of the governments of these less 
developed countries began with a Colonial (plantation) Agricultural 
Extension system in place. In many of these countries the system 
within which Peace Corps Volunteers work is this Colonial system in 
transition to be a Rural Change or Research-Extension system. 
Extension Farmer Networks were and are a rare thing in less developed 
countries, although Spontaneous Extension activity goes on of its own 
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accord. The factor which makes Third World extension systems most 
distinct from their American counterpart is no tradition of farmer 
control. America's enormous government Research Extension system 
features little farmer control now, but it grew through various stages
of direct farmer control and financing. Colonial and Rural Change 
systems, along with the exported version of the Research Extension 
system, have always been for farmers, never of them, and constitute a
 
very different response to agrtculture issues-. It is in this 
situation, based on the tradition of Extension work from the outside, 
that volunteers practice their own peculiar brand of Agricultural 
Extension.
 

D. The Extension Process
 

The extension process begins when the emphasis shifts from the development 
and testing of new practices to their promotion. The extension worker 
takes over from the research worker, and his mission is to promote the 
adoption of profitable new practices among the farmers he chooses to serve 
in the area to which he is assigned. 

We use the term extension worker to refer to any agricultural field worker 
who is assigned the task of promoting new practices. The concept of 
extension is not limited to the formally constituted official extension 
services. (Some of the best extension work is done by autonomous 
agencies.) The counterpart of the extension worker in the agro-industrial 
system is the salesman. 

In practice there is no clear line of demarcation where the research 
function ends and the extension function begins. This is especially true ii 
places where both the research and extension programs are underfinanced 
and understaffed and subject to political pressure to produce results. 
The research worker may reach as far down as the result test to verify 
his original hypotheses, and the extension worker may reach as far back as 
the central experiment station to find any new practice' and promote. Even 
when the process is well-ordered there is a rational area of overlapping
functions where close cooperation between the research and extension 
systems is in order.
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Adaptive ,Research 
Small-plot experiments 
(national station) 

Regional experiments 
(regional sub-station) 

Farm experiments (local) 

Resuit tests 

Result demonstrations 

Mass application-

Advice to Farmers 	 Extension Work 

The field trial or result test can either be considered the last stage in 
the adaptive research proces or the first step in the extension process. 

a. 	The Demonstration (The Result Demonstration): The Demonstration,
 
or result demonstration, is the first stage in the promotion of a
 
new practice. It is not a testing procedure as is the result
 
test. The objective of the demonstration is to demonstrate
 
the profitability of a proven (locally-tested) practice under
 
farm conditions. How much work will be involved in demonstra
ting the new practice will. depend upon the degree to which the
 
new practice deviates from existing practices. If the new
 
practice is just a matter of adding or substituting inputs,
 
very elementary demonstration procedures will suffice; but if a
 
new practice represents or involves a change in work procedures,
 
considerable on-the-spot instruction may be required in
 
conjunction with the demonstration.
 

b. Mass Application. Mass application is the second stage of the
 
promotion of a new or improved practice. It is the campaign 

stage--the goal is to persuade large numbers of farmers to 
adopt a new practice. A campaign should not be undertaken 
unless a very high degree of certainty exists about the
 
profitability of a practice and its range of profitable adoption.
 

For 	agro-industry, mass application of a practice which employs
 
a commercial input means mass sales. In a flourishing exchange 
economy, agro-industry can be counted on the assume a large
 
share of the costs of promoting the mass application of new 
practices.
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In all the stages of development, deployment, and acceptance of newpractices which precede the mass application stage, the critical
limiting factor is technically sound information. At the massapplication stage, the critical limiting factors to adoption are
very likely to be: the availability of key commercial inputs
at a reasonable price and the availability of production credit.
 

Empirical Adjustment of Practices by Individual Farmers
 

Adequate testing of a practice will indicate how profitable it is likely
to be under a range of representative conditions and what adjustments
need to be made to adapt it better to representative environments. But
 no two farms 
or two farmers are exactly alike even though they may be
classified together for sampling or test purposes. 
 For each farmer and
farm, there exists the possibility that any given practice can be even
more perfectly adjusted than it was at the time it was originally adopted.
Farmers continue to adjust or modify practices to the unique circumstances

of their individual situations by employing trial and error methods. 
 Better
educated farmers may even use the more 
sophisticated methods employed by the
research extension system to conduct their own result tests.
 

Information Feedback and Maintenance Research
 

The research extension system is not 
a one-way street in which practices

become fixed at the extension end of the continuum and the only variables
are the new inputs that are pumped in at the initial phase. New technology
must not only be developed, promoted, and disseminated; it must be
maintained, sustained, evaluated, and improved*
 

New practices are never fixed. 
Farmers, after they have accepted a new
practice, adjust the practice by trial and error procedures to the unique
circumstances of their individual situation. 
The adjustments some farmersmake may be significant enough to communicate back to other farmers 
through the extension system.
 

From Michael Gibbons' Agriculture Extension 'anual , draft ' nv
preparation for I.C.E., Peace Corps Washington. -i
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EXTENSION WORKER ROLEs AND'THEIR IMPLICATIONS
 

movements/ 

functions extension worker 
resembles 

style of 
operation 

relationship 
w/farmers 

location 
required by 

tasks 

Regulation Policeman Disciplinary Hostile Extensive 
local 
travel. 

Debt collection Dun Predatory Hostile" 

Data collecting 
 Survey enumer- Monitoring, Passive 
and reporting ator and clerk clerical 

Input supply .Trader 'Commercial Servicing Regular
and rationing presence 

in HQ
 
Advisory- Consultant Innovative 
 :Advisory Travel and
 
cum-research 


HQ
 

Robert Chambers, Two Frontiers in Rural Management: Agricultural

Extension and Managing the Exploitation of Communal Natural Resources

(Brighton, England: 
 Institute of Development Studies at the
 
University of Sussex, 1975, p. 5).
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EXTENSION TRAINING AND DIALOGUE:
 

A NEW APPROACH FOR TANZANIA
 

Dr. James Vries*
 

Journal of Adult Education
 
University of Dar es Salaam
 

Extension, Education and Development
 

Training and extension work with farmers is both an educational effort and a
 
means of development, and a part of that development. Before we can begin to
 
criticize traditional training and extension techniques and advocate new ones,

it is important to be clear as to what we mean by development, and training and
 
extension work related to this goal. Until recently, development was usually

defined in economic terms such as changes in the Gross National Product, per

capita and economic living standards. Training, and especially agricultural
 
extension, were viewed as an economic development tool; as an investment in

human capital on which a return was expected. This implied a direct functional
 
approach to teaching and learning which was focussed on "practical" skills and
 
immediate pay-offs.
 

This view has changed over the past ten years due to concerns about income
 
distribution, dependency on government, and other social and political concerns.
 
Now almost every statement about training and development mentions the impor
tance of participation, mobilization, equality, and self-determination. Since
 
independence, the party and the Tanzanian government have defined development as
 
liberation. Development is:
 

"A permanent revolution for the total liberation of the
 
people of Tanzania and Africa from all forms and manifes
tations of domination, exploitation, oppression, humiliation,

weakness, racism, poverty, ignorance, disease, and misery."

(Daily News, 1975) "For development has a purpose: That
 
purpose Is the liberation of man. It is true that in the
 
Third World we talk a great deal about economic develop
ment--but the goods are needed to serve man; services are
 
required to make the lives of men more easeful as well-as
 
more fruitful. Political, social, and economic organization

is needed to enlarge the freedom and dignity of men; always
 
we can come back to man - to liberated man - as the purpose
 
of the development activity." (Nyerere, 1976)
 

Development is thus more than a change in material welfare, farming practices,
 
or yield per hectare or return per man-day of labor. Development involves
 
changing people, changing their consciousness or awareness and helping them to
 
become "beings for themselves" -- making their own political, cultural, and
 
economic decisions. "The expansion of (Han1s) own consciousness, and therefore,
 
power over himself, his environment and his society, must therefore ultimately
 

* Edited by the Training for Rural Development Staff - Tanzania 
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be what we mean by development." (Nyerere, 1976) Education is thus both an end
and a means of development. Development which depends on the actions of men
requires a change in their consciousness, so that they are the determinant of
their own actions. 
Farmers follow a given practice not because of traditionallism, but because they see it as 
the best method in face of their own particular
situation. 
To change these practices demands a change in awareness which
convinces them that a different form of action better meets their needs.
 

Failure of the Top-Down Approach
 

Unfortunately the farmer often does not become "better" in the sense that he
or she obtains a significant benefit from the forced practice. 
This reveals one
of the fallacies underlying the traditional approach; the assumption that all
recommended practices are good and that the experts are always right. 
 Experience and research in Tanzania has shown that many practices either recommended
to the farmers, or forced on them, did not benefit the farmers, and their rejection of them was quite rational. Thus, while many recommendations are good,
experience has shown that when evaluated from the farmers' perspective many donot solve the farmers' most pressing needs and are therefore unacceptable.
 
This brings us 
to the second fallacy of the top-down approach: The assumption that farmers and villages are ignorant. It is true that many of them have
little formal education and are illiterate; it is not true that they have learned nothing and know nothing. (It is unfortunate that in Swahili the same word,
jinga, can be used for both illiterate and ignorant, because the two cannot be
equated). Farmers, through experience and the informal sharing of ideas, have
developed a wealth of knowledge about agricultural production and survival in an
often harsh environment. 
They also have a better understanding of their problems, needs, priorities, resources, values, attitudes, local culture, etc.
Educators and extension agents tend to be outsiders and members of a different
socio-economic class. 
 Thus, both the extension agent or trainer and the farmer
or villager have some knowledge necessary to bring about change in practices.
The scientific knowledge of the researcher needs to be complemented by the more
natural knowledge of the farmer to bring about a critical understanding of the
problem, and the basis for action.
 

The third major fallacy of the top-down approach is the assumption that
knowledge can be given or extended by the trainer and extension agent. 
 Knowledge cannot be poured into the adult learner like tea into a cup. 
 Informed
action develops in learners as a result of interaction with information, the
situation, and fellow human beings. 
 Learning is not an activity of a trainer,
but the learner, and involves a change from one way of understanding 3f doing
something to another. Adults in particular have developed attitudes and ways of
doing things. 
Learning often involves the rejection of existing ideas and
 
acceptance of new ones.
 

This leads to the importance of understanding the farmer's present knowledge
and understanding, and these must form the foundation of any new learning. 
Only
an active interaction with ideas and other people can result in the learner
really understanding new ideas and making them his or her own, instead of it
merely being someone else's ideas.
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Finally, another major criticism of the top-dowm approach, particularly
important in the Tanzanian context, is that it builds a dependency relationship

between experts (often seen as representing government) and farmers and
villagers. It means presenting the farmers with solutions to their problems
defined in the first place by the experts, instead of analyzing their problems
with them in order to fully understand them, and then a solution cooperatively.

The traditional approach makes the farmer feel dependent on the continued advice
of the trainer or extension agent, and it fails to teach him how to analyze and

solve problems on his own.
 

Instead of seeing men and women as 
the end of development, it treats them as
 a means -- tools -- to be manipulated as efficiently as possible in order to
achieve the goals of those in power. 
 In face of the above, it seems fair to
conclude that the present, prevailing approaches to adult education and extension work are not only ineffective, but actually are detrimental to the develop
ment of Tanzanian farmers and villagers.
 

The Dialogue Approach
 

The dialogue approach, illustrated in Table 1, is the opposite of the traditional top-down approach. Its essence is the horizontal sharing of ideas

between trainers/learners, learners/trainers in a process of reflecting and
acting on the world in order to understand it and control it better. 
It is
based on faith in people, in their ability, in cooperation with others, to be
able to understand self and situation, and to act on it and change it.
 

The dialogue approach assumes 
that both the trainer or extension agent, and

the student or farmer know something about the subject of interest, especially
if 
the goal is for the learner to apply what is to be learned. Although one may
have more general or abstract knowledge, and the other may have more informal
and specific knowledge, this difference does not make one 
or the other superior.
It is the shared knowledge both have in the situation which is superior. 
Within
the constraints of each party's environment, each can learn and change as a

result of interacting with the other.
 

While all farmers have some knowledge, they are not always aware of this
knowledge. In fact, because they are constantly told that they are backward,
lazy, ignorant, and thereby made to accept that they are hopeless, they often
feel that they know nothing. 
When farmers can be drawn out in dialogue as a
 group, they are often surprised at how much they already know, collectively,

about a wide range of production or development problems. It is important, in
the beginning, to draw out what the farmers or villagers already know to be able
to build on it. As Mwalimu Nyerere points out, by drawing out what the farmers
know, which can only be done through dialogue, and by showinz the relvann 
 nf
what is known to wt
 

"He has built up the self-confidence of the man who wants
 
to learn, by showing him that he is capable of contributing.
He has demonstrated the relevance of experience and obser
vation as a method of learning to be combined with thought

and analysis. 
 He has shown what I call the "maturity" of
learning - that is, by sharing our knowledge, we extend the

totality of our understanding and own control over our own
 
lives".
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The trainer's role in dialogue is not to present knowledge to the learner,
 
but to lead the learner to an examination of problems. To ask the learner to
 
critically rerlect and act on problems kprODIem-posing). Knowledge or Tearnng
 

grow out of this reflection cycle. The farmer will never learn the benefit of a
 

practice and the problems associated with it, until he has actually tried it and 
then thought about his experience critically. 

Neither will the trainer or extension agent know the value of his ideas
 
until he has shared them with the learner and tested them out against the farm
er's perceptions and experience. Dialogue, thus, requires both action and 
reflection, experience and thought. Without action, teaching is merely verbal

ism and amounts to exhorting the farmers to do this or that without showing them 
how to do it and thus has limited impact on their farming practices. Without 

reflection, extension work can become mindless activism in which farmers are 

forced to follow certain practices without understanding them and without the 
farmers themselves being developed. 

Is Dialogue Feasible?
 

Let us examine two objections to the use of the dialogue approach often made 

by extension agents, educators, and government officials.
 

1. 	The first is that it is impossible to engage in dialogue with farmers or 
villagers because they know little or nothing about modern agriculture or 

how 	 to make a village cooperative work. 

20 	 The second objection is that it is too slow and expensive; that our problems.
 

need urgent solution and, therefore, cannot wait for a long process of 
dialogue to take place. 

Table I 

TRADITIONAL APPROACH 	 DIALOGUE APPROACH 

are1. 	 Educators teach and farmers 1. Educators and farmers 
are taught. both involved in learning. 

2. 	 Experts know everything and 2. Both have knowledge to con
the farmers know nothing. tribute to joint learning. 

3. 	 Educators posses the authority 3. Knowledge is the property of 
of knowledge and have a monopoly 	 everyone; no one can or
 
on it - which they perpetuate. 	 should monopolize it. 

4. 	 Educators/experts think, and 4. Farmers are encouraged to 

farmers are thought about. think on their own. 

5. 	 El'ucators/experts are active 5. Both educators and farmers 
during learning and farmers are active during learning. 
are 	passive.
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Reaching Small Farmers (Role Play)
 

The Farmer
 

Mary is a farmer with five children, ages ranging from 3 to 17, her very
old father, and a 19 year old nephew, all living in the same compound. They
work their 4 ha farm together, though the nephew and the two older children also
attend a local ag school. Mary's farm is 1/2 ha of forest, 1/2 ha of swamp, and
3 ha of cleared hill land surrounding their compound. They also keep a smill
 
flock of chickens.
 

Their staple food crops are maize grown on the hill land, supplemented by
vegetables such as greens grown on raised beds around the compound for home
consumption as well as marketing. 
Cassava is grown as a dry season hill land
crop. Mary's tomatoes and spinach grew well last year and she made a small
profit, through her maize yield was down from poor rains. 
 There are periodic
infestations of insects in the field and in the storage bins, and nematodes are
a problem. There are usually not enough women around to 
do the three normal
weedings, and water for crops and for domestic use was scarce last year.
 

Mary wonders this season. Her nephew's school fees (which she pays) have
doubled this year, and he'll be around less to help with work because he is
studying for the big graduation exams. 
 She met the Peace Corps Volunteer named
Tia in the village working with the Ho Ho Ho (Help ourselves, Help others, Hand
on) Agriculture Project. Tia said she was coming today to talk to Mary about
becoming a Ho Ho Ho farmer. May enjoyed Tia's visit last week when they walked
around her farm and raised so many questions.
 

The PCV
 

Tia has been in the village for two months doing her community analysis.
Her Ho Ho Ho and Ministry Agriculture Supervisors sent out a memo yesterday
encouraging her to get more farmers involved in the project. 
Apparently the
 program sponsor (a consortium of arctic and antarctic philanthropic

organizations) is pressing for results.
 

The Development Program
 

Ho Ho Ho's services to 
farmers, in conjunction with the local Governmental
 
Extension Service, include:
 

-New varieties of soybeans, fruit trees,
 
maize, a tomato/eggplant hybrid called
 
the "Promiscous Little Debby", and
 
spinach. Yield were 
two times greater

than local varieties when the new varieties
 
were tested for this areas by the local Ag

Research Station in small plot trials at
 
the station.
 

-Hand harvesting and weeding tools for
 
sale at cost on a lease/buying basis.
 

1*'J,
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-Backpack sprayers, including a hand 
'pump.model and a motorized version 
are available :for loan. 

-The'following insecticides are available 
at-cost: Sevin, .Malathion, Parathion. 

-Plant spacing recommendation for the 
HO Ho Ho varieties. 

'-Fertilizer is available on a cash sale
 
basis only, in conjunction with two day
 
workshops on application rates and timing
 
for the Ho Ho Ho varieties.
 

-Workshops on the construction of small
 
storage silos made from local materials
 
using an improved design from West Africa.
 

The-Task
 

Tia must select from the available practices those most applicable to Mary.
 
Can you develop a rationale for why the farmer should adopt any practices?
 

Iq
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EXTENSION GUIDELINES
 

Personal Notes For Peace Corps Volunteers
 

1. 	Unless you have a professional ag background, your ideal role is likely to
be that of an intermediary, working within an established and viable crop
or livestock improvement program that has adequate technical support.
Given the vagaries of PC programming and host country realities, you may
very well be expected to fill in any technical assistance void by acting as
 an advisor or even an innovator. 
Remember this phrase: "Agriculture is a*
locat-on-specific endeavor with few cookbook recipes and little opportunity
for instant innovations". There is no way that you can make up for lack of
adequate adaptive research which takes time, money, and scientific
 
discipline and expertise.
 

2. 	Do everything possible to obtain the needed hands-on and technical skills
required for your assignment. 
You 	need to know the WHAT, HOW, WHEN, and
WHY 	of improved practices and possess the deductive abilit (this takes an
understanding of basic ag tech concepts) and field experience for
troubleshooting and for adapting recommendations to varying conditions.

Don't shy away from professionals, farmers, seemingly ponderous tech

references, or the field, they are your learning laboratory.
 

3. 	Whenever possible, work within the local extension system, not as an
independent agent whose accomplishments are likely to evapor-ate when you

leave.
 

4. 	Don't Jump into extension work too quickly: 
 Duriag the first growing
season, you'll have much to learn from local farmers, extension workers,
ag supply stores, produce truckers, technicians, etc. about your work
area's agricultural environment which includes soils, climate, pests,
diseases, farming systems and practices, land tenure, credit, etc.
 

5. At the risk of belaboring the obvious, your language skill and development

worker skills are crucial.
 

6. 	Get out and meet the farmers in their fields and begin to establish a
rapport. Get your hands dirty by pitching in on field tasks and by putting
in your own plots too. Too many extension workers have the "white collar"
 
syndrome.
 

7. 	Narrow down your target: You can't possibly reach all farmers; identify a
 group of "contact" farmers with the help of village leaders, small farmer
cooperatives, and extension workers. 
Remember that super-progressive

farmers may be looked upon as too exceptional by others you're trying to
reach. 
 Good contact farmers are usually more effective in promoting proven
practices than extension workers themselvea, and this also fosters
 
self-reliance and true skill transfer.
 

8. 	If pressed into an advisor role, don't play "expert" but try to EDUCATE
farmers instead so that they learn the what, how, when, and why. 
Remember
how 	frustrating it is when a doctor hands-you-somepis and says, 
"take

these", without telling you what's wrong or how to prevent it.
 

IJ
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9. 	Never promote or demonstrate a new practice that has not been adequately
 
tested under local conditions.
 

10. 	 Don't automatically condemn seemingly primitive or unprofitable growing
 
practices. There is usually more to them than meets the eye.
 

11. 	 Be humble and have a realistic attitude concerning your skills. Any farmer
 
can make a fool out of any PCV or even out of any expert. However, it
 
works the other way too. Each of you holds part of the key to better
 
yields, but it takes cooperation for things to work.
 

THE 	SMALL FARMER AND HIS RESPONSE TO CHANGE
 

In the developing countries, most small farmers with whom extension workers
 
have contact are farmers in transition from traditional to improved production
 
practices. They're aware of outside inputs like fertilizers, insecticides, and
 
vaccines for livestock and may actually be using one or more of these, though
 
usually in a haphazard manner. Although their first priority is often subsis
tence, once these needs are met, there's a strong motivation to produce a
 
marketable or exchangeable surplus.
 

Much of the solution to hunger and rural poverty in the developing world
 
hinges on the small farmer's ability to increase his/her returns from tradition
al crops by adopting appropriate improved production practices. "Appropriate"
 
means in harmony with the environment and the cultural and economic situation of
 
the farmer. "Improved varieties, fertilizers (chemical or organic), ag chemi
cals, new equipment suited to small scale farming, and technical assistance. It
 
does not imply the total abandonment of traditional growing practices but,
 
rather, the incorporation of suitable new elements.
 

Obstacles to Change
 

1. 	How Change is Perceived
 

Most small farmer are very keen observers of their surroundings and show a
 
fine 	sense of timing in their farming operations. However, since tradi
tional farming systems tend to be static and heavily reinforced by cus
tom, 	they lack a built-in system for appraisal. As a result, small farmers
 
often have difficulty making the type of comparative judgements needed to
 
evaluate alternative practices. When confronted with an improved appropri
ate 	technology, they may fail to perceive the benefits for several
 
reasons:
 

a. 	Failure to understand that a new practice and a traditional one
 
are interrelated. For example, traditional plant densities
 
(populations) are often too low to take full advantage of
 
fertilizer use (i.e. a maize ear can only grow so big).
 

b. 	Failure to understand the relationship between input, timing,
 
and method: An insecticide may not be effective unless applied
 
at the right stage in the insect's life cycle. Phosphorus
 
fertilizer may be largely wasted if left on the soil surface.
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c. Failure to realize that benefits exceed costs of effort:
 
This especially likely in the case of longer term
 
investments or projects like soil conservation, liming,

and composting.
 

d. 	The tendency to overestimate the variability of results for
 
a given practice: On the other hand, extension workers

tend to underestmate this variability. The actual
 
variability (range of change) of a new practice can be
 
easily determined by elementary statistical analysis of
 
field trials conducted on area farms. Field trials
 
(result tests) are designed to compare a new practice
 
or "package" of practices with the present or "traditional"
 
practices. They are conducted simultaneously on a number
 
of local farms to obtain an overall idea of the new
 
practice(s) performance in the area. Appendix D of

the PC/ICE Traditional Field Crops manual shows how to
 
conduct an elementary statistical analysis of properly
 
run field trails.
 

2. 	Risk Avoidance
 

Farming is subject to numerous risks from weather, pests, diseases, price

fluctuations, and other uncertainties. For the small farmer, these risks
 are accentuated by his/her precarious economic conditions. Much of the

small farmer's supposed conservatisL is really a very shrewd and natural
 
attempt to avoid or minimize risk. This brings up two important points:
 

a. 
Farmers are more willing to undertake risks in their market
oriented enterprises than in their subsistence activities.
 

b. 	They are more likely to accept practices that reduce risks than

those that might increase them. They are reluctant to replace

traditional methods whose variability of outcome is known with
 
new methods of unknown or possible greater variance.
 

Extension workers should be fully aware of the risk factor of any new
practice, as well as its likely profitability, before deciding to promote

it. Both researchers and extension workers (especially non-professionals)
are 	prone to exaggerate the claims fora new practice, while farmers
 
naturally discount them. Sadly, experience often justifies the farmer's
attitude. Making conservative recommendations is a vital extension skill
 
we'll cover further on. In addition, you should be able to conduct cost/

benefit studies.
 

3. 	The Change Agent and the New Practices
 

The 	farmer usually becomes the scapegoat when improved practices fail to
gain the desired acceptance. However, it's a serious mistake to assume
 
that such failures are always due to some inherent resistance to change.

In many developing areas, it's not unsual to find practices being
promoted that haven't been adequately proven or adapted to suit local
conditions. 
 (Remember the countless variables that make agriculture such
 
a location-specific endeavor with few "cookbook" recipes). 
 This "promote
be ore testing" syndrome is common among PCV's.
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In some cases, host country extension workers may be underpaid,
 
undertrained, bogged down in administrative tasks, and lack
 
sufficient farmer rapport. Foreign extension workers such as
 
PCV's may be handicapped by lack of training, local experience,
 
and 	credibility, as well as by language inadequacies.
 

4. 	Traditional Customs and Food Preferences
 

You 	may already be aware of some of the problems in this area but will
 
learn a good deal more about them during training and once in-country.
 
Social, religious, and food customs and values can greatly affect
 
acceptance of new practices, however beneficial. A good example is the
 
general preference for white maize over yellow maize in most areas of
 
Latin America, despite the latter's significant content of Vitamin A and
 
white maize's widespread deficienty.
 

5. 	Lack of Farmer Incentives and Infrastructural Deficiencies
 

Small farmers seldom enjoy equal access with larger ones to the modern
 

production factors involved in change such as credit, tech assistance,
 
transport, roads, ag supplies and equipment, etc. The land tenure and
 

distribution situation may also effectively dampen farmer incentives and
 
can low prices and lack of marketing facilities.
 

Ideas, Conditions for Promoting Improved Crop Production Practices to
 

Small Farmers
 

1. 	The new practice doesn't increase farmer risks.
 

2. 	It doesn't depart radically from current practices or require
 
considerable retraining.
 

3. 	The potential gains exceed the added costs by at least two to one
 
(This is the benefit/cost ratio).
 

4. 	The needed commercial inputs and associated services involved with
 

the practice are readily obtainable at reasonable terms. For
 
example, the spread of improved maize varieties in Kenya was greatly
 
aided by the establishment of a network of 100 small seed suppliers.
 

5. 	The practice has been thoroughly tested in the area where it is to
 
be introduced.
 

6. 	The pay-off from the new practice occurs in the same crop cycle in
 
which it is applied.
 

7. 	The costs of the new practice are within the farmer's means. This
 
usually implies v.ccess to reasonable credit.
 

We're well aware that these ideal conditions are seldom present in small
 
farmer agriculture in a developing country, so let's look at some con
crete ways of maximizing farmer response to improved practices under the
 
less optimal conditions you're likely to encounter.
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HAXIHIZING FARMER RESPONSE TO IMPROVED PRACTICES 

Deciding whether to Test or Promote a Practice
 

We've seen there's a great temptation to omit the local testing phrase

of a new practice before introducing it. This has probably caused more

failures in ft-op improvement programs than any other factor. However,
 
there are some practices that offer a high pay-off under such a wide
 
range of conditions that a general recommendations is likely to be a
 
winner without extensive local testing. Good examples are a moderate
 
application of NP fertilizer to a cereal crop like maize at planting

time along with a moderate N sidedressing at knee-high stage, mulching

vegetable beds under low moisture conditions, or the practice of deep
setting tomatoes when they're transplanted. Unfortunately, the high

return-widely adapted new practices are the exception in agriculture.
 

Before we look at the factors that determine the need for extensive
 
local testing of a new practice, you should fully understand the
 
difference between a result test (field trial) and a result demon
stration. The result test is designed to obtain information on the
 
suitability of a new practice and not to demonstrate or promote it.
 
The result demonstration is the first step in promoting a locally
 
proven (through prior result tests on local farms) practice to farmers.
 
It is a serious mistake to conduct result demos of unproven practices

and can seriously compromise the extension worker's credibility.
 

Factors which Decrease the Need for Extensive Local Testing of a General
 
Recommendation before Promoting It
 

a. 	Local growing conditions are uniform over the work area (soils,
climate, management level, etc.) 

b. 	The adaptive research on which the general recommendation is based
 
was technically adequate and was subjected to a rigorous

analysis (including statistical analysis).
 

c. 	The adaptive research took place under growing conditions similar
 
to those of the work area.
 

d. 	The new practice represents a single factor change (only one'
 
new input or change).
 

e. 	Capital requirements are low.
 

f. 	The potential benefits are high and not subject to real variation.
 

g. 	No changes in growing practices are needed.
 

h. 	The extension agent has had prior experience with the new
 
practice.
 

i. 	The new practice reduces costs or shortages by replacing a higher

priced or less available input with a lower priced or more available
 
one. Examples: Substituting an animal-drawn cultivator for
 
laborious hand weeding.
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Some New Practices and their Relative Need for Extensive ,Local'Testing
 
Frior to Promotion
 

a. 	A new (improved) crop variety: Very extensive local testing needed
 
along with detailed analysis of the results.
 

b. 	Fertilizer use: Low to moderate rates can be recommended 6n the
 
basis ot limited local testing, lab soil tests, and diagnosis of
 
obvious visual hunger signs. Higher rates should be based on
 
local farm experiments, result trials, and individual farm soil
 
testing. Considering the many local variations in soil ferility,
 
general recommendations often result in the application of too
 
much or too little fertilizer or the wrong nutrient combination.
 
For example, applying only N to a ajoil also deficient in P
 
(phosphorus) may give the farmer ouly 25% of the yield response
 
obtained when both are applied.
 

c. 	Mechanization: Depends on the model and type of equipment,
 
appropriate technology, small scale equipment usually has a
 
wider adaptation than most new practices, although soil and
 
weather can affect performance.
 

d. 	Change in crop rotation or a new cropping system: Very extensive
 
testing is needed (at least several years).
 

e. 	Disease and Insect Control: Chemical and Cultural methods have much
 
wider adaptation than biogical ones. At least some limited testing
 
should be done with specific chemical and cultural controls before
 
promoting them to farmers.
 

f. 	Chemical weed control: Effectiveness varies greatly with different
 
soils and weather conditions; local testing should always precede
 
promotion.
 

g. 	Irrigation practices: Feasibility studies conducted by experienced
 
technicians should always precede the installation of a new
 
irrigation system; possible negative environmental effect must also
 
be examined (i.e. salinization, ground water depletion, malaria,
 
bilharzia, etc).
 

h. 	Introduction to a new crop: Very extensive testing is required.
 

How 	to Hake Conservation Recommendations
 

Researchers and extension workers tend to exaggerate the benefits of a
 
new 	practice, while farmers usually have a more objective attitude. Here
 
are 	some rule-of-thumb adjustments for arriving at realistic claims:
 

1. 	Discount the amount of yield increase claimed for the new practice:
 

a. 	An experienced extensionist with lengthy local experience can
 
discount claims pragmatically.
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b. 	Result test data is representative: Discount expectations

of increased yield by an amount equal to the standard
 
deviation (a measure of statistical variance that you can
 
calculate using the PC/ICE Traditional Field Crops manual).
 

c., 	If the recommendation is based on outside data, discount
 
the yield increase by at least 25%.
 

d. 	If test results occurred under a better than average crop
 
year, discount increased yield claims by at least twice
 
the standard deviation or by 35%.
 

2. 
Make an additional discount for less than optimum employment of the
 
new 	practice by farmers
 

For 	example: The effectiveness of recommended fertilizer rates depends,

greatly on proper timing and placement. There are no rules of thumb:.here.
Usually, the more complex the practice and the more new skills involved,

the 	greater the discount should be.
 

3. 	Hake conservative economic estimates on returns
 

A new practice's potential economic returns make fertile ground for
 
exaggeration:
 

a. 	Base all estimated costs and returns on "farm gate" costs and
 
prices so 
that items like transport and commission are included.
 

b. 	Use harvest time prices when estimating returns.
 

c. 
After calculating the additional costs for the new practice(s),

add 	on an extra 10% as a safety factor.
 

NOTE: 	 Obviously you might end up discounting claims to a ridiculous extreme
if you applied all the above guidelines. Remember that the purpose is
 
to make claims realistically conservative, so use your judgement.
 

Ways to Reduce Risks Associated with New Practices
 

Aside from assuring that new practices, are adequately tested locally
before 	promoting them, there are several other ways of reducing farmer
 
risk:
 

a. 
It's usually better to encourage farmers to try a new practice on
 
only a 	portion of their land. 
This reduced both risk and hesitation
 
and also enab es the farmer to make comparisons.
 

b. 
In the 	case of purchased inputs, recommendations should be geared to
providing the low budget small farmer with the maximum return per

dollar spent rather than maximum profit per hectare. Th is
especially true for a high cost item like fertilizer; since yield
 
responses begin to drop off 
as rates increase, low to moderate

dosages will give the best return per dollar. (Bigger farmers 
can
 
work on the "K-Mart principle" of high volume, low return per dollar
 
which gives maximum profit per hectare).
 

#Z\
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c. 	Make sure that farmers thoroughly understand the how, what, when,
 
and why of the new inputs or practice(s).
 

d. 	Small farmers in any area will vary in skills, capital, and
 
management ability. The extension service should make sure
 
that its recommendations are tailored to the needs of the
 
majority but should also make provision for the special needs
 
of more adv.anced farmers.
 

e. 	A "package" of practices that addresses the major yield-limiting
 

factors simultaneously may also reduce risk under certain conditions.
 

.The "Package of Practices" Approach
 

.In most cases, low crop yields are caused by the simultaneous presence of
 
several major limiting factors, rather than by one single obstacle. When a
 
specially developed and locally adapted "package" of improved practices is
 
used to overcome these multiple barriers, the results are usually much more
 
impressive than those obtained from a single practice approach. Improved

practices tend to complement each other and produce yield increases that are
 
considerably higher than the sum of their effects when applied individually.
 
Some examples:
 

1. 	In a trial in India, a hybrid maize variety yielded 8000 kg/hectare

compared to 2000 kg/ha for a local variety when botheceived 8U kg/ha

of nitrogen plus adequate weed and insect control. However, in village

demonstrations, the same hybrid yielded only 2000 kg/ha compare with 1800
 
kg/ha for the local variety when both were grown without fertilizer uneder
 
tradtional practices.
 

2. 	Results from a trial conducted with wheat in Mexico
 

Treatment Yield Increase 

Irrigation 5% 
Fertilizer 135% 

Irrigation + Fertilizer 700% 

3. 	In trials with grain sorghum, ICRISAT (an international research center
 
for semi-arid tropical ag in India) found that improved varieties,
 
fertilizer, and better management each increased yields when used alone.
 
However, the yield gain from applying all three practices at once was
 
much higher (5370 kg/ha) than the sum (3640 kg/ha) of the individual
 
yield boosted from applying each practice by itself.
 

A specific crop "package" consist of a combination of several locally
 
proven new practices which are also tested in their combined form. Few
 
packages are readily transferable without local testing and modification.
 
ost packages include several of the following practices: an improved
 

variety fertilier, changes in plant population and/or spacing, improved

control of weeds-Fest-diseases, and improvements in land preparation,

water manaaement, harvestad storage.
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It should be stressed that a package does not always have to involve
 
considerable use of commercial inputs. 
 In fact, extension efforts can
often effectively focus 
initially on improving basic management practices
that require little or no investments (i.e. weeding, land preparation,
changes in plant populations and/or spacings, seed selection, timeliness,
etc), 
 This helps assure that small farmers benefit at least as much as
larger ones, especially in regions where credit is deficient.
 

1. A sound package usually produces considerably higher yields and returns
 
than a single input approach.
 

2. 	The likelihood of a positive response is greatly increased.
 

3. 	The results of the single practice approach may not be impressive

enough-to'encourage farmer adoption.
 

Disadvantages of the "Package" Approach
 

1. 	If the package fails, farmers may conclude that all of the individual
 
practices are unproductive.
 

2. 	More adaptive research and local testing are required to develop a proven

package for an area.
 

3. 	The package may favor the larger farmers who have better credit
 
access needed to purchase the added inputs.
 

4. 	Unavailability of a component input 
or its faulty application may make
the entire package fail (i.e. an overdose of insecticide that severely

damages the plants).
 

Making Ag Research and Extension More in Tune with Small Farmer Needs
 

A surprisingly small number of farmers in the developing countries are
actually following the recommendations of researchers and extension worker.
 
We've seen that the farmer often ends up the scapegoat if the extension
programs fail, although infrastructural deficiencies or the inappropriateness
of the new farmers' practices themselves may be actually to blame. Why are
farmers, extension worker, and researchers often so out of touch with each

other and what can be done about it?
 
I. 	There-is a tendency for researchers to get bogged down in over

professionalism, resulting in a lack of farmer-oriented research and a
hesitancy to venture out beyond the comfortable confines of the
 
experiment station
 

2. 	Farmers, extensionists, and researchers each have complementary experience

and skills needed to solve the crop improvement puzzle; they can't do it
alone. Farmer feedback is vital to successful extension efforts so that
practices can be made truly appropriate. Likewise, extensionists should
maintain close contacts with researchers and experiment stations. 

three way cooperation holds the key.	 

Such
 

From: SOME PRINCIPLES'AND PRACTICES OF SUCCESSFUL AG EXTENSION WORK
 
By: John Guy Smith and David Leonard
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THE RESULT DEMO PLOT.AS AN EXTENSION TOOL
 

I. WHAT IS A RESULT DEMD PLOT?
 

Designed to provide farmers living proof of the benefits of a new practice
 
or package of practices; it's actually two plots (improved and traditional)

compared side by side,
 

II. RESULT DEMOS AND THE RESEARCH-EXTENSION CHAIN
 

Develoging and testing new practices vs. promoting them; where do result
 

A quick look at the Research-Extension Chain:
 

DEVELOPING 
Pure Research - Biological Sciences 
Basic Research - Agric. Sciences 
Applied Research 
ADAPTIVE RESEARCH: "Customizing" recommendations to local agro

environments 

Small plot tests at national and regional 
experiment stations using promising leads of 
applied research 

AND On-farm experiments: The "best bet" practices 
erived from the small plot trials are tested 
at various levels (rates, etc.) and invarying 
combinations under on-farm conditions. Dueto 
their complexity and need for precision, they
should be supervised by researchers and 
assisted by extension workers. 

TESTING On-farm result tests: The most promising prac
tice or "package" is tested for profitability by 
extension workers and farmers under actual 
farming conditions. This is the "acid test" of 
suitability. 

EXTENSION 

Result demonstrations (or\Result-MethodDemos) 
Method Demos 

PROMOTING Other extension tools 
Farmer Feedback and Adjustment of Recommendation 

Researcher Extension workers Farmers
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Promoting practices without adequate prior':testing is a comon syndrome 
among PCV's and extension workers * No wonder farmers-often appear to be 
resistant to change. 

III. HOW TO SET UP A RESUIT DEMO PLOT 

1. 	 Select an appropriate practice or "package" to demonstate 

a. Given your lack of local experience and time to adequately test 
practices, rely on the local extension service to provide appropri
ate choices; always check to see if adequate local testing has been 
done; the amount needed will vary with the practice; i.e., select
ing-an adapted improved crop variety requires much more lengthy 
local testing than the use of mulch or insecticides. 

b. 	One practice vs. a package: Although a package may be more complex
 
and cost more, it may be the only way to achieve good enough
 
results to interest farmers. A well designed package actually
 
reduces farmer risk.
 

c. 	The practice(s) chosen should be affordable, adapted, an proitable
 
for 	the majority of farmers in your area. oxtension
services that
 
really have their act together may divide the region's target
 
farmers into several recommendation domains, each with an adjusted
 
package to reflect variations in soil, topography, econonic
 
circumstances, etc.
 

d. 	Gestation period: At least in areas where extension efforts are
 
relatively new, practices that produce results in weeks or months
 
are more likely to be readily accepted than those requiring longer
 
periods.
 

2. 	Select a cooperating farmer (or organization)
 

a. 	Don't run the demo on your own land. Farmers are most impressed by
 
the results obtained by other farmers, not by a PCV or ag agent.
 

b. 	Choose key farmers who are influential but not necessarily'the best
 
or most progressive, since they may be regarded as eccentric or as
 
favored pets of the extension service.
 

c. 	 Group demos on rented land are OK, but the group should be a pre
existing one (like a co-op) rather than one specially-organized for 
the demo. 

do 	 Since the farmer or farmer's group should do most of the actual 
work (this makes the demo credible), be sure tha this is 
understood. This brings up the question of whether the inputs 
should be donated or charged for.
 

'3. 	Choose a suitable location and layout
 

a. 	Site criteria: A conspicuous location with good exposure like near
 
a road or trail. The land and soil should not be a typically
 
favorable or unfavorable but representative of target farmers'
 
situations.
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b. 	Size: Large enough to be realistic but not so big that it's diffi
cTuf to visually compare the traditional and improved practice
 
plots side by side. A couple hundred sq. meters per plot would be
 
adequate for a maize demo, with less area sufficing for more in
tensive crops like vegies. It's also easier to find cooperative
 
farmers if they know that the plots will be small, thus minimizing
 
any perceived risk.
 

c. 	Plot layout: Decide the best way to show off the demo to an
 
audience, plus consider audience size. A side by side layout is
 
better than a front and back layout.
 

SIDE IMPROVED
 
BY TRADI- IMPROVED IFRONT
 

SIDE TIONAL TRADITIONAL AND.
 
BACK
 

ROAD 

It's 	usually best if the rows run front to back rather than
 
parallel to the viewing area. This makes it easier for farmers to
 
enter the plots.
 

4. 	Provide adequate supervision of the demo
 

a. 	Both the extension worker and the farmer need to be thoroughly
familiarized with the what, why, when, and how of the various 
operations involved. 

b. 	Make sure the needed inputs are on hand.
 

c. 	Make sure that the inputs and other practices are correctly applied
 
on schedule.
 

d. 	Avoid the tendency to favor the improved-practices plot, giving
-by 


it an unrealistic amount of TLC.
 
e. 	Keep accurate records, including rainfall which will help analyze
 

the success (or failure) of the demo.
 

IV. 	PROMOTION AND FOLLOW UP
 

1. 	At what stages will the demo produce visible results worthy of farmer
 
attention? i.e. only at harvest or at earlier stages too (like color
 
and plant size difference).
 

2. 	Arranging farmers visits
 

a. 	 Unsupervised, unscheduled "stop by anytim" visits: Need explana
tory signs in writing and with pictorial explanations for those 
who can't read. This type of visit should only be a supplement to 
supervised visits. 
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b. 	Supervised, scheduled visits conducted periodically at key
 
stages. Since new practices usually require a combination
 
of explanation and instruction, a combined result-method
 
demo may be appropriate. However, dont count on farmers
 
being convinced enough to try the new practices even by the
 
time successful demo reaches harvest stage. Also, farmers
 
may not be able to apply the practices till next cropping
 
season.
 

It's often appropriate to schedule separate method demos
 
at a later date (i.e. even well after the result demo).

Such method demos should be timed to coincide with the
 
crop's actual production cycle and may involve several
 
staggered method demos to that farmers can learn the new
 
methods within a month or less of having to apply them.
 

c. 	Any result demo scheduled visit session should provide

farmers with realistic cost-return data for the practices.

Researchers and extension workers tend to exaggerate the
 
claims and ,benefits of a new practice. Be conservative
 
yet realistic. Remember that a typical result demo is
 
small scale and therefore more pampered then when farmers
 
implement the methods on larger fields.
 

:V." WHAT ABOUT THE "SPONTANEOUS" DEHO? 

A spontaneous Demo is a very effective type of demo using a farmer's field
 
that already demonstrates the benefits of what you're trying to promote. One
advantage of the spontaneous demo is that it escapes the possible stigma of

appearing contrived like a purposely organized result demo.
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THE USE 	 OF THE METHOD DEMONSTRATIONV 
AS A TEACHING DEVICE 

Principles of learning as applied to the method demonstration. 

A method demonstration is an organized system of teaching people how to do
practice or skill. It has been used in many countries since extension first came int 
existence. The basic principle of the use of this method of teaching people is that th
people are taught a skill, one step at a time. It has long been known that people lear: 
more, retain more and learn faster if the information being taught is presented Il 
definite, clear-cut steps, where each single step advances the learner one stage neare 
to the completion of the skill. 

The sense of hearing 

The method demonstration requires a.teacher and a learner. This requires;
teacher who understands, how people learn. An understanding of how the senses ar 
employed in learning a skill is basic-for the ability to teach. The sense of hearini
plays a very useful and important role in learning, but it can easily be pointed out tha 
learning certain skills can take place without the use of this sense. A deaf persoi 
can be taught to do most tasks except those requiring the use of the ear to do the job
People have been taught rather complicated skils where the teacher and the learnei 
had no 
sential 

common language ability. Thus the 
for some forms of learning. About 

sense of hearing is not absolutely es. 
ten per cent of the skills we learn arc 

attributable to the use of the ear. 

Hearing hs limits in learning 

Imagine how limited your learning would be if hearing was the only one of 'the five 
senses you possessed. It is alinost impossible for a person to tell another hom
painful it was when he broke his arm.. Could you tell another person the diaference 
between paraffin and petrol? There are more effective methods of teaching than by
just telling. Hearing alone is not enough. 

The sense of seeing and learning 

There is evidence to support the argument that the use of the eyes is not absolutely
essential to learning, but admittedly, sightlessness is a far greater handicap here
than deafness. About 35 per cent of the skills we learn are accomplished through
the -use of the senses of hearing and seeing. These are not.hard and fast figures
since individuals vary greatly in the use of these'senses. It is definite that the com
bined use of the 'two senses serves the learner to greater advantage than the use of 
either of them separately. 

We learn skills best by doing 

There is only one, :way of knowing that a skill has been learned, and that is when 
the teacher actually sees the learner doing the job that is being taught. The use of 
the hands (doing), along with the application of hearing and seeing, increases our 
effectiveness in learning a skill. Seventy-five per cent of all skills learned make 
use of the senses of hearing, seeing and doing. Some skills may require the sense 
of. taste and smell, We use- our sense of taste to'determine when milk is souring. 
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Wv use our sense of snuoll to distilguish.itwveen patraffin and petrol. Obviously, the 

limitations of the use of these senses arise front any danger coming front this ac
tivity. We do not identIfy poisonous insecticides by taste, nor do we detect poisonous
 
gases by smell.
 

Your subject must be timely. 

Before deciding what you will demonstrate. it is a sound practice to be certain the
 
subject meets a few basic .requirements. This can be determined by asking yourself
 
first: is the subject timely? It is not time to demonstrate coffee pruning before the
 
tree is planted. It is not time to demonstrate maize harvesting when it has just been
 
planted. It is not timely to teach farmers how to operate tractors when they do not
 
own them, and may not for a long time.
 

The farmer must need the skill. 

The next question to ask yourself about the subject is: does the farmer need this 
skill? The fact that you feel the farmer needs td be taught a new method has little
 
bearing on the farmer's opinions. You cag say the farmer needs a skill when he his
 
so decided for himself. Ifyou cannot convince him he has a real need for the subject
 
you plan to demonstrate, perhaps it is not time to attempt to demonstrate it.
 

If he cannot afford it - don't teach it 

The tsird question. is: cali he afford it? Again, if the farmer does not believe he
 
,an afford it, lie will not adopt your practice. It is only when he can be convinced
 
that he cannot afford to farm without adopting your practice that he will ask you to help
 
him to learn to use fhe information.
 

The materials must be available. 

There yet remains another question: are the materials avaifable? It is of little
 
use to :°lect the subject ofa new hybrid maize to be planted if the seed is not available.
 

The 'questions asked about the subject to be domonstrated seem to be elementary,
 
but many a demonstration has been doomed to failure bef6re it was started, simply
 
because one of these. (lestions could not be answered - Yes.
 

low to use the methind demonstration 

It is helpful to think of a demonstration from the standpoint of three periods: 

1.Before the meethig. 
2. At the meeting. 

3. Alter the meeting. 

Careful planning is renuired for each of these :eriods 

Before the meeting.. 

In setting up the time for a clemonistratiotdi, we are not only to tdik of the hour,.:the 
day, the month and the season. There'are-other considerations about the .time., It 

7-2( 
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would not i a good 
-

time to give. a demojstration when you would run into competition with another meeting, or perhaps a visit to your area by a V.I.P. Such competi
tion would be difficult. 

Select the site 

In regard to a plc for a demonstration,.the important thing is to be certain thatyou have a satisfactory site at which to hold it. The key point for each considerationin planning a demonstration is to plan ahead. You call be sure to have a site arrangedif you take thie matter up well ahead of time. Should you. request a farmer to use hisshamb; to hold a maize planting demonstration, It would be disappoifiting to learn hehad already planted his maize the day before. 

Use a title which attracts an.audience 

Selecting a title which has an appeal is not alWays an easy job, but It deservesthought. You select a book by its title, or a niagazine by its articles. A farmer maybe attracted to a 'demonstration by a tige which appeals to him or her, or he hiaynot attend because it failed to arouse his interest. If you'study your audience you.can better know what appeals to their interests. 

Teach one thing at a time 

Your plans should be made to teach the farmer. one thing at a time. You will'onlyconfuse the Issue if you try to cover the entire area of coffee culture in one demonstration. He will remember most of the details about one phase of coffee culture,but he may forget several vital points made at a demonstration given on planting,pruning, mulching etc.' Plan to teach one thing at a time. It is best not to divide afarmer's interests between several phnaom of nn entevlpisc, yet a demonstrationmust provide a challenge to the farraer itfhe is to consider it worth his while to attend. 

Watch yourlahguage 

The language to be used at your demonstration may well spell success or doomto your performance. Language Is not referred to as meaning only the vernacularyou will use, but even more important is the choice of words. Plan to use languageat the level of your audience's ability. People-aresay "di-chloro-dv-phenyl-trichior-ethaie,, iot impi.rssei by"big Wordsd.'"Why
when you inean D.D.T'? The farmermay not Oven 'have heard' of D.D.T. in whirh c:,se it would be wise to refer to it as adawa* called D.D.T. Aristotle said: "Think lil-e a wise man, but spbak in the languageof the people". It is the best assurance that you will be understood. 

Relate to experience 

Whenever possible relate.to experience of people. One example of this was heardat a demonstration. . placing fertilizer in a ring around the base of a.coffee 'tree,the demonstrator was asked why he did not simply put the fertilizer in one pile.was able Heto relate to experience as follows: lie referred to'the roots of the tree asthe mouth of the tree and said: 'when you want food you put food to your mouth.Ferll-er is tree food, put the fertilizer to the mouth of the tree the r'onts".-farmers Understand this kind of talk because it 
The 

relates to every diy experience. 

medaIcThie 

http:relate.to
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A farmer who has lost a large part of his crop to insect damage fully undbrstands 
the economic importance of a recurrence. Make your comparisons relate to the past 
experiences of your audience. 

Have everything ready 

Embarassing moments may come about at your demonstration because you failed 
to include an item on your list of niaterials. You may not be able to get a particular 

item if you wait until .the last"minute. It is possible that the duka* sold the last can 

of D.D.T. the day before. Plan well ahead to have your materials on hand. 

Be ready for questions 

Research will assist you to answer the difficult questions asked at your demon
gtration. Even then someone will ask a question you had not expected. Gather as much 
subject information as possible before you. give your demonstration. When you are 
asked questions for which you have no answer, tell the person you do not have an 
answer. Inform him you will find it and give it to him another time. If you give 
misinformation, you will soon be found out. You-cannot afford to lose prestige by 
giving incorrect Information. 

Practice 

You will avoid making embarassing mistakes. f yoM..will practice your pr0senta

tion ahead of time. Practice until you become an expert at the skill you are demon
strating. Practide makes perfect - becdme a perfectionist. 

Outline your plan 

The purpose of .this whole exercise is to get the demonstrator to develop written 
lans. Written plans help a demonstrator to stay on the subject. They help him to 

jIv-ehe demonstration with greater certainty and proficiency. A good plan causes the 

demonstrator to complete his demonstration without omitting any steps or key points 

and to give the same information at each simila" demonstration in his location. 
The strongest support for written plans is .that when they are used as guides, each 

step is given in its logical order. A step is an action by the demonstrator that brings 

the job being demonstrated one phase nearer to completion. A key point is information 
which prevents a step from being improperly done, or that might otherwise ruin the 

job. An example of a step is: add two ounces of D.D.T. liquid to foui gallons of water. 

The Iey point for that step would be: stii the dawa and water to assure a uniform 
mixture. Unstirred, the mixture would fail to do the job. 

At the meeting 

We have been thiking of all the things to do before the meeting. Long time planning 
ahead is the only known method of preparing for the day of the meeting. 

Plan ahead 

On the day of the meeting you should have everything you will need ready to go. 

All necessary materials should be checlked before leaving your home or office so,that 
nothing wil be forgotten. You should plan to be at the demonstration site at least 

*store, shp. 
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twenty minutes before your audience arrives. This will allow you time to arrange 
your materials in their. logical order for the demonstration. Plan for audience 
comfort. Plan to arrange- them so 'that they can see every action on your part. 
Demonstrations during the hot weather, when the sun is at its peak are uncalled for 
and show poor planning. Plan for a cooler part of the day. At the meeting you must 
show enthusiasm while presenting your demonstration. If you do not appear to be 
interested *and convinced, in what you are saying, it is quite likely that your audience 
will, not show interest either. Act yourself. Appear relaxed during the demonstra
tion; if you have confidence in your ability this will come naturally. Talk to your 
audience at all times. There is a difference between talking to an audience and 
talking at them. An audience being talked to is aware -of it. They can feel that they 
are 'part of the discussion. Avoid*talking to one individual for any length of time. 
You can soon lose your main audience with such methods. Each member should be 
made to feel that you are talking to him. 

Question techniques 

Your audience should be made -aware of each individual step as you present it. 
They should not only clearly understabd Just what'it is you are showing them, but 
should also clearly, understand the -importance of the step tothe total demonstra
tion. The questioning technique can often be used to determine if you are being 
clearly understood. If you will also allow and encourage the audience to ask ques
tions you will find it a useful means of noting yftr effectiveness in being understood. 
Each time one of your audience asks a question, repeat the question before you give 
an answer. First, it assures that each of Your audience had an opportunity to hear the 
question. Secondly, it gives you. time to organize your thinking and give a sound 

.answer. Most people will not ask to have you repeat the question even though they 
may have been interested. Some demonstrators use the technique of having a member 
of the audience demonstrate his ability to perform a step to give confidence to the 
group. If one of them can do it, there is less doubt about their own ability to perform 
what is being demonstrated. 

Repeat steps whenever necessary 

In testing members of the audience you may find'it is necessary to repeat a step. 
This is considered to be a good teaching technique. Let no one leave your demon- ! 

stration unable to carry it out at home on his own. 

Watch for the faster and slower learners 

Some, members of your audience may be. faster in learning the skill than others. 
When the audience is doing the demonstration, faster learners may be used to teach 
or assist the slower learners. Use this technique whenever practical. 

Give a summary 

A brief summary of what you have been demonstrating before you close helps to 
refresh the audience and sends them away with the sequence of .the steps in their 
proper order. This period also serves to give last minute warnings of any dangers 
or hazards to avoid. After your sunmmary, encourage any final questions so that none 
may go away not knowing. Advise ithem where and how to get further assistance if 
needed.
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Don't fail to advertise you'r next meeting 

Extension workers should take advantage of every group at a meeting or demon
stration to announce the next meeting. Even .though your next meeting may be oil quite 
a different subject, there is the possibility that some of the audience may contact 
people who will be interested. If it is to be related to the present demonstration, do 
not fail to announce that. the next meeting will be one further step toward the total 
job. Remember; your present audience gives good promise of being yoqr audience 
in the future, if you are giving a good, well-planned demonstration today. As a part
ing shot, you may have materials to hand out for today's demonstration, or a short 
crnment about the coming meeting. 

After the meeting 

Follow-up 

Although your demonstration is over for the day, it is not finished. Extension 
work requires continued, evaluation. Your follow-up, serves several purposes, one 
of which is an evaluation. of. your effort. If 7Qu have put on a good demonstration, 
the farmers should know how to do it. If you have convinced them of the need for 
practising the pkill, you taught them 'you Gan expect them to-do. it. on their own farms. 
If they do nothing to use the practice, the matter needs to.be investigated. All of 
these things are included in the follow-up. 

It is fiot enough that you have taught him hew to do a practice, he must be mo
tivated to carry it out on his farm. If he has not adopted it, it may have been: 

a, too difficult
 
b too costly
 

c. untimely 
d. poorly planned 

e. not needed. 

Any one of the above situations is reason enough for failure .baddpt. Check the 
farmers so you can check yourself. Determine you short-comings, Correct them 
and avoid-future failures. 

PLANNING A METHOD DEMONSTRATION 

1. Demonstration title: Garlic Onions are Easy to Grow for Food andProfit. 

2. Why is this demonstration important to your audience?. 

a. Garlic onions are a new crop in this area. 

b. Garlic onions grow easily. 

c. Garlic onions provide a good food addition for the homo. 

di There is an available market for a tood crop of garlic onions. 
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Equipment and supplies: 

(1) Planting plot (4) Stick one foot long (7) Pegs 
(2) Jembe (hoe) (5) Stick four inches long (8) One lebe* of well-rotted 
(3) Hand rake (6) String 	 farmyard ninure 

(9) Garlic onito, bulbs 

Visual aids and handouts: 

(1) -:Pamphleton "Planting Garlic Onions" 

(2) Sample onion bulbs 
*oltin
 

4. Presenting the Demonstration 

Step 	by step activities Key points 

I Mark out the first row. Use a String.and pegs to mark the row. 
Make sure the string is tight. 

11 Measure second row one foot Use stick 1 ft. long to measure spacing.
from the firtt row. 

III Additional rows are laid out at keep rows straight using'string and pegs.
the same spacing. 

IV 	Make the planting furrows II Use jembe* to dig furrows along.the 
deep. line of the string. 

V Place farmyard manure in fur- Use well-rotted manure. 
rows to the level of the ground. 

VI Mix the manure into the furrow Prevents burning.of the bulbs. 
SOil. 

VII Mark the planting spaces along Use -4" stick to lay 'out the spaces. 
the furrow. 

VIII Plant the bulbs at the 411 spaces Bulb point must be up. Firin'soll around 
in~the furrows with the point of each bulb. 
the bulb up. 

Summary of points made during the demonstration: 

(1) 	 Garlic onions can be planted during the long and the short rains; 
(2) 	 The planting space is 4" between plants in the row, aid the rows are one 

foot apart. 
(3) 	 Furrows are dug and filled with well-rotted manureto the level f the ground. 
(4) 	 The'imanure.ismixed in the fu'rrows-with the soil.

*hoa 

http:burning.of
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(5) A single bulb is placed at each 4" space in the furrow. 
(6) The point of the bulb is upward. 

(7) The soil is firmed around the bulb for fast germination. 

6. What are the people expected to do as a result of this demonstration?
 

The farmers are expected to plant garlic orfions properly for an easy cash crop.
 

7. Plans for follow-up and testing the effectiveness of the demonstration. 

(1) Visit, the farmers who will plant onions and assist them as'necessary. 
(2) Visit again before harvest time to assist them with marketing the ir crop. 

From: 	Agricultural Extension Trainina!- A course Man111 for Eztension Train
in Prorams by J.D. Fisher, R.A. Wesselmann, and others; US AID
 
Kenya; 1968; Reprinted April 1970; I.C.E., Peace Corps; Washingtonf'.
 
pp. 9-16
 

,, '~ 
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PARTICIPATIVE &DIRECTIVE TRAINING STYLES
 

The 	Participative Trainer The Directive Trainer
 

1. 	Involves the trainee in creation 1. Defines objectives for trainee
 
or revision of program objectives, achievement at the beginning of
 
and/or the identification of the program; holds to these
 
individual learning needs and throughout to maintain con
objectives; strives to keep sistency and coherence.
 
objectives related to where
 
trainee is and wants to go.
 

2. 	Assists trainees in identifying 2. Decides what learning activities
 
possible learning activities and are.most appropriate and expects

in effectively structuring such trainees to follow this structure
 
activities.
 

3. 	 Expects the trainee to learn by. 3. Expects the trainee to learn
 
exploration and discovery, asking primarily by absorbing material
 
questions, making use of available through lectures, readings, etc.,
 
resources and solving problems. by memorization or practice and
 

by responding to trainer questions.
 

4. 	 Involves the trainees in decision- 4. Makes the decisions or carries
 
making; invites ideas, suggestions out decisions made by the staff;
 
and criticism from the trainees, does not invite suggestions or
 

criticism from the-trainees.
 

5. 	Structures the training so that 5. Follows the schedule closely;
 
unplanned and unexpected problems avoids problems or dispenses with
 
will be treated as learning them quickly-so they will not
 
opportunities. interfere with the planned
 

sequence or schedule.
 

6. 	 Promotes cooperative work among 6. Promotes individual learning
 
trainees and climate of openness, effort, accountability and
 
trust and concern for others. competition among trainees.
 

7. 	Promotes self-assessment by 7. Personally assesses trainee
 
trainees and provides feedback of performance and progress, usually
 
information needed by trainees to through formal tests.
 
evaluate their own progress.
 

8. 	 Involves the trainees in mid-course 8. Does own mid-course or final
 
or final evaluation of training evaluation of training program
 
program, process, materials and its and its effectiveness; dra%s own
 
progress toward objectives and conclusions about needed revisions.
 
elicits suggestions.
 

From: A Training Manual In Appropriate Community.Technology:. An Integrated
 
Approach For Training Development Facilitators. By the Fartal3ones
 
Institute Rural Center and CHP International, Inc.
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MEETINGS 

Having initiated the process of breaking down problems into realizable
tasks and developing local leadership, the extension agent can now commenceanother means of organizing people -- holding meetings. 

with 
If an issue is immedi

ate, specific, realizable, and unifying, it will usually result in a meeting -either to solve the problem or to discuss it further. Meetings range from
informal one-on-one meetings called "contacts", to group meetings to work ordiscuss informally, to formal meetings where local leaders and farmers makedecisions about what to do according to a fixed agenda, perhaps at a prescribed
and repeated time. In meetings it is most important for the extension agent to
discuss what will happen and have the people take more and more responsibility
for what goes on. When issues are unifying they become the topics for an agenda
of a meeting - an action list of things for the group to decide and act upon.The use of an agenda or action list in more formal meetings is a good way totrain local leaders to be good "organizers" of their own followings. The end
result of a successful series of meetings may be an operating, valuable organi
zation. 
Organizing meetings beforehand, making them work, requires long hours
of preparation, planning, and "foot work". When farmers, for instance, are
meeting successfully and regularly, they are well on their way as a farmer's 
association, an organization.
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FIELD DAY-CHECK CHART
 

To be used for planning and conducting field days. It would be useful for
 
making your plans, as well as assistingyou'inupgrading-your work and improving
 
your demonstrations.
 

I. The subject: 	 ye i, 
1. 	 Is the farmer ready to use the improved practice to
 

be demonstrated?
 

2. 	 Does he need the skill or practice? 

3. 	 Can.he afford it? 

4. 	 Have you selected a title that appeals to him? 

5. 	 Have you planned to teach only one thing at a time? 

6. 	 Have you collected all available information on the subject? 

7. 	 Have you decided which language or vernacular you will 
use? 	 

8. 	 Are you certain the practice or ski' to be taughta, n'ot " 
too difficult for him to learn? 

I. 	 Plans madc for the period before the meeting: 

1. 	 Have you arranged the time and date for your meeting? 

*2. Have you arranged for the demonstration site ? 
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Yes No 

3. 	 Will each farmer who attends your demonstration be
 
able to see your actions?
 

*4. Have you assembled all of the materials you willbe
 
needing,?
 

5. 	 Are you planning your demonstrations to relate to the
 
farmer's experiences?
 

6. Have you practiced your demonstration until you can
 
do it to perfection?
 

7. 	 Have you developed your demonstration using a standard
 
plan?
 

8. 	 Did you write down each step? 

9. 	 Have you listed all of the key points? 

10. 	Are your instructions writted in a simple, understandable
 
.manner? 

*11. 	 Were signs and/or posters used to direct the farmers.
to your demonstration?
 

3I1. 	 Plans made for the period at the meeting. (Plan before the 
meeting, check results after the meeting). 

1. 	 Did you preeent your demonstration with enthusiasm? 

2. 	 Did you act yourself ? 

3. 	 Did you talk to your audience? 

4. 	 Was your demonstration explained to the farmers, step
by-step ?
 

5. 	 Are you certain you were understood? 

6. 	 Did you allow time for questions from the audience? 

7. 	 Did you repeat steps when necessary? 

8. 	 Did you assist the slower persons when they fell behind?: 

9. 	 Were faster persons used to assist you? 

10. 	 Were the important steps summarized at the conclusion
 
of your demonstration?
 

11. 	 Were final questions encouraged? 

12. 	 Was reference material handed out at the conclusion of
 
your demonstration?
 

13. 	 Were the farmers told where to get additional advice? 

14. 	 Was there a list made of attending farmers? 
*15, Was your meeting held without conflict of other meetings?
 

*16. Were, photographs taken of activities at the meeting? 1
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Ys No 

* 17. 	 Were records kept of the meeting for future use? 

*18. 	 Were credit aqd recognition given to local farmers who
 
contributed to your demonstration?
 

IV. Plans made for the period following the meeting: 

1. 	 When the farmers left the meeting, did they know what
to do on their shambas?
 

*2. Were plans made for the next meeting?
 

*3. Were they told what material, if. any, would be needed
 

for the next meeting?
 

*4. Were they told to be thinking of the problems involved
 

for the subject of the next meeting?
 

*5. Was any publicity given to your meeting by the press,
 

news release or radio?
 

ePress 

eNews Release 

eRadio 

V. 	 Plans made for the follow-up: 

1. 	 Have the farmers changed over to use of the new practice
 
that you demonstrated?

2. 	 Will you provide additional assistance if requested? 

3. 	 Have the farmers called on you for further assistance
 
In using your new practice?
 

After the check chart has been used once to plan and conduct a domonstration 
field day, it would be necessary to re-check only those numbers with an asterisk * 

for each repeat performance. The check chart should be used, however, for each 
different demonstration being planned. 
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WORKING WITHIN THE SYSTEM
 

As an organizer I start from where the World is,
like it to be. as it is, not as I would
That we accept the World as 
it is does not in any sense weaken
our desire to charge it into what we believe it should be--it is necessary to
begin where the World is if 
we are going to change it to what we think it should
be. That means working in the systeml*
 

After entering your Peace Corps placements you will discover different
power or influence structures. Cultivating their support rr 
friendship should
be thought of as 
a long term investment. 
You may not see the interest for
years. 
 Indeed, it may only be realized by the Volunteer who replaces you.
 
The national government and your Host Government Agency are an example of a
power structure. An organization chart of government agencies is a good index
of professional stature and accountability. 
Respect for position does create
influence. 
With position comes salary and power over resources such as transport, tools, location of personnel. 
 You will be helping farmers seek inputs
from such powerful people and you will be directly accountable to them for how
you utilize those resources.
 

Investment analogy mentioned earlier is directly applicable here. 
 Try to
get to know Ministry superiors and resource people. 
You will find they have a
multitude of demands from within and without their Ministry clamoring for their
attention. 
You are just another noise unless you take time to develop other
than a strictly business relationship. An investment of time and interest in
their concerns may mean a return in the form of a procedural headache that does
not materialize, or the facilitation of the arrival of tools and seed rice.
 
You may also be interested in deeloping good working relationship with
people who are not in professionally high stature positions. 
These are the
shakers and movers of a Ministry. The carpenters, store keepers, lorry drivers,
and secretaries in a Ministry can make your life much easier. 
The informal
paths for doing things are often the quickest.
 

The trade off made between getting things done and working within a formal
Ministry network may sometimes not be worth it. 
However, try to use the formal
structures first to reinforce them and improve their efficiency. Try to make
procedures flow smoothly. 
Rather than a Ministry clogged and cobwebbed from
disuse, you may help to create an active, vibrant government agency.
 
FEEDBACK AND CONSTRUCTIVE CRITICISM OF ORGANIZATIONS
 

Another way to help the organization function more smoothly is 
to provide
them with feedback. 
Diplomacy is very important. 
As guests it is important to
temper justice with discretion. You may be required to make monthly reports to
direct supervisors in the Ministry. 
Do not be afraid to include Ministry
failures if they have affected your job.
 

Finally, you will be the facilitator of a small organization of Agro-Technicians, Field Assistants, and Farmers working towards similar goals. 
Use that
as a model of how an organization can work. 
Do not be afraid to blow your own
trumpet. Like a successful swamp demonstration, a successful organization can
be a shining beacon of enlightment.
 

* COMMENTS ON ORGANIZING FROM SAUL ALINSKY'S RULES FOR RADICALS 
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-Some diseases which are found in LatIn Amica (Categorized in terms 

of how they are tr'ansmitted)," 

Vehicle borne: -(water, foodpf fomites /iInanimateobjecits) 

Typhoid fever
 
Tapeworm
 
Roundworm
 
Giardia
 
Amebic dysentery
 
Hepatitis
 
Fungus
 
Cholera
 
Tetanus
 
Shigellosis.. 

Vector borne: (flies,.mosqultoes, other. -insects) 

Leishaniasis
 
Chagas' disease (trypanosomiasis)
 
Hemorrhagic fever
 
Malaria
 
Yellow fever
 

Animal borne: 

Rabies 

virect Contai
 

Syphilis (sexually traniited)
Gonorrhea (sexually t ransmtted)
 
Leprosy
 
Trachoma
 
Yaws
 
Scabies (sexually transitted)
 
Herpes (sexuallyq transmitted),
 

Air borne: 

Tuberculosis 
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Some of the diseases which are found inAsia and the Pacific
 
(Categorized in tdrms of how theare transmitted) 

Vehicle borne: (water, food, fouiteslfnanimite'objects)
 

Shigellosis
 
Tetanus
 
Schistosomiaj
 
Hepatitis
 

Vector borne: (flies. mosquitoes. other insects)
 

Malaria
 
FilariasIs
 
Dengue Fever
 
Encephal itis
 
Plague
 

Direct Contac
 

Syphilis (sexually transmitted)
 
Gonorrhea (sexually transitted)
 
Yaws
 
Hookwormr
 
Polio
 
Scabies (sexually transmitted)
 
Leprosy
 
Herpes (sexually transmitted)
 

Air borne:
 

Tuberculosis
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LIST OF MAJOR DISEASES AND THEIR GEOGRAPHICAL AREAS OF ENDDEICITY 

Some of the diseases which are found in Africa (Categorized in 
terms of how they are transmitted)
 

Vehicle borne: (water, food, fomltes/Inanimate objects) 

Schistowmiasis 
Amble- dysentery 
Hopatitis 
Tapeworm 
Roundworm 
Typhoid fever 
Cholera 
Glardiasis 
Shigellosis 

Vector borne- (flies. mosuiltoes. other insects) 

Malaria 
Onchocerc 1asis 
Fliarasis 
Trypanosomiasis 

Direct Contact:
 

Hookworm 
Conjunctivitis 
Scabies (sexually transmitted) 
Leprosy 
Syphilis (sexually transmitted)
 
Gonorrhea (sexually*tranamittad)
 
Trachoma
 
Yaws
 
Herpes (sexually transmitted)
 

Anlma._ oorne: 

Rab Les 

Air borne: 

Tuberculosls 
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Some of the diseases which are found in North Africa and the 
'Middie East -(Categorized In terms of how they are transmitted) 

Vehicle borne: (water, food, fomites/inanimte objects) 

Schistoso.lasis
 
SHepatitis
 
Girdiasis
 
Cholera
 

Tetanus
 
Shigellosis
 

Vector borne: (fles moupuit:eS, other insects) 

Le ishmaniasis 
'Malaria 

Direct Contact:
 

Polio
 
Gonorrhea (sexualiyitransmitted) ,
 

Syphilii (sexually transmIted):
 
Trachoma
 
Scabies (sexually transmitted)-,

Herpes (sexually tran mitted)
 

Air borne:.
 

Tuberculosis
 



SITUATION 

(a) 	 Tranpgsites 
kitben/room equipped 
wih Bqtagas sto el 
out Or fireplag: or 
campf-Ire 

(b) 	 TrinIng site's kitchen/ 
room equlpped with a 
Ialz 4nd source of pure 
water 

(c) 	 Room pquipped wf.h source 
of pq4b.e wate andlor 
water tor washing 

(d) 	 Trailnlqg site kitchenl 
garbage disposal area/ 
outdoor space 

(a) 	 Area with table or space 
for examining the-Peace 
ops health kit 

(f) 	 Akea.with chqlkboard or 

fipchrt 


MINI-IORSHOPS (SOM OF 


HIMI-WORKSOP 


urifying water by boiling, 
adding iodine, and adding 
chlorine 

xploring wayaof assur4u. 
that fruits, wgbesble, i at, 
Oread. and silk ar free qf 
dhtease cauiin organisms 

cleaqing fruits aq4 vegetqbtes 

Developing persqnal ana. dental 
hygiene guidel pe a "-.prhc€i/.. 
hygiene vith lipiped wamer 
supplies 

Exploring hygienic disposal-of 
solid waste and excreta 

Using the p!eace Corps health kit 

for health: Mntenance
 

Informatop on basic iinzpldrOg 
and. imsitlzations required to 

"prevent disease while. living 
overseas 

• " O ~" l S e e 

MKTUIALS)TMEED 

iOUlPHMrT/KATUALV MAQIUMM" 

stove or fire; pqo; _ater; "ipseboldbleach;
 
aOttlesfor ri purlf wt; handout
 

"Gqdelines fqv Purifying, Wter" (attached)'
 

basin; water; 2Z tinctureqf iodpiie;.f;vtts

and:vegetables; "Guidelines for 
 ,mmur~ng 

Foods are Clean" (attache4)" 

soap; baking soda; toothbrush; potable water
 
jaud6ut "Basic Guidelines jor .'sonaliand
 

-.Peuta. Health" (attached);. .as .loth; towel 

bucket of garoage/solid .aste; shovel; hand
out "Basic Information Concerning Solid
 
Vasta and Excreta Disposal!! (attached)
 

Veace Corps health kit 

,Chalkborad/fl1Pchart; ch.lk/markers; hand
outs on 'B4asic. Ipforrntioqo. IinnJ, tioC.
 
and An"tibody Creation (attached)
 

* -" " " 
 "
 

.. 

I 
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Guidelines for Purifying Water 

Boiling - In Lhis method, water is allowed to boll for fifteen minutes after the 
first bubbles appear. It is iportant to follow this procedure because the process
is dependent on bqth he&% and time. Some organisms will be killed at high temper
atures, but only after exposure to that temperature for a certain period of time. 
Once the water has been boiled, 9 pinch of salt can be added to improve the taste.
 
Boiled water should be stored only in disinfected, covered containers with a tap

for dispensing water to avoid contamination. A cup should never be used to remove
 
boiled water from a container.
 

One problem with boiling water is fuel. In many places the only available fuel 
is wood which can be expensive. In addition. the excessive cutting of trees 
contributes to soil erosion which may lead to flooding. Where possible, other 
fuels should be used. One such alternative fuel Is as produced from animal (buffalo, 
cow) manure. This process is called biogas. 

Chlorine - Chlorine compounds render water safe to drink if chlorine Is added 
in the proper amounts and if the water is allowed to stand 30 minutes before drinking.
The sa3unt of chlorine to add depends on the compo'md used and the condition of 
the water. Ordinary household bleach is an excellent source of chlorine. 

Cloudy water usually contains organic matter which vill combine with the chlorine,
 
taking it away from its intended use as a disinfectant. The usual procedure in
 
this instance is to double the dosage as inaicated in the table below.' The stronger

chlorine*.compounds require proportionately less chemical to disinfect.
 

Dosage of Bleach Solution 5Z Active Ingredient 

Amount of Water Clean Water Cloudy Water 
1 liter drops 4 drops 
4 liters 8 drops 16 drops

11 liters Ag teaspoon I teaspoon 

Iodine - Another excellent chemical used for disinfection of drinking water is,

iodine. This is commonly available as 2Z tincture of iodine which can be purchased
 
at any pharmacy. The usual dose is five drops of iodine for every liter of clear 
water. The.dose is doubled for cloudy water although it is better to first filter 
the water. Once treated, water should be allowed to stand for 30 minute's before 
use. 

All disinfected water should be stored In a disinfqcted container complete with 
a lid and top. Care should be used in handling the lodine solution because of 
its straining properties. 

Adrounie, Earryl Chelikovsky, Bruce R. and Ragens, David L. Environental. alth 
Field Manual for Sanitarians. Nonolulut Rural.'mItati t.a nover Development 
Projects University of Hawaii's 1960. 
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lMaic Culdelines for Personal and Dental'Health 

?arsonal *tyiten 

1. 	 Always wash your hands with soap whlen ycp gkt up 1. the morning# after, having 
a bowl iovement and before etins. 

2. 	 Bathe often-every day when teie mather is hote. Bathe after working hard 
or swating. Frequent bathing helps preven; skiA Infections, .dandruff. 
pisples, Itching and rashes. (Where water sources are limited, learn to. 
conserve water. Take frequent sponge bathp.. De sure not to contaminate 
your sofa water aupply. Pour the water you'll need Into another container 
for use.) 

3. 	In areas where hookworm is common. do not go barefoot. Hookworm Infection
 
caus severe anemia. These worms enter the body through the solos of the
 
feet.. 

4. 	Brush your teeth at least once a day an4, ;Ut pose'.ble, after every, meal. 
If brushing is not possible for som reason, rub your teth with salt and 
baking soda .(Werner.' 1977t230) 

5. Ideally;. being able to run a strong thread or dental floss between your guMs 
and teeti!. is goodA If this is not possible, toothpilcks or sharpened sticks 
can be helpful. 

6. 	 If children or animkIs have a bowel movement near .your houe,6 cleA it up
 
ag quickly as possible.
 

7. 	 Hang or spread sheats and bl~ezakets i the f ten'Ifiau6f there appeae to 
be bedbugs, pour boiling water on the bedAnd weshthe sheets and blankets. 

8. 	 Seare of dogs.andcats from outside. Don't le'theminto your house. They 
can carry fleas n4d oherinsects which can cause dlsease... 

9. 	 Try to clean your houseoftene. Sweep and wsh the floors, Walls. and beneath 
furnitura. Fill In cracke and boles where roacheS, bedbugs and scorpions 
can hide. 

10. 	 Ideally all wter that does not cone from a pure water system should be boiled 
before drinking. This Is especially iportant when 'there appear to be cases 
of typhold.'hepatitle, choler& or diarrhea. Water from holes or rivers. 
aven when It looks clean, my spread disease if.t, is not boiled or din
facted before use. 

U. 	Try to store foods in Insect- and rodentmproof containers to prevent contam
ination. Keep food covered. 

12. 	 The conon use of human feces for fertilizer makes It necessary to kill 
intestinal pathogens which way be on foods, such as fruits and vegetables. 
A disinfectant such as chlorine or Iodine ill kill: these organisms. 
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Basic Guidelines for Personal and Dental Health (Continued) 

13. 	 Use clean cooking utensils and dishks. They should be washed with hot water 
and soap, airdried in the sun if possible, and stored in a clean place. 
It is espelally iuporteant to use hot water and soap when washing dishes 
used by a sick person so that germa will be killed and not passed on to 
Eealthy people.
 

14. 	 Only set weat that is well cooked. Be careful that roasted neat, especially 
pork. does not have raw parts inside. law pork can carry the organisms 
responsible for the disease of trichinosis. 

15. 	 Be careful of food that Is old or smells bad. It may be poisonous. Don't 
eat canned food if the can is swollen orsiuirta when opened. Be especially 
careful with canned fish.
 

16. 	 Pay attention'to your diet. Good nutrition helps protect the body against 
many infections. 

17. 	 If you smoke cigarettes, try to quit. Put your energy into something healthier
 
and sore constructive.
 

18. 	 Try to get some kind of 'daily exercise like walking, doing calistenics, bicycle 
riding or other activities in which you use your heart and lungs. 

Information from: 

Warner, David. Where There is-No Doctor.
 

Environmental Health Field Manual for Sanitarians. RSHM Project, University 
of Hawaii, 1980. 
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Basic Information Concernini Solid Waste 

and Excreta Disposal
 

Solid Waste Disposl - Our concern about.'solid waste is that. if not properly
disposed of it attracts rodents ana insects, water and air become contaminated,

fire hazards increase, unpleasant'odors are common and the area looks unattractive.
The rat Is a very common inhabitant of places where solid waste is deposited.
Food and shelter are provided and the rats multiply. Aside from the danger of
 
a rat bite or problems associated with damag"c-O crops and stored food, rats, 
present a health problem in the form of typhus and plague. The flea, which is
 
the vector, uses the rat as his transportation and ultimately its destination
 
may be us. 
By removing the rats' food and bhelter, the rat population will be 
contained and the prospects of disease transmission occurrip8 will decrease. 

Insects will always be with us but we can reduce our exposure to them by taking

simple, yet effective steps. Insects require food to live and a moist habitat 
to breed. Many types of solid waste, especially garbaga, provide these two Items.
While other insects may be flies 
due to their ability to 
solid waste Is disposed 

a problem, are the %eones 
transmit organisms to man from an 
of properly, the fly will have to 

are concerned about 
infected source. If 
search elsewhere for 

its.food and breeding area. 

Some ways in which to dispose-of solid waste Include: 

1. Burning all garbage that can be burned. 
However, the main problem
with this practice Is that the solid waste Is never fully incinerated. 
Besides the residue of ash, many of the items In the waste will be 
found intact. This applies not only to plastic or mtal, but also 
to garbage. If the garbage Is not fully-burned, it retains its lure
 
to our public health enemies, the rat and the fly. So anotler
 
possible method for waste, that isn't burned Is:
 

2. Burying solid waste in the earth. Garbage that cannot be burned
 
should be buried In a special pit or place far away from houses 
and the places where people get drinking water. (Werner, 1977:137)

These wastes should be buried and covered with at least 45 cm. 
(h ft.) of earth. Other methods include:
 

3. Recycling. 

4. Composting organic material. 

Excreta Disposa1 - There are many different ways to disposa df excreta, and they 
all should adhere to the following requiremts: 

- The surface soil should not'be contaminated. 

There should be no contamination of ground water that. may 
enter springs or wile. 
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Basic information. Concerning Solid aste and Excreta Dposl. (coatinued) 

-iKcreta shouuld not be accessible to flies or animals. 

-. There should be fredom from odors or unsightly conditions. 

- The method used should be simple and inexpensive in
 
construction, operaticni. and maintenance.
 

- Use the excreta for agricultural or other uses only aft It 
has been treated. 

- In the installation of excrete disposal" facilities a safe 
distance from water sources should be maintained--at least 
30 meters (96 feet).
 

The most common type of excreta dispoal system found in rural areas Is the pit 
privy. It Is composed of a hand-dug pit over which is placed a squatting plate 
or slab. A shelter IJ usually constructed &round this. The pit privy is a minimump 
cost solution providing for defecation with or without water use, excreta storage. 
digestion of waste solids and seepage of urint and moisture Into the surrounding 
soil. Once full, within 50 cm. (2 ft.) of the top, It should be filled in and 
another pit usled.. After nine to twelve months, the old pit may be uncovered and 
the sludge remaining used for fertilizer. It takes this time for all pathogenic 
organisms to die. Once emptied, the old pit can be used again. 

The location of the privy Is important. Place It downhill and maintain a distance 
of at least 30 meters from a water source finless the well Is very deep (30 meters 
or more). The size is also Important. Ideally, pit privies should be designed 
to have at least four years storage capacity. The sludge volume for a dry pit 
(one which does not penetrate groundwater) Is 40-60 liters (approximately 10-15 
gallons) per person per year. Due to the digestion of sludge which takes place 
in the pit and percolation of liquid into the soil, the actual volume of material 
may be reduced to 20% of the total volume of feces and urine deposited. A pit 
2.5 meters (8 .feet). deep qnd 90 cm. (3h ft.).square should serve a family of 
six for five years. 

Adrounis, arry; Chalikovskys Bruce R.; end Hagenp David L. Environmental Health 
field Matual for Snitarians. Honolulu, Rural Sanitation Manpower Development 
Project, University of Hawi,, School of Public Health, 1960. 
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0Guidelines for Assurini loods are Clean
 

Some Illnesses are Caused by Unclean Foods/
 

Foods Which Cari7 Dimass-Causing Organims
 

FOODS USUALLY 
INVOLVED 


Raw fruits and vegetables 
contaminated by dust, flies# 

water, soil. night soil 
fertilizer 

Raw or undercooked meats and 

meat products. 


Cracked or dirty eggs contami-
nated with poultry exciece, 
meat meal. bone meal, or fish 
meal. Poultry meat contaminated 
by unsanitary handling, 

Home canned foods, or some-
times commercially prepared 

foods. 


Hoist or prepared foods, milk, 
other dairy products or water 
contaminated with excreta. 

Raw contaminated milk, dairy 
products, or meat, 

Milk Contam4,iatsd by'humans 
with the lllness. . 

WAYS TO PREVENT SPREAD BY
 
POOR
 

Wash thoroughly with Lugol's solution
 
(see next page for a description oil
 
Lugol's solution); remove peels; cook 
thoroughly if possible.
 

Cook these foods thoroughly. Cook
 
garbage fed to swine. Get rid of rate 
in hog lots.
 

Use only clean eggs with sound shells. 
Soiled oes should be washed. Handle
 
poultry meat and eggs under clean condL
tions. Store. then in a cold place. Cook 
thoroughly and refrigerate if not eaten 
at once. After handling raw eggs or
 
poultry. wash your hands thoroughly.
 

Cook canned meat and vegetables thoroughly
 
before serving. Boil 15 minutes and stir
 
to make sure you heat all parts.
 

-Strict personal cleanliness in food
 
preparation;' keeping mist foods cool 
during storage periods; cooking foods 
before serving; Setting rid ot flies. 
Persons with dysentery should not handle
 
food. Dispose of human wastes safely. 

Get rid of brucellosis from livestock by 
vaccinating young animals and slavuhter
in& infected older animls. Boil milk 
used to drink or to make other dairy products. 

Hake the milk safe by boLng. Search for 
the person carrying the illness and isolate 
him from other People. 
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GUIDELINS FOR ASUDRING FOODS AIR CLIM (Continued) 

Foods contaminated by a Bol illk used for drinking or to make 
discharge from the outh or other dairy products. Keep personsavith 
nose of a person who has the disease from handling food. Separate 
disease germJ in his body, then from other people. 
whether he Is sick, about to 
get sick, or imun. 

Milk from cows vith udder In
fectious caused by these
 
organlsn.
 

General Guidelines for Food Purchaainz. Stores*. 
Preparat ion. and Serving 

When you purchase, prepare and serve food It Is luportant tof 

- select good quality food. Food shwuld mll freash, .come
 
from a clean source..be protected from flies nd drt.,
 
and have a fresh attractive look and color.
 

- keep yourself clean 

- keep dishes and equipment clean 

- keep the cooking and eating area clean. 

.Food can become unsafe to eat ifit Is: 

-served by a person carrying disease germs 

" served In soleod. dishes 

-eaten with dirty utensils, and hands, 

Ke0Pe eGvrYth ing clean. Cleanlines helps to keep y disese germs. Clean 
-food is likely to be setfoo00d. 

When pr'paring foods: 

'store then for a very, short time 

-prepare Inclean ,containers 

- cook thoroughly 

- serve iedistely 

- do't save leftovers Unless yoW Can put them clean, .vered: 
containers In a cool place. 
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Gudlie frAsiinToodsi ir Cen(otinued) 

i 	 1sole' SolutionS 

This is an iodine compound which io an effective disinfectant 

ad is available at most pharmscles, The.solution should contain 3Z 

iodine or S0000 ppm bean purchased. It should be kept in &,brown 

glass bottle light in the presence of air will destroy the iodine 

very 	 rapidly if it Is kept in a clear $lass container. The concen

trion will decrease in. a brown bottle alob, bt msch sloweri Lugol's 

dould prevent a bright light from passing through the bottle and 

solution and a person should not be able to see the bottom of a table

on full.of Lugol's when held in i brightly lit room. If these two 

criteria aren't mat thet. Ehi Lunos-ieuak and. .A. used must 
be increased. 

In using Lu ot's, the folkovlng dilution schedule should be 

followed: 

-I. !If LugOs solution appeams dark and Is used within one 
.o th, of the date of purchase, add five tablespoons to 
eveni four liters of. water. 

2. 	 If Lusol's solution appears dark brown and Is not used 
within one month of the date of purchase, increase the 
amount by one tablespoon per month after the first month 
of purchase. For extample during the first month after 
purchase. use five tiblespoonsuand during the second 
month use six tablespoons. 

3. 	 If Lugoil's allows '.1ight to pass through Lt do not use 
it: nurch sa atood bottle. 

S4.' 	 Always allov vegetables, contact tur_of 10minutIs
 
wth "good" Lugol's. Keep tin a ¢cool, :dark place.
 

5 _.The above schedule can alap*bwused ith chlorOx. 
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BASIC HANDOUT: ON DOCUNIZATION 

Vaccinws are specil "mdicIes"ii*th if administered properly, can 
prevent sace dseases'.. We, call this pr-ociie munization.. 

M!iMnizatio n: Imm'nit andtyant'nidies. 

If you had whoop :i ough, child, you only"contracted it once becau 
your. body became imoune t . The body produces certain antibodies 

which are special proteins 'found'in;the blood. These antibodies fight 
the1organisms that cause disease orrthe toxins (polsons) that organisms 

make.: Antibodies attach themselves to an organism and kill it off or 

they:attach themselves,to toxins and stop them from causing harm, The 

antibodies which fight toxins are called antitoxins. A different kind
 

of antibody fights each organism or toxin. For example, meisles anti

bodies only fight the measles virus, they have no effect on malaria.
 

Antitoxins against tetanus are not helpful against diphtheria.
 

,Whilea ,child .isill wLth :measles, the body begins to produce the special
 

antibody against: the ,measlesvirus. The body continues making this anti. 
body,':thusthe child becomes immune and never has measles agaiq.. When 

,the body makes its.own antibodies. it.has an active Itinunity.. The body 

becomes actively immune.In two ways either from the disease itself or 

from avaccine. These vaccines are grown from harmful organisms and 
either killed (dead vaccines), or made weak (live vaccines). Because
 

the organisms in a vaccine are weak or dead, they cause no harm beyond
 

what may be mild symptoms (such as a mild fever). When the vaccine Is 

given, the body produces antibodies against the particular organisms
 

thus preventing the body from becoming Ill from the disease itself. 
When disease makes the body imune, it has a natural active ilmunity. 

If vaccine is given to make the body lmmnesit has an artificial 

active ioninIty. 

Active Immunity is.the best kibd'cause' it allows thebody to continue 
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producing its own atibodies The only problem is that it my -take 
several weeks or longer before the body becomes taurie. If necesary,
 
the body can be made Immune niuediately by injecting antibodies from
 
another person or animal. These antibodies &Ive the body.a passive 
Imunity for a relatively short period bf time (usually about tw, weeks). 

The body can receive natural passive immunity while still in the 'others
 
uterus. The antibodies and antitoxins are present in the mothers blood
 
and are passed to the child's blood before birth. At birth the hild 
Is 4-m-ne to the same diseases as the mother. 

Natural passive Immunity explains why children do not usually have certain
 
diseases until they are about three months old. 
By this age, most of the
 
antibodies they were given at birth from their m'tchers 
have gone., By in
jecting"naw antibodies from an immune person or animal, we can gIve 
 the 
body an artifical passive Lmmunity. For example, we can inject tetanus r
 

antitoxin into an injured person who 
 might .havetetanus bacteria in his
 
wound. 
The antitoxin makes the body Inmune imediately, before the body 
 ,
 
has had time to make.its own antitoxin. The injected antibodies or anti
toxin are soon destroyed, giving the body artifical passive imunlty for 
not more than a couple weeks. 

It If important-to remember that live vaccines die easily and become use
less. Therefore, care must be taken in the transport and storage of such: 
vaccines. The same is true of dead vaccines but to a lesser extent. 

Examples of live and dead vaccinet 

aDeadLive vacihs vaccines' 

BCG (against T.B.o' Diphtheria
 
Polio.". 
 Whooping cough
 

lb+s.. rTetanus
 

Tetanus toxoid;: 
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Some Comon Immunizat.ono Given to Peace Corps Volunteers 

NOTEs' This is mant to Ie a representative list of sne of the
 
most frequently u~id inaunizations. The actual selection
 
my vary from one volunteer to another and from one countr7 
to'anotherp depending on reSional, considerations, local 
governmental guidelines and changing circumstances. For 
example: a local outbreak of measles or cholera might 
mean Imzizations forAveryon . It Is the responsibillity for,
each volunteer to mks sure that his/her i-munisation records 
are kept up-to-date during Peace Corps service. 

VACCINE DOWAUITV 
TYP LZVX/D2AD ACTIVE/PASSIVl TIETABLK 

Yellow Fever Live Active 10 years
 

Diphtheria-


Tetanus Dead Active Booster
 

Cholera Dead Active 6 moths. 

Gamma Globulin '*Dead Passive 3-6 months 

Rabies 'Dead "Active 2 years 

Polio, Live SoOster
 

IActve 

.1-one month later 
Typhoid Fever Dead 1 in USA 

l-three years late 
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Description of the Three Main Food Groups 

Group I: Protective Foods 

These foods, while not being very high in proteins, carbohydrates or fats* 
do provide Important quantities of water, minerals, and vitamins needed 
to protect the body against malfunctioning and to help ensure a proper 
metabolism. 

Normal body welht is from h to 3/4 water. Therefore, the body's functions 
require a sufficient daily intake of water. Since vitamins are often lost 
during food prvcesslng, high temperatures, storage end excessive light. 
care should be taken to enture a balanced intake for normal body functions. 
Minerals such as calcium, phosphorous, magnesium, sodium, potassium and 
chlorine are needed in higher amounts than other minerals but all are 
essential to a person's diet. This group of protective foods which is 
made up of fruits and vegetables would include the following: coconut, 
mango, orange, banana, papaya, tomato, onion, lettuce, carrot, green

beans and egg plant, lin, grapefruit, avocado, pineapple, cucumber* okras
 
spinach and cauliflower.
 

Group MI: .nergy Foods 

This group provides kilocalories (KCAL) to the body through the consuuption 
of foods which contain either high amounts of carbohydrates and/or high 
amounts of fat. Carbohydrates make up the chief source of energy for the
 
body for abst people in the world. The moat important aspect of carbohydratei
is the fact that they are the least expensive form of energy-providing" food. 
Fats are important because of their high energy poten al and lack of bulk. 
They also help to make foods tastier and provide a feeling of fullness. 
Som of the more common food Items found in this group are: palm oil,
 
sesme seed oil, peanut oil, coconut oil, sugar, corn, rice, sorghum,
 
millet, cassava, yams, beer (bottled and local) and vine.
 

Group Ills Body Building and Repair Foods 

This final group contains foods which provide a high percentage of protein.
This is the substance which is Important in maintaining, building and 
repairing body structures. Proteins are important because of their function 
to replace and maintain body tissues. Each day, nitrogen is lost from the 
body. Protein rich foods, however are the substances which carry nitrogen 
into the body. Although there are different types of proteins, all are 
made up of small molecules called amino acids. it is actually these 
individual amino acids which are required by the body. This group 
would include: beef, mutton, chicken, fish, eggs, squirrel, termites, 
milk. cheese, yogurt, peanuts and other ground nuts, soybeans, black eyed 
beans, beans in general, leunas, crab, snal, and Ahrimp. 
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Requirements, Tables,,"andi'LListsi'of nutrients £&Food
 

APPROXIATE DAILY NUTRITIONAL RE. REMEM 

.. . .. ..'r l ... .." M &l C:'N 

. j js i s WIPCLe ls.s A 2 W &' 

Avera e . -' • -

Average 
Woman 2.100 55 600 IS .. 000 .8 13, 14 70 

TABLE OF TNrNUTRJIVEI VALUE OF FOODS Vills 

WOd, held Cae a .'AAs , .. & C, 

So& jjjj U"l :24 0 m 

Dairy hoduct. 
Whole milk. I C. 160 9 281 .1 350: .07 .41-, .2 2 
Skim milk. Ic. 90 9 296. .1 '10 .09 .44 .2 2 

Cottage cheese 
creamed, IC. 260 33 230 7 420 .07, ;61 .2 0 

Cheddar, Ioz. IS 7 213 .370 .01 ,13 Trace. 0 
Swiss..I oz. J0s ,8 262 .3 320 Trce .11 Tracs 0 
Processed cheese 

.
American. Ioz. 10S A98 3 350 ;01 .12 Trce 0 

le cream. IC. 2S 6 194 .1 S90 .0 .28 .01' 1 
Yotjn7. 40 .0 .9 .:1 . 2 

Egp 
Boiled, poached . . 59 .0 Trace 0 

6 -" , ,Trw 
Scrambled. 1 110 T SI 1.1 o69 05 .1 Trae 0 

orraw.' 80 27L -; , 0 

Fats and O.-s 
Butter, T. 1003 Trade 3 0 470 - . 0 
Marprlne, IT. 300. Tra" 3 0 470 - T J 0 
Vegetableoll. IT. 13S. 0 0 .0 -. " 0 0' 0 
Mayonnaise. IT. 100 True :3 . 40. TN * .0L Tram -

Meat$ 
Bacon 2slices 90 5 2 L j r 0 .064 .05 .j 
BDer.Hamburger,3oas 245 -,:.21 9 2 ".-:10 .07: -. 111 , 4.6 *-

L
Roast. 3 o. 37S 17 1, 2.2 ' 70 AS 3.1 -

Steak 3oL 330 .20 9O 2 50 .05 016 4.0 
Uver. beef. 2. 130 15 6 S.9 30,280 I.. 2.37 9.4 IS 

0 .63 3 . 3-1l 260 2.2Pack.chop .o 16 
Lamb.chop 4.1oa, 400 257 10 S.0 .14 .25 ,16 -
Hotdog. 1 170 3 A .0 . ,l 1.4 0 

Chicken. %breast 
Wrd IS$ 'IS 9 1.3 70 .04 .17 11.2 
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TABULE OF 111 MMMR~ VALUE OFFQ04,.- , Viumi 
.,.. a11 W go, IN so 0 6.'. 

Fb sad Shellf l 
Salmon, 3 oz. 120 17 167 .7 60 .03 .16 6A 
Shrimp 3oz 100 21 .98. -2. 50 .01 ii3 -135 0.
Tina,3oL 170 24 7 1'.'6A 70 .04 .iO 10 , 0 

Dred Ban Sand lo 
Navy,c.dry, 225 15 95. 5.1.1 0' .27 .13 1.3 ;o
Almonds, I r. 850 26 332 :6.7 0' .34 1.31, 5.0 Tr 
hanibutter, IT. 9S 4 9, .3 0 .02 .02 24 :0 

Vaptawn
kan.pgeen, Ic. 30 2 63 .8 , 680 . . 111 .i s 
Broccoli, IC. 40 5 136 1.2': 3.,80" .14 31 1.2 140 
Carrots, few, 1 20 1 138 .4 5.500i: .03 .03 : 4Corn, eu.' 70 2 330 .09 A08 73 :.5 1.0 
Lettuce, I head 60 4 91 .2.3 3W50 .29 .27 1.3 29
Peas. IC. Its 9 37 2.9 8600 .44 .17 3.7 33 
Potatoes, I md: 90 3 9 .. ;.7 True .10 '.04_..7. 20' 
Polatoe chips,

1oaverage 130 8 .4 Trace .04 .03 .O 3 
Spinach, I c. 40 5 167 4.0 , 14.580 .13 25 1.0. ",0
Squash,summer, I C. 30 2 52 A, 820 .10 16 .6 21 
Sweetpoiatoe,

I bolled 170 2 47 1.0 11.610 .13 . -0,.9
 
Tomato, 7 oz. 40 24 1.640. . .07 .J 42
2 .9 .

"Apple, I med. 70 Trace A S* .' 30 11:.02 
Applesauc' IC. 230 .1 1033 '.05 300 :.03,..
Banana, 1 100 1 :'0 230 06 .07, z.- 12 
Canwdoupa, H 60 ' 1 27 .8 , f,40.."0' .06 3:. 63
Grapefruit, H 45 1 19 . 30 . : '.02 L.2j 44,
Lemon. 20. I 19 .4 0 .03'- .01 .1 39

monade, I€. I0 " ;Tric Trace .2 17:Trac 2: TrIc '.02 
Orange, 1 65 "I 54 ' 260 .33 . 05 . 66 
Orange juice.

fronl. 3 2 L .22 1.0120; 5 '.! S5 .02: 120 
?each, 13 1, .9 .5 .3,320 .02, .0 C.O.~ 7410: 'I02 It33 AM 4 16. 5.8 30, .18 2 
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TABLE OF,THE NRITIVE VAWS OF. FOODS VIInIn. 

U0681, MOOR ,Cdm,, twm A 11 '2 NHie C'. 

Grain hodu 
White bread, 

Iuice 
Whole wheat broad 
Idic 

Cornflakes, Ic. 
Oatmeal,.I 
Parcake. I med.
Rice, 1c.. 

cooked 
Spa hotu, cooked. 
I. 

70 

65 
100 
130 
60 

225 

155 

2, 

3 
2 
5 
2 

4 

s 

21 

24 
4 

"22% 
27 

21. 

II 

.6 

,. 
.4 

1.4 
.4 

3".8 

33' 

rc .66 

" ce'9 
0.'-,11 
0 .3,19

30 0S 
.
0:. -.23 

0 ao 

AS 

3 
.02 
0S 

.06 

.02 

.11 

6 

8 
.5 
.2. 
,4 

2.1 

IS 

rc 

Tace 
-

0 
Trace 

0 

0 

-

Supr. Swet 
White supr, I T. 
Honey. I T.. 

srained 
Jam, I T. 

40 

65 
55' 

0 

Trcesf. 
T. 

0 

I 

'Trac 

.I 
2 

0. 

('I 
Trac 

0 

Tc 

0 

. 
-T1.0 

0 

1 
Trac 

0 

Trice 
Trace 

Desris 
Pie, apple, 
Idice 

Cookies. commercial
3 

Cake, DevU' Food 
I~e 

3S0 

SO 

235 

3 

I.50 

3. 

1I 

4 

41 . 

.4'.' 

.2 

6 

40!" 

30 

100 

.03 

Tc 

.. 02 

.03 

Trce 

.06 

.5 

Trace.Trc 

1-2 Trace 

YIar,IT.b3ewrs 25 3! 37 :*1.4: Trace 3.25 ,34 3.0 Trace 
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A List of Some mluportant Nutriencs 

and The110 &n Sources 

NUTRENT: 	 CHIEF FUNCTIONS .1W1ORTANT SOURCES 

Protein 	 Provides nitrogen and amino Milk, cheese, yogurt. 
acids for body proteins (in eggs. fish, poultry. 
skin tissues, mscles, brain, soybeans, lean mats. 
hair, etc.). for hormones west germ, nutritional 
(substances that control body (brewer's) yeast and 
processes), for antibodies certain vegetable coup
(vhich fight infections), and binations. 
for enzymes (which control the 
rates of chemical reactions In 
our bodies).
 

Fits 	 Provide a concentrated source Whole milk. most cheeses, 
of energy. butter, mrprine-. nuts.
Carry certain fat-solable oils (preferably unst
vitains (notably A, D and unhydrogenated).r) 	 urated, 

and essential fatty acids. Cholesterol.and "satu-

Provide Insulation and protec- rated" ats re found 
ion for Important organs and In eggs, butter cheap 

body sturctures. hamburger and Ice cream. 

:Carbohydrates 	 Keep protein from being used Fruits, vegetables, 
for energy needs, so protein whole-grain breid. 
can be used primarily for cereals, grains. 
body-building functions. Also 
necessary for protein digest-
Ion and utilization. 

Provide our main source 	of 
onerSy.
 

Provide the glucose vital for 
certain brain functions. 

Vitamin A (fat-	 Helps prevent Infection. Liver, whole silk, 
soluable) 	 Helps eyes adjust to changes fortified mrgarine 
Extra vitamin A 	 from bright to din light (A Is added), butter, 
Is stored in the 	 (prevents night blindness), most cheeses (espechy 	 ally Swisslive-tha Is 	 and 
liver-that is Heeded for healthy skin and Cheddar), eUg yolks,
 
snihalliversure. cert#In tissues, such as the dark green and yellov
 
such a good source, lining of eyes and langs. vegetables (especially
 

carrots, parsley, kale
 
and orange squash), 
apricots. 
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NUTI=T CHIEF FUCTONS IMPORTANT sOUiciS 

Vitamin D (fat- Needed for strong bones and Sunlight shiing on
 
soluable) teeth (regulates calcium and bare akin, vitamin D
 

phosphorus n bone formation). fortified milk, fish
 
liver oil, sardines.

Esential for calcium absorp- caned t a 
tion from the blood: 

Vitamin t (fat- Helps preserve som vitamins Plant oils (especially 
soluable) and unsaturated fatty acids wheat Serm oil and soy

(acts as an antioxidant), bea oil), wheat germ. 

Helps stabilize biological navy beans, eggs. brown 
rice.
Imbranes. 


Vitsaft C or eeded for healthy collagen Citrus fruits, green
 
ascorbic acid (a protein that holds cells and red peppers, green
 
(water soluable). together). leafy vegetables, pars

lay, tomatoes, potatoes
C Is easily des- Helps wunds to heal. 

strawberries, cantaloupe,
troyed byair and el 
bean sprouts (especially
heat nyclotting mung beans andl soybeans).
Lfce and healthy 


other water-solueSle blood vessels.
 
vitamlis, It is ot
 

heat. Like man Needed for norl blood 

stored in the body, Heeded for iron absorption.
 
so ve need som Spares or protects vitamins
 
every day. A and 2 and several B vitamins..
 

Needed for strong teeth and
 
bones.
 

I Vitamins (water eeded for steady nerves, Whole grain breads and 
soluable) include alertness, good digestion, cereplo, liver, wheat 
thiamine (B ), energy production, healthy germ, nutritional yeast, 
riboflavin 632), skin and eyes, certain green leafy vegetabl..; 
niacin, pyridoxine, enzbs involved in amino lean mats. milk, -is. 
folic acid, acid synthesia, maintenance peanuts, dried peas and 
cabalamin (512), o! blood. beans. 
cholene, etc. 

Folic Leld 
deficiency is 
comma during 
pregnancy. It 
my also be cause'd 
by birth control
 
pills.
 

Riboflavin is des
troyed by sunlight, 
so use milk con
tainers that keep.
 



out light. 

Fatisue. tensions 
depression are 
of ten signs of
 
a 3 deficiency. 

Calcium 

Calcium Is more
easily digestedwen eaten tth 

acid foods (such 

as yogurt or 

sour milk).
 

Phosphorus 


Iron 
DaU y Itak is 
DIlo itake 
iportant, 


Children. teen-
agers, pregnant 
and menstruating 
women are especially 
likely to have iron 
deficiencies. 

Iodine 


Magnesium 
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CHIEF FUNCTIONS DORTANT soURCs 

Needed for building bones W~hole and skim milk, 
and teeth, for blood clotting buttermilk, cheese, 
for regulating nerve and yogurt, green vegetablesmscle activity, for absorb- egg yolk, bone-meal 

powder, blackstrap
Ing Iron. 
molasses.
 

Needed to transform protein, Milk, cheeses, lean
 
fate and carbohydrates into meats, egg yolks.
 
energy in the body.
 

Makes up part of all t~a
 
body's cells. Needed
 
for building bones and 
teeth.
 

Makes up an important part of Lean mat, liver, egg
hemoglobin, the compound in yolk, green leafy veg
blood that carries oxygen from stables, nutritional 
the lungs to the body cells. yeast, wheat Sera. 

whole grain and enrich
ed breads and cereals. 
soybean' flour, raisins, 
blackstrap molasses. 

An important part of thyroxine; Iodized salt, seafoods. 
helps the thyroid gland regulate plant foods grown In 
the rate at which our bodies soil near the sea. 
use energy. 

Affects growth, wtar belances, 
nervous system, , system. 
and. circulatory s0yem. 

equired for certain enym GranS, vegetablesr 

activity. cereals., fruits, silk, 

Helps in bone formation nuts. 
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NUTRIENT CHIEF FUNCTIONS IINPORTANT' SOURCES 

Potasolui. Needed for healthy 
muscles, 

nerves and Seafood, 
fruits. 

milk, vegetable 

Sodium.: chlorine, 
fluorine and 
other trace m-
orals. 

Varying functions, many of them 
not wll understood. 
Fluorine is especially 
lortant from-birth to six 

Ifeat, cheese, eggS, sa
food, gr n leafy 
vegetables, fluoridated 
water, sea salt. 

Host of our diets 
nov contain too 
much sodium, 

months. It helps to prevent
tooth decay by hardening tooth 
enamel. 

largely because 
of sodium compounds 
used in processed 
foods and excessive 
use of table salt. 

Water 
 Not really a nutrient, but 
Host people need an essential part of all 
6-7 glas es of tissues.
 
fluid (water, tea, Often supplies important

Juice, etc.) a day minerals, such as calcim
 
to keep good water and fluorine.
 
balance in the
 
body.
 

Cellulose Also not a nutrient, but Fruits, vegetables whols(Roughage) important for stimalating grain brad 'and cereals. 
the Intestinal muccles and 
encouraging the growth of 
certain lntestial. bacteria. 
eps teeth clean and gum 

healthy% 

From: The Boston Women's Health Book Collective. Our Bodies Ourselves.
New York: Simon and Schuster, 1976. pp. 103.105 
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PERSONAL STABILIZERS
 

Each of us has certain things that we do in our home environment to keep us"grounded", to stabilize our everyday existence. These are things that give 
some sort of quality or pleasure or sense of regularity ("I'm ok as long as I
 
get my morning coffee") and we may look forward to them knowingly, or.they may

be taken for granted. Examples of such things are jogging, reading a morning 
newspaper before beginning the day's activities, eating bagels, drinking

buttermilk, watching Walter Cronkite, meditating, shopping in certain places, 
dancing, and so on.
 

We may be absolutely aware that some of these things are critical for our 
daily existance ("What would I ever do without my stereo?"); others may be very

much "taken for granted" (long distance telephone service or stopping at a
 
particular bookstore on the way home from work a couple of times a week or
 
having access to a number of hardware stores to help in remodeling a house). 

When we go overseas, we often do not have access to many or any of our
normal stabilizers, or they are available in a different form which makes them 
less attractive. Som.times we know they are missing, we feel it intnsely ("My

God, I haven't had an Egg HcHuffin in three monthsl"), at other times thp.%e is
 
just a feeling that something is missing ("Where did that bookstore go?" or
 
something is missing from here").
 

It has been our experience that if we don't adapt our regular stabilizers 
or find new ones, it seriously hampers efforts to live comfortably and be effec
tive in the new culture. In fact, this can lead up to hostility, maladjustment 
or culture shock--and to unproductive sterotypical statements about "them" like
 
the following: 

"Everytime I tried jog,have to five kids 
followed me and gawk - no privacy - it's 
frustrating."
 

"These people don't read much - you can't 
even have a good discussion about books." 

"I have tried three months to get vegetarian 
food around here - no vegetables - no 
grocery - things are really screwed up. 
They don't know much about nutrition." 

Disregarding a small number of people who are extremely ethnocentric, these 
statements--and hundreds more like them  all imply for most people that an 
important stabilizer (newspaper, jogging, book discussions, lack of a particular
food) is missing, and there is a tendency a blame "the people" for its absence, 
to complain, even to become cynical. Doing this also helps to create a source 
of powerlessness, a sense of becoming a victim.
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A well adjusted (or adjusting) individual, however, attempts to adapt

his/her stabilizers or find new ones in the host culture. This seemingly minor 
point of. finding new, stabilizing "habits" - is key to building a firm and 
qualitative cross-cultural base from which we can grow and become fluent in 
other areas. Moreover, it often provides some of our greatest cross-cultural
 
pleasures aa we develop new "routine" things in a country which we may not have 
done at home. (Certain kinds of everyday greeting rituals, walking, coffee
 
hours, different relationships with older folks and children, foods, etc). For
 
example, we may find at home that the way we "wind down" at the end of the day 
is to watch TV, have a drink, or sit and read the paper. This may not be 
possible in the local culture. However, there may be a local substitute which 
itself becomes just as attractive to us. In many cultures people end the day by 
sitting around together and chatting or singing songs while the sun goes down. 
In other places, it involves drinking tea together. This becomes a pleasure and 
serves the purpose of "winding down" and helps us with a new way to deal with a 
stabilizing need.
 

This session is intended to start the process of developing stabilizers 
now--we'll be looking at stabilizers you have in the States, what might be
 
adaptable, ideas for new and different stabilizers, and we'll be developing a 
plan that can be tried out during the training program. One other very impor
tant point--each of you will have your own "stabilizers" to deal with, your own 
plans to develop, your own individuality. We are not in any way trying to reach 
consensus on one plan for all. The group work we do in the session is aimed at 
providing sone reactions to your plan and generating ideas which you may or may 
not wish to incorporate.
 

Finally, there are Skills involved in this process - reflection, self
assessment observation, identifying what's available here, planning, and risk
taking. We see this as beginning to develop those skills which can be critical 
when you return to the United States (which will be the "other culture" in two 
years) or move to a different country. They are, in other words, cross-cultural 
skills which will be of value to you now and in the future. 
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CASE SITUATION # 1
 

Although it is very unusual, you have been given the loan of a small 
pick-up truck from the provincial department that you work with in order to do 
work related errands for a special project. The driver has been taken ill, your 
counterpart is out at another village, and the officer in charge asked you to 
drive and do the errands. You realize the importance of the situation, and 
quickly rush off to complete the errands. On your way to the office where you
intend to turn in the vehicle, an automobile suddenly appears out of nowhere 
from a side street and you collide in a screech of brakes and a cloud of dust. 
You inspect yourself and your vehicle quickly to find little or no harm, and see 
that the other person is in similar circumstances--he has a small dent in his 
fender.
 

As you get out of your vehicle to deal with the situation, a crowd quickly 
forms. Some people begin pointing at you and cay it was your fault. Some 
eople point at the other guy and say it is his fault. Everybody starts waving 
:heir arms and shouting at each other. The other driver begins arguing with the 
people who say it is his fault. Your grasp of the language isn't good enough to 
catch everything. As the argument continues, you find you are on the outskirts 
of the crowd--it's almost like they have forgotten you.
 

As you consider what to do and watch the action, you remember--much to your

chagrin--that you do not have a valid local driver's license. And you're not
 
sure one is needed; in fact you don't know much about the driving regulations
 
since you rarely drive. At the moment a local policeman arrives and starts
 
waving his arms at the crowd, ignoring you. The policeman and some members of 
the crowd get into an argument. You feel increasingly confused about what to 
do.
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FUNCTIONAL BEHAVIOR TO.ASSISTGROUPS IN HAINTAINING GROUP COHESIVENESS:
 
DIRECTIONS: 
Observe members ,and record the number of times each behavior is
used by each member. 

-GROUPS MEMBERS 
1 2 4 5 6 7

3 

8
I. 	HARMONIZING - attempts to reconcil•
 

disagreements; reducing tensions.
 
2. 	GATE KEEPING - helping to keep


communication channels open.
 
3. 	ENCOURAGING - being friendly, warms -

and responsive to others; non
verbal or verbal approval or
 
acceptance by expressions.


4. 	COMPROMISING - admitting error;

modifying in the interest of group
 
cohesion or growth.


5. 	STANDARD SETTING AND TESTING 
testing whether group is satisfied 

- -.

with its procedures; pointing out
 
explicit or implicit norms which
 
have been set.


6. 	SENSING AND EXPRESSING FEELINGS 
 -
 -

sensing feelings, mood, relation-

- 

ships within the group; sharing
 
own feelings with other members;
 
soliciting feelingsofothers.
 

7. 	PERCEPTION CHECK 
 ""
 

From A Trainer's Guide to Andragogy; p. 137, by John Ingal 
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FUNCTIONAL BEHAVIOR TOASSIST GROUPS IN TASK PERFORMANCE:
 

DIRECTIONS:_Observe and record the number of times each behavior is used by
 
each member.
 

GROUPS*MEMBERS
 

1. 
_ _ __ 

INITIATING 

_ _ _ _ 

proposing tasks 
_ 

or 
_ 1 2'3 

---.
4,5-6 7 .8 

goals; defining a group problem, 
suggesting ideas. 

2. SEEKING INFORMATION - requesting - . 
facts, asking for expressions of 
opinion; seeking suggestions and 
ideas. 

3. 	GIVING INFORMATION - offering
 
facts, information, opinions, and
 
ideas.
 

4. 	CLARIFYING AND ELABORATING 
interpreting ideas or suggestions, 
defining terms indicating alterna
tives.
 

5. 	SUMMARIZING - pulling together 
related ideas; offering a decision
 
or conclusion for a group to accept
 
or reject.
 

6. 	CONSENSUS TESTING - sending up a
 
trial balloon to test for a
 
possible decision or conclusion. 

- - ,
 

From J.D. Ingall's A Trainer's Guide to Andragogy, p. 138
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OBSERVER'S WORKSHEET
 

1. 	Be sure you are able to see all participants' gestures, expressions, etc.
 

2. 	What roles are people performing--clarifying, initiating, supporting,

harmonizing, or conflicting?
 

3. 	How are styles of communication--tone, phrasing, gestures, etc., 

contributing to or hindering clarity and effectiveness? 

4. 	How are participants in the group reacting to each other?
 

5. 	Do participants' non-verbal gestures conform to their verbal statements?
 

6. 	To whom.are people talking? To one other person? To persons who just
 
perviously talked? To the whole group? To no one?
 

7. 	What.attitudes and emotions do you feel are being transmitted to the group?
 
(Check out your own personal reactions to comments made by others).
 

From: Ingall's A Trainers.Guide to Anadragogy, p. 175
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Task Oriented Behavior: 	 Group Maintenance Oriented Behavior
 

1. 	INITIATING - proposing tasks 1. HARMONIZING - attempts to
 
or goals' defining a group reconcile disagreements; reduc
problem, suggesting ideas. ing tensions.
 

2. 	SEEKING INFORMATION - requesting 2. GATE KEEPING - helping to keep
 
facts, asking for expressions of communication channels open;
 
opinion; seeking suggestions and facilitating the participation
 
ideas* of others.
 

3. 	GIVING INFORMATION - offering 3. ENCOURAGING - being friendly,
 
Zacts, information, opinions, warm, and responsive to others;
 
and ideas. non-verbal or verbal approval


4. CLARIFYING AND ELABORATING -	 or acceptance by expressions. 
interpreting ideas or suggestions, 4. COMPROMISING - admitting error;
 
defining terms indicating alterna- modifying in the interest of
 
tives. group cohension or growth.


5. 	SUMMARIZING - pulling together 5. STANDARD SETTING AND TESTING 
related ideas; offering a decision testing whether group is
 
or conclusion for the group to satisfied with its procedures;
 
accept or reject. pointing out explicit or
 

6. 	CONSENSUS TESTING - sending up a implicit norms which have been 
trial balloon to test for a set. 
possible decision or conclusion. 6. SENSING AND EXPRESSING FEEL-

INGS - sensing feeling, mood, 
relationships within the group; 
sharing own feeling with other 
members; soliciting feelings of 
others.
 

7. 	PERCEPTION CHECK: Describing
 
what you perceive the other is
 
feeling in order to check
 
whether you do understand what 
he/she feels.
 

Adapted from Ingall's "A Trainers Guide to Andragogy", pp. 137-138
 



HANDOUT VII - 1 - E
 

Page 1
 

ON U.S. VOLUNTEERS
 

For the past six years, I have become known for my increasing opposition to
 
the presence of any and all North American "do gooders" in Latin America. I am
 
sure you know of my present efforts to obtain the voluntary withdrawal of all
 
North American volunteer armies from Latin America: missionaries, Peace Corps

members and groups like yours, a "division" organized for the benevolent
 
invasion (of Mexico).
 

I do not come here to argue. I am here to tell you, if possible to con
vince you, and, hopefully, to stop you, from pretentiously imposing yourselves
 
on Mexicans.
 

I do have deep faith in the enormous good will of the U.S. Volunteer.
 
However, his good faith can usually be explained only by an abysmal lack of
 
intuitive delicacy. By definition, you cannot help being ultimately vacationing

salesmen for the middle-class "American Way of Life", since that is really the
 
only life you know.
 

A group like this could not have developed unless a mood in the United
 
States has supported it--the belief that any true American must share God's
 
blessings with his poorer fellow men. 
The idea that every American has some
thing to give, and at 
all times may, can, and should give it, explains why it

occurred to students that they could help Mexicans peasants "developing" by

spending a few months in their villages.
 

Of course, this surprising conviction was supported by members of a mis
sionary order, who would have not reason to exist unless they had the 
same con
viction--except a much stronger one. 
 It is now high time to cure yourselves of
 
this. You, like the values you carry, are the products of an American society

of achievers and consumers, with its two-party system, its univeral schooling,

and its Family-Car affluency. You are ultimately consciously or unconsciously
"salesmen" for a delusive ballet in the ideals of democracy, equal opportunity,

and free enterprise among people who haven't the possibility of profiting from
 
these. Next to money and guns, the third largest North American export is the

U.S. idealist, who turns up in every theater of the world as 
the teacher, the
 
volunteer, the missionary, the community organizer, the economic developer, and
 
the vacationing do-gooder. Ideally, these people define their roles 
as service.
 
Actually, they frequently wind up alleviating the damage done by money and weap
ons, or seducing" the under-developed to the benefits of the world of affluence
 
and achievement. Perhaps this is the moment to instead bring home to 
the people

of the U.S. the knowledge that the way of life they have chosen is not alive
 
enough to be shared.
 

By now it should be evident to all America that the U.S. is engaged in a
 
tremendous struggle to survive. 
The U.S. cannot survive if the rest of the

world is not convinced that here we have Heaven-on-Earth. The survival of the
 
U.S. depends on the acceptance by all so-called "free" men that the U.S. middle
class has "made it". 
 The U.S. way of life has become a religion which must be
 
accepted by all those who do not want to 
die by the sword--or napalm. All over
 
the globe the U.S. is fighting to protect and develop at least a minority who
 
consumes what the U.S. majority can afford. Such is the purpose of the Alliance
 
For Progress of the middle-class which the U.S. signed with Latin America some
 
years ago. But increasingly this commercial alliance must be protected by
 
weapons which allow the minority who can "make it" to protect their acquisitions

and achievements.
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But weapons are not enough to permit minority rule. The marginal masses
 
become rambunctious unless they are given a "Creed" or belief which explains the
 
status quo. This taak is given to the U.S. volunteer whether he be a member of
 
the Peace Corps or in a so-called "Pacification Program". The U.S. it)currently

engaged in a three front struggle to affirm its ideals of acquisition and
 
achievement oriented "Democracy". I say "three fronts", because three great
 
areas of the world are challenging the validity of a political and social system

which makes the rich richer, and the poor increasingly marginal to that system.
 

In Asia, the U.S. is threatened by an established power--China. The U.S.
 
pposes China with three weapons: The tiny Asian elites who could not have it
 
any better than in an alliance with the United States, a huge war machine to
 
stop the Chinese from "taking over" as it is usually put in this country, and,
 
forcible re-education of the so-called "pacified" peoples. Another front is in
 
the U.S. itself: The efforts to check the unwillingness of the black community

to wait for graceful integration into the system.
 

And finally, in Latin America the Alliance for Progress has been quite

successful in increasing the number of people who could not be better off-
meaning the tiny, middle-class elites--and has created ideal conditions for
 
military dictatorships. The dictators were formerly at the service of the plan
tation owners, but now they protect the new industrial complexes. And you came
 
to help the underdog accept his destiny within this process.
 

All you will do in a Mexican village is create disorder. At best, you can 
try to convince Mexican girls that they should marry a young man who is self
made, rich, a consumer, and as disrespectful of tradition as one of you. At 
worst, in your "community development" spirit you might create just enough prob
lems to get someone shot after your vacation ends and you rush back to your mid
dle-class neighborhoods where your friends make jokes about "spice" and
"wetbacks".
 

Suppose you went to a U.S. ghetto this summer and tried to help the poor

there "help themselves". *Very soon you would be either spit upon or laughed at.
 
People offended by your pretentiousness would hit or spit. People who under
stand that your own bad consciences push you to this gesture would laugh con
descendingly. Soon you would be made aware of your irrelevance among the poor,
of your status as middle-class college students on a summer assignment. You 
would be roundly rejected, no matter... 

If you have any sense of responsibility at all, stary with your riots here
 
at home. Work for the coming elections. McCarthy might lose, but certainly by

campaigning for him you will know what you are doing, why you are doing it, and
 
how to communicate with those to whom you speak. And you will know when you

fail. If you insist on working with the poor if this is your vocation, then at
 
least work among the poor who can tell you to go to hell. It is incredibly

unfair for you to impose yourselves on a village where you are so linguistically

deaf and dumb that you don't even understand what you are doing, or what people

think of you. And it is profoundly damaging to yourselves when you define
 
something that you want to do as "good", a "sacrifice", and "help".
 

I am here to suggest that you voluntarily renounce exercising the power
 
being an American gives you. I am here to entreat you to freely, consciously,

and humbly give up the legal right you have to impose your benevolence on
 
Mexico. I am here to challenge you to recognize your inability, your helpless
ness, and your incapacity to do the."good" which you intended to do.
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I anm here to entreat you to use your~mney, your status, and your education
to travel in Latin America. Come to look, come to climb our mountains, to enjoyour flowers. Come to study. But do not con to help. 

Speech given by -IvanIllich: at,Cerdeavca, 'Mexico, April',20 i -968.: 



HADOUT VI - I -

COMMUNICATION SKILL: 

Self Rating Form
 

Please indicate where you rate your own abilities ag of now b

.circling one of the numbers on the rating scales belw 
 (Note

See 	#1 for rating scale identification.)
 

1. 	Ability to listen.
 

.1 2 3 	 5 7
4 	 6 8 9
weak fair moderately quite ver
 
strong strong 
 stro
 

2. 	Ability to paraphrase accurately.
 

1 2 3 
 4 5 6 7 8 9
 

3. 	Ability to express feelings.
 

1 2 3 4 
 5 6 	 8
7 	 9
 

4. 	Ability to give non-judgmental feedback.
 

1 .2 3 4 5. 6 7 8 
5. 	Ability to identify and relate to other's feelings.
 

1 2 3 
 4 5 6 7-.. 8 9
 

6. 	Ability to give specific rather than general feedback,
 

1 2 
 3 4 5 6 7 8 9
 

7. 	Ability to communicate non-verbally.
 

1 2 3 4 5 6 7 8 9 

8. 	Ability to communicate trust. 

1 2 3 4 5 6 7 8 9 

9. 	Ability to clarify.
 

1 2 3 4 5 6 7 8 9 
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THE DECISION-MAKING PROCESS
 

We all live and work in groups and undoubtably have experienced difficulty

in arriving at group decisions. Some groups tend to break down when confronted
 
with a decision for which a consensus is required. Other get bogged down in the
 
interminable discussion of minor points or irrelevant side issues. 
Still others
 
seek escape from their anxiety in Robert's Rules of Order, voting, or calling
 
upon the "chairman" to establish control.
 

Dr. Kenneth Beene (1960) has analyzed the prevalent reasons for the diffi
culty groups have in.making decisions and has identified the following six
 
blocks to decision making in groups.
 

1. Conflicting Perception of the Situation
 

If group members view the problem at hand in different ways, communica
tion can be impeded, resulting in a breakdown of the group.
 

2. Fear of Consequences
 

The possible outcomes of an impending decision can overwhelm a group.

Outside pressures on individuals or on the entire group may exert a
 
paralyzing effect on its ability to come to a decision.
 

3. Conflicting Loyaltier
 

Every group member belongs to a number of different groupings other
 
than the one he may presently be engaged in. These multiple member
ships can operate as hidden agendas or conflicting pressures within the
 
decision-making group.
 

4. Interpersonal Conflict
 

Personal differences or personality clashes can provoke defensiveness,
 
antipathy, and biased discussion, preventing a sound, fair decision
 
from being made.
 

5. Methodological Rigidty
 

Many groups are so frozen into Robert's Rules of Order or similar rigid
 
methods for decision making that they are prevented from inventing or
 
using other methods when the nature of the decision calls for one
 
(e.g., consensus).
 

6. Inadequate Leadership
 

When the entire group does not share the leadership functions and
 
relies too heavily on a designated leader (who may or may not be
 
sufficiently skilled), then no group decision can be made and the
 
commitment and responsibility for ary decision is lessened.
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TYPES OF DECISIONS
 

The following types of decision making are familiar to all of us:
 

1. 	Flops
 

A decision suggested by an individual to which there is no response 
(e.go, "I suggest we shelve this question." ...... silence). 

2. 	Self-authorization
 

A decision made by an individual who assumes authority (e.g., "I think
 
we should all write our ideas on the blackboard. "-and preceeds to be
 
the first to do so).
 

3. 	The Handclasp
 

A decision made by two or more members of the group who join forces or
 
decide the issue in advance (e.g., "That was a helpful comment, John.
 
Yes, that's the course we're going to take.")
 

4. 	Baiting
 

A decision made by pressure not to disagree (e.g., "No one objects, do
 
they?), or a decision made by pressure to agree (e.g.,. "We all agree,
 
don't we?)
 

5. 	Majority Rule
 

A decision made by some form of voting.
 

6. 	Unanimity
 

A,decision made by overt and unanimous consent, often without
 
discussion.
 

7. 	Polling
 

A decision made by a form of voting which inquires, .".Let's see where
 
everyone stands."--and then proceeds to -tabulate the already expressed
 
majority decision.
 

8. 	Consensus
 

A decision made after allowing all aspects of the issue, both positive
 
and negative, to be put forth to the degree that everyone necessarily
 
unanimity, but it constitutes a basic agreement by all group members.
 

From Ingall's.A Trainer's Guide to Andragogy, pp. 141-142
 



OBSERVATION.SHEET FOR DECISON MAKING' 

DIRETLTIONS: Using Handout VII :-2 - C as a-guide record Blocks and Facilitating roles as you
observe them.
 

Phases 


1. 	 DEFINE THE PROBLEM 


2.-	 DEVELOP ALTERNATIVE 

SOLUTIONS 


3. 	TEST ALTERNATIVES 


4. 	DECIDE 


5. 	 TEST FOR RESPON-

SIBILITY, LOYALTY, 

CONSENSUS 


6. 	 FIRM THE DECISION 


Addgit onaL Steps,,,"..
 
if ReZevant:

7. 	DEVELOP A PLAN 


OF ACTION-0
 5. 	ASSESS RESULTS -

EVALUATE 

Processes Blocks I.....llt.ntin .g a-

Clarifying the Focus; -
Recognizing Limitations., 

Getting Ideas; Building
Models; Listing Resour
ces; Checking Needs, 
Interests and Values of 
G r oup Members .... 
Examining Alternatives 

_ .. .. ... . ..__ _ _ _ _ _ _ _ _ _ 

with Respect to Data, 
Past Experience with the 
Problem at hand and the 
Attitudes of Group
Members. 
Choosing one of the 
Alternatives. 
Linking the above Group
Decision with Individual 
Interests, Needs and 
Values. . % - o -- - " -
Reaching Group Consen3us 
with Individual Commitment,
Allowing Holdouts more time 
by regarding decision as 
tentative until their 
issues are resolved. 

Distribute Roles; Make 
Provisions for Execution; 

. . 
W- O 

Allow for the Replanning 
of the Decision in Light
of its Effects; 

f 

Needs at this Point. 

From Ingall's A Traine's Guide to
 



(D) A GIFP DiECISION MAXIJN3 NME 

Phases 


1. 	DEFINE THE PROBLEM 


2. 	DEVLOP ALTERNATIVE 

SOLUTIONS 


M 


.3. TEST ALTERNATIVES 

i4. 	DECIDE 


9d 

-
Q 5. 	TEST FOR RESPON- 

SIBILITY, LOYALTY, 
CONSENSUS 


6. FIRM THE DECISION 


Processes 


Clarifying; Data 

Gathering; Recognizing

Limitations. 


Getting Ideas; 

Building Models; 

Listing 	Resources;
 
Checking Needs,

Interests and Values
 
of Group Members.
 

Examining Altelnatives 
with Respect to Data, 

Past.Experience with 

the 	Problem at Hand 

and 	the Attitudes of 

Group Members.
 

Choosing one of the 

Alternatives. 


Linking 	the above 

Group Decision with 

Individual Interests, 

Needs and Values.
 

Reaching Group Con-

sensus with Indivi-

dual Commitment.
 
Allowing Holdouts 

more time by regard
ing 	decision as ten
tative until their 


Blocks 


Over-generality; 

Conflicting Perceptions;

-Unrealistic Tasks.
 

Lack of 	Data; 

Vested Interests.
 

Premature Deciding; 
Vagueness of Criteria; 

Conflicting Loyalties; 

Pressure of Time or
 
Faction.
 

Fear of Consequences; 

Methodological Rigidity. 


Non-participation; 

Ram-rodding. 


Non-participation; 

Ram-rodding. 


FacilitatingRoles 


Elaborator; Clarifier; 

Data Gatherer. 


Initiator; Gatekeeper. 


Reality-tester; 
Evaluator. 


Compromiser; 

Summarizer
 

Gatekeeper.; Group 

Implemenfition of
 
Maintenance Functions. 


Summarizer; Organizer. 


Methods
 

Problem Census,, Buzz
 
Groups.
 

Brainstorming.
 

Role Play; Case or. 
Critical Incident Methods;
 
Fantasy; Comparing Extremes
 

Vote, Consensus, t
 

Seeking 	Consensus.
 

'
 

0. 
Recording Firm Statement
 
of Decision. ..
 

H 

from: "A Trainer'-Guide to Andragogyw rev. by Jchn Ingall's, 1973u p. 145
 

I 

I 



OBSERVATION.SHEET FOR DECISON MAKING
 
DIRE~TIONS: Using Handnt UTT 9 -. P a ,.,,Aeb record Blocks and Facilitating roles as you 

observe tlhem.
 

Phases 
 Processes 	 -Blocks'.., 

1. 	 DEFINE THE PROBLEM Clarifying the Focus; 
Recognizing Limitations. 

2. DEVELOP ALTERNATIVE 	 Getting Ideas; Building
SOLUTIONS 	 Models; Listing Resour

ces; Checking Needs,
 
Interests and Values of
 
Group Members. 	 +_ ._. . ..._____-.______

3. 	TEST ALTERNATIVES Examining Alternatives 
with Respect to Data, 
Past Experience with the 
Problem at hand and the
 
Attitudes of Group
 

_ _ _Members. 
4. DECIDE 	 Choosing one of the
 

Alternatives.
 
5. 	 TEST FOR RESPON- Linking the above Group


SIBILITY, LOYALTY, 
 Decision with Individual
 
CONSENSUS Interests, Needs and
 

Values.

6. 	FIRM THE DECISION Reaching Group Consensus..
 

with Individual Commitment,
 
Allowing Holdouts more time
 
by regarding decision as
 
tentatIve until their
 
issues are resolved. 
 .__-_,__

AdditionaL Steps,
if Relevant: 	 Distribute Roles; Make .
 
7. DEVELOP.A.PLAN 	 Provisions for Execution;
OF ACTION 

B. 
 ASSESS RESULTS - Allow for the Replanning.. 0 

EVALUATE of the Decision in Light 
of its Effects; 
Needs at this Point. I 

From Ingall's ATiaei Guide Jto Adrcwoy 



(D) 	 A GJMJ M=ISON MAXIWf 

Phases 

1. 	DEFINE THE PROBLEM 


2. 	DEVELOP ALTERNATIVE 

SOLUTIONS 


.3. TEST ALTERNATIVES 

F
4. DECIDE 


94 

0 	 5. TEST FOR RESPON-

SIBILITY, LOYALTY, 

CONSENSUS 


Z 

2 6. 	FIRM THE DECISION 

0 


M!E 

Processes 


Clarifying; Data 

Gathering; Recognizing 

Limitations. 


Getting Ideas; 

Building Models; 

Listing Resources;
 
Checking Needs,
 
Interests and Values
 
of Group Members.
 

Examining Alteirnatives 
with Respect to Data, 

Past.Experience with 

the Problem at Hand 

and the.Attitudes of 

Group Members.
 

Choosing one of the 

Alternatives. 


Linking 	the above 

Group Decision with 

Individual Interests, 

Needs and Values.
 

M 

Reaching Group Con-

sensus 	with Indivi-

dual Commitment.
 
Allowing Holdouts
 
more time by regard-
Ing 	decision as ten
tative 	until their
 
issues 	are resolved.
 

Blocks 


Over-generality; 

Conflicting Perceptions; 

-Unrealistic Tasks.
 

Lack of 	Data; 

Vested 	Interests.
 

Premature Deciding; 
Vagueness of Criteria; 

Conflicting Loyalties; 

Pressure of Time or
 
Faction.
 

Fear of Consequences; 

Methodological Rigidity. 


Non-participation; 

Ram-rodding. 


Non-participation;

Ram-rodding. 


Facilitating Roles 


Elaborator;"Clarifier; 

Data Gatherer. 


Initiator; Gatekeeper. 


Reality-tester; 
Evaluator. 


Compromiser; 

Summarizer
 

Gatekeeper. Group 

Implementation of
 
Maintenance Functions. 

Summarizer; Organizer. 


Methods
 

Problem Census, Buzz
 
Groups.
 

Brainstorming.
 

Role Play; Case or. 
Critical Incident'Methods;.-

Fantasy; Comparing Extremes.
 

Vote, Consensusi-tc,
 

Seeking 	Consensus.
 

. 0 
Recording Firm Statement
 
of Decision.
 

from: A Trainer's Guide to Andragoqyu, rev. by JcbnIngall's, 1973, p. 145
 



HANDOUT VII - 3 - A
 

PERSONAL INTEREST
 

The motivation and responsibility of farmers and villagers are not things
 
which we can presume to initiate or create from nothing. If motivation is the
 
eagerness to do something and responsibility is the degree to which eagerness is
 
translated into acts, then farmers are very motivated and responsible. Personal
 
interest, or what a farmer wants, is the basis for both a farmer's eagerness to
 
act and his actions. Farmers often seem totally unmotivated and ii'responsible
 
to us, but it is our own personal interest, what we want them to do which
 
creates this impression. A farmer who seems to be strong, intelligent, finan
cially secure, and aware enough to be a very successful farmer may decide not to
 
join our program. In the face of repeated reason, entreaties, and evidence
 
offered by the frustrated extension agent, the farmer's personal interest will
 
remain intact and he or she may remain implacably against joining the work.
 
What seems to be irresponsibility, laziness, and irrationality is really a
 
reflection of a farmer's personal concerns, and should be acknowledged as such.
 
If we are to "facilitate" a farmer's work, his or her personal interest must be
 
uppermost in our minds. If we wish to see a farmer work in a new way or on a
 
new problem, we must work to fashion these new ideas in the image and likeness
 
of his/her personal interest. We must never presume to know better than a
 
farmer what is most important to him or her. So, what are some keys to a
 
farmer's personal-interest?
 

Security - Food for work, loans, and other means of reducing the risk
 
involved in trying something new are good motivators. They must
 
be used carefully so farmers are not made dependent on them.
 
However, the removal of food or loan money can also motivate
 
farmers.
 

Recognition - Prestige, "good name", and pride in their work are powerful 
motivators of farmers. Farmers run demonstrations and field 
days and receive praise publicly for work well done and testi
monials at meetings. These all establish prestige and pride.
The use of public criticism, while delicate and hard to do with
out giving offense, motivates farmers as a rather effective 
disincentive at times. 

Affection - Peer pressure, resulting from a need to be accepted and to enjoy 
the companionship of others can be used as an effective
 
motivator in much the same way as recognition.
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TRANSFERRING RESPONSIBILITY
 

When an extension agent sets out to improve agriculture in a community
he/she is interested in ideas actively accepted and hence he/she accepts all the
responsibility for their acceptance. 
Once the farmers or community recognize it
 
as in their personal interest, then it is time to transfer the responsibility to

the farmers themselves for introducing the new ideas and making them work.
 

Making a farmer's work his/her own. Since the extension agent must teach
each aspect of improved agricultural practices, he/she must demonstrate each
 
activity or have someone do it with or for the farmer the first time. 
 It is
important to transfer the responsibility for accepting and using new practices

by "handing over" a farmer's work to him as 
soon as possible and as many times
 
as necessary. 
Adherence to the principle of self-help responsibility

transferring go far.
 

Creating a limited and clear role. A terribly counter-productive fallacy

under which farmers, villagers, and some development workers labor is that
extension is the act of doing something for a client and not with him/her. 
From

the very beginning the role must be reiterated many times. I-ts essential that
in everything the extension agent does to "facilitate" work going on in a
village, a native counterpart must participate and the how and why of what is
done must be explained to the farmers. The extension agents' role should run a
standard course: 
 it should expan as farmers' interest in specific extension

services grow initially, then it should slowly contract as farmers' responsibil
ity and self motivation grow, until the role virtually dries up as 
farmers
approach self-sufficiency and self-reliance with regard to those specific ser
vices. Being an extension agent involves attaining complete empathy with farm
ers, but it does not include doing all of a farmer s work. 
The extension worker
teaches and transfers responsibility to farmers who are initially and repeatedly
made aware of what they must do and what responsibilities they have in the new

work they espouse.
 

Why Do It? One way of helping a community to solve its own problem is to
 
create indigenous problem solvers. 
 These people not only operate as a resource
to be called upon by villagers, but also serve as role models. 
 In addition they
insure that organizations created to solve group problems are maintained.
 

Identifying and Training Leaders. 
Part of the analysis which an extension
 
organizer makes of the community involves the identification of local leaders.
Leaders are of two types, formal and informal. Formal leaders like Presidents,

alphas, chiefs, generals are complemented by reople like the weathly, those who
speak well, those who do something well (master farmers), who are informal
 
leaders of people.
 

Obviously a technically skilled farmer who just wants to be left alone will
 
not be a good leader, nor will a bright 13 year old, or an important man who has
 
no interest in the work.
 

Leaders are people who have followers. During contacts with the village

people the extension organizer identifies the people who have followers. As
 part of the process of "testing" people, defining an issue, and determining who
 
are interested in those issues, the extension agent "tests" leaders to ascertain
 
their skills and their personal interests. In the case of leaders who express
 

'I 
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interest, the extension agent asks them to help as leaders of people working onertinent issues. The organizer-agent can develop the skills of these leaders 
y giving them more and more responsibility for the work people have undertaken.

It is advisable to maintain a group of leaders initially, loosely organized sothe best and most interested leaders can eventually find their way to the top.By an increasingly demanding and insistent transfer of responsibility for the
work from the organizer to these local leaders, the agent helps develop the

local leadership and--coincidentially--the organization of the people who work.Training leaders is the key to the extension agent eventually "working him/herself out of a job". It is an on-going, very, very long process, however, that 
must begin immediately after the agent arrives in a village.
 

From: Extension writings of Michael Gibbons.
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PROBLEM-SOLVING
 

What Is It? Problem-solving is a process for getting things done. It is 
a
method we can use to approach large tasks and find the "best" way to do them.
 

Why Do It? Often tasks seem too complicated, unenjoyable, tedious, or
hard-to-ao tasking a farmer to change how he farms; trying to get seed rice;
making an ag. program more sensitive to family life; etc.) Problems may be

attacked in a haphazard way or simply as they arise. Alternative ways of doing
things are often not investigated. By developing a systematic approach to doing
things/ solving problems, we make our work more manageable and more efficient.
 
Hopefully, we also meet with more success.
 

How To Do It? 
 First analyze the problem (look at its component parts.
Determine who is to do the work. 
Find out his/her/its talents, abilities,

physical shortcomings and attributes. 
 List all available resources). Remember
 
to use skills of community and personal analysis.
 

Next, break the problem down into a series of easily attainable tasks (TASK
FORMULATION). Match individuals with tasks based on assessment of their partic
ular skills and motivations (MOTIVATING). Write a plan of how to do each task,
in what order, using what resources (PLANNING). Follow each plan, step-by-step,

encouraging the people through each task (IMPLEMENTATION). Note success or
failure in terms of the plan and adjust as 
you go. Finally, after completion,

look again at the plan to 
see its good points and shortcomings (EVALUATION), and

adopt those things which worked best for use in future problem-solving.
 

TASK FORMULATION
 

What Is It? Task Formulation is a method of turning problems into a seriesof short term goals called tasks which result in solutions to problems (e.g., adeveloped swamp is a big thing arrived at through a series of small steps).

Tasks are goals which are immediate, specific, and realizable. For organizing

purposes, tasks should also helptO uniIy people into a group.
 

1. immediate - something which can be addressed right now!
 

2. specific - something you can (almost literally) put your finger on.
 

3. realizable - within the capabilities of a normal person to fix.
 

4. unifying - something which will bring people together.
 

For example, developing swamps or controlling the water year-round on one's rice
 swamp are not "tasks" which a farmer can deal with by himself within a reason
ably encouragihg amount of time. But developing a swamp can be broken down into
the thousand little steps which it takes to do so--all of which become little
"tasks". 
When an extension agent helps a number of farmers acknowledge these
 steps as things they want to do, as issues important to them, these farmers are

being "organized" to develop a swamp.
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Why Do It? Farmers (and volunteers) are often faced with seemingly impos
sible tasks Remember your income tax form?) Only by breaking down a problem 
into a series of attainable goals, that are perceived as such, can the problem 
be attacked. Thus, the solution becomes some things that a farmer can reach 
himself. This builds self-reliance and at the same time solves problems very 
well. 

When organizing, often the tasks can be structured to unify the group you 
are working with. While solving a large group problem, it helps to make the 
group united for future efforts. 

How To Do It. By dialoguing with farmers and consciously describing the
 
process over and over as it goes on, we can take them through the experience of
 
solving problems by viewing them as a series of small tasks. Reaffirming their
 
success and making them reflect on how it came about will help them to learn the 
process. 

A second way of teaching farmers is to demonstrate how we go about doing 
our own work. Developing a swamp or other demonstration through a series of 
steps, and asking the farmer to note and reflect on the process teaches task 
formulation.
 



Handout VII - 4 - B
 

Patty Peace Corps
 

Patty Peace Corps is contacted by 6 farmers who want to start a duck project.

They have some money, but must have it back in 5 months to buy seeds. Patty

Peace Corps agrees to plan the project, after she checks to see if it would be
 
workable.
 

Develop a planning chart which includes all tasks, who will perform them, the
 
time each has to be completed, and contingencies. Include in the plan turning

the mlanagement of the project over to one of the farmers. Is this project
 
possible?
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SITUATION
 

.You 	are a volunteer assigned to a small village in a rural area. Your village
 
has a number of neighboring villages within an hour or two walking distance. You
 
have 	been in your site now for four months assigned to work in the project area
 
for which you are now being trained (e.g., education, health extension, food pro
duction, etc.). You think you have been well received by your village and have
 
established good relations with village leaders and counterpart workers in your
 
project area.
 

In fact, your reputation has spread to neighboring villages as the "foreigner who 
can get things done." You are asked to come and meet with the village elders of 
a neighboring village who want your assistance. You meet with the elders, and. 
after appropriate ceremonies they begin to tell you.of their problems and needs. 
In the course of this visit and several subsequent visits you find out the fol
lowing: 

0 	 The village is very poor
 

9 	 People survive from making charcoal and selling it for income
 

a 	 Subsistarce gardening supplements the food supply
 

a 	 There are about 500 people in the village
 

* 	 There are health problems caused by poor nutrition, lack of clean water
 
for drinking and hygiene
 

0 	 There is enough land to grow more food and even produce commercial
 
crops but'water would need to be developed from wells or brought in by
 
canal and pumping from a river 10 kilometers away
 

* 	 Hany people have transistor radios.
 

* 	 The community says they want to build a school so that the ministry of
 
education will give them a teacher
 

• 	 The community has no history of working together on a project before
 

0 	 The young people are leaving the village and going to the cities. Few
 
come back, some send a little money-to-help their families
 

* 	 Chickens in the village are rather expensive, and tough unless cooked a
 

long 	time.
 

* 	 About 50 percent of the village is fifteen years or below in age
 

* 	 Thererare a few animals, goats, pigs, and chickens which forage for
 
food They are used occasionally for food.
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" There are no roads going to the village which can be used by vehicles. 
Mules are used to carry goods in and out, or people carry goods on 
their heads. 

" You have met enough people in the village to know who the leaders are 
and you know about twenty or.so of the children.
 

The elders have requested your assistance. They wish to have greater opportunity

for income producing activities in the village. More specifically, they have
 
keard the Americans have developed a simple process for developing charcoal
 
Paster and more cheaply than they are able to. They ask if you will teach them
 
the process, and what other ways can you be useful in producing income for the
 
village.
 

What's the problem? What strategies could be used to solve it?
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CASE STUDY OF A HEAD BUND 

A PCV extension agent has made plans with a farmer to help him build asluice gate on the head bund in his swamp. He has told several other farmers tomeet him there so that he can demonstrate the method of construction.previous week he visited the farmer in the swamp 
The 

and saw that the work on thehead bund was progressing well. The farmer's two sons and younger brother were
all helping the farmer build the head bund and it looked like the work would becompleted on time to do 
the sluice gate as planned. The volunteer arranged for
the truck to bring the cement, reinforcing rods, and boards out to the swamp the
day before the work is to begin. 
While in town arranging for the transport he
meets his host country supervisor and tells him of his work. 
His supervisor
tells him that he would like to come up to 
see the demonstration.
 

The day before the work is to be done, the volunteer arrives at the swamp
to find the farmer working alone on the still uncompleted head bund. The
farmer's sons and brother had to go 
to town and have not been able to help him
finish the work as planned. The volunteer is furious because he has gotteneverything ready to demonstrate sluice gate construction to five farmers and hisMinistry supervisor and 
now the work will have to be delayed until the head bundis completed. The farmer apologizes to the volunteer for not having the work
completed but points out that if his 
sons were there the three of them could 
have compieted the work as planned.
 

The volunteer is willing to help the farmer finish the head bund that dayby working with him, but is afraid that other farmers will hear about it andexpect him to do manual labor with them as well. He does not want to get the
reputation as someone who does work for farmers.
 

Oe 
ev 
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MANAGEMENT
 

Getting oriented to time is very important (1) because agriculture is

cyclical and (2) because volunteers work within a two year frame. Many of these
activities occur'simultaneously and repeatedly. If a volunteer finds receptive
farmers and becomes successful, some of these activities will occur regularly.
 

The greater the scale of work which forms itself around a volunteer, the
greater the need for more formal program planning. What follows is a simple 
program planning guide. 

Recall that planning and evaluation should occur by discussion with 
farmer-clients. 

How 

Program Planning
 

The purpose of program planning is to ensure that the community and the
extension agent have a set of well defined goals to work toward. Without thesegoals the extension agent will not know what to teach or have any means to 
measure progress, and the people will not understand what the extension agent is

trying to accomplish. 
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Aompete Progranis: made' -up of hreedisinc ln each with its owm 
purpose.
 

1. 	 Eftension ,Prorn A policy statmnt,with a list.of 
projects and why they should be 

2. 	 ri-an or worx: States how each project is to be 
irplemented. 

3. Calendar of Work: 	 States when the steps of each 

project is t be done,. 

1. 	 The Extension.Togram. 

A. hat, is it? 

1. 	 A joint plan prepared to meet the felt needs of the people
by.the people and the 

* 

- ensure the people feel they are 
extension agent: working for themselves 

- tD stay within bounds of estimated 
available resources 

2. 	 Contains a list of - people will only work on projects
projects the people they want the extension agent may
want 	to do:" need to stimulate the people to de

sire sane beneficial projects 

3. Describes each project's - nuke use of the survey determine 
situation: 	 -Ie need for each project 

4. Lists each project's -to keep-each problem in mind so 
problems: a proper solution can be foud 

5. 	 Suggests the best - solution lies within the people's
solution for each means 
project: -meets their needs 

6. Lists the specifics - during what period of the progi
that will be taught used to evaluate progress
to the people: - helps define what the extension 

agent must do (teach) 

B. 	 Why is it needed? 

1. 	 Provides a concise - local leaders, people, and otnsion 
statement of all -facts: worker know what has been agreed upon 

- states what has to be done 

@2. Places priority 	 - the most needed projects get =osut
 
on projects: attention 

- ne projects will be integret1d into 

this list 
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3. 	 Ensures: ontiuit: -. PC chnges in extension personal 
-keeps progress continuing by having
a number of on-golin projects so 
work and enthusiasm does not faulter 
in-bebw iYxdVidual projects 

4. Trains local leaders: -	 have local leaders discover theproblems 
- find the solutions 
- take responibility to. carry out 

the projects 

Aoids *wte of mti' - fewer minunderstandings 1.
and Iey: 	 - identifies materials needed and dm. 

6. 	 Justifiesq ture: - Government and agencies will only 
give money if 
a) there is a detailed plan
b) the plan states benefits that will 

be received 
c) they are convinced the people are 

capable of carrying out the plan 

C. 	 How should it be planned? 

BY the extensifnt agent - the people must feel it is their plan
and the people (local 
leaders) working to
gether: 

2. 	 By knowing the people's - use a survey
living conditions and how improve the conditions the, pepple .want
they can be improved: inproved 

3;. Hold a public meeting to: - the extension program beonmes Ute reoples 
program

a) 	decide projects to - each person knows what is t be do 
be wrked on and - eaCh personkncU iswatheis toj do
their priotity 

b) 	decide which local
 
leaders to be responsi
ble for each project
 

c) 	 consider project pro
belms and decide on the.bes't
 
solutions
 

d) 	 make a rough time
 
table
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-.2 	 The P~lan of Wbrk. 

-start;X PrOJeatS 43azx immediate 	 with the top priority project
•goal.s: 	 f=au the extension program 

- state the goals to be ompleted for 
eadi project during the tim wered 
by the plan of woZk 

B. 	 Identify the necesbay- what has to be taught 
teaching steps for each - to Whom should it be taught 
project: 

C. What teaching methods -for each lesson of every step which is 
•are 	to be used? best?
 

a) individual visits 
b) small goup meetings 
c) demonstrations 
d) large me~etings 

D. 	 Time table: a monthly schedule of Ahen thiras 
should be done 

E. uEquipment ar. materials -	 lists exactly what is needed 
needed: 	 -whenit is needed 

- how it will be provided 

'F. 	 People's Leader's, - who is responsible for all work 
and extension agent's - who will provide materials 
responsibilities: - what is expected of individuals, 

leaders, Od extension agent 

3. 	The Calender of Work 

1. 	What is to be done? 
2. 	 Who will do it? 
3. 	 Where is it to be done? 
4. 	 A weekly schedule of - to ensure everyone is prepared to work 

activities: asscheduled 
-to 	 ensure materials are prepared.An 
advance 
to keep everything clear in peoles mid 

,2.Program Evaluations 
A. 	 What were the immediate - taken directly from the extension program 

goals?
B. 	 How far were these goals - how many people adopted the nw ideas 

achieved? or at least learned then? 
C. What goals remain to be -.	 was construction completed?

achieved? 	 -r mfer.%to goals in existI..extention: 
program 
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D. Did the people vnderstand- before people adopt anthizg the
appreciate the purpose mst see the benedit 
of these goals? 

E. What changes occured 	 - new cultral practices
in 	 the people - awareness of probles 

greatet ability tD solve their 
ow prblems 

F. What teaching methods 	 - identify useful visual aids or 
prove most effective? 	 demonstrations 

G. Identify changes in 	 - need for a new extension gr
sitpation or new or plan or uork 
problems

H. Have local leaders been - do they understad the extension 
trained? 	 process?
 

- able to teach others 
- able to organize people better 
- 6xerstac how to nenage projectE 
- willingmss to take on respomsi

bility 

Ey answeing these questions every, six zmoths or so, an 3Agricaltural Extensior%rker can plan and evaluate extension activity be or she is udertakng. 

Logistical Second-Guessing
 

Most people have their own ways of organizing logistical details. It ismost important to use research information, knowledge of how organizations work,and local contacts to ascertain how difficult a logistical set of goals may be
to obtain. We speak in terms of difficulties because infrastructure and support
systems are new and in transition in 	 the Third World. For example,
arranging for transport, one considers not only how often 

when 
does that truck come

by usually, but also, does the driver have a spare, how many lug-nuts hold oneach tire, how old is the truck, how is the little log bridge down the road, is
petrol going to be available, will the rain couse a road wash-out, etc. Each
 
detail must be planned, checked, verified, and backed-up with alternatives. In

the context of this unexaggerated example the wisdom of familiarity with local
 
resources becomes apparent. One cannot take anything for granted, must plan farin advance, and must persistently check details until D-day. Working with local 
experts is invaluable. By trading information about what's needed for insight
into local means during discussions, you may be able to keep logistical
insufficiencies to a minimum. 

From Michael Gibbons, Agricultural Extension Manual, 1982 draft version for

I.C.E., Peace Corps, Washington, D..
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LIST OF SOURCES AND TPE OF INFORATION TO TH D
 

A. SOURCES. OFINFORMATION

.4Your own training resourcea
 

.Other trainers' resources
 

.PCV's In-Country
 

#RPCV's from the country and from the program trainees will
 
work in.
 

.Local farms, development projects, Peace Corps Projects.
 

.Training Site/Village - Local leaders, people who have
 
Worked with Peace Corps and training beforei,' Live-In
 
Families, Ilead farmers, Leaders of Cooperatives.
 

.Local Extension Service - Agents' Counterparts, Research 
Stations. 

.Host Country Ministries of Agriculture, Rural Development,

Women's Affairs, Cooperative, Extension Training Officers
 

.Peace Corps Regional Offices, Capital City Office - Staff,

APCD/Ag & RD, Training Offices, files.
 

.Regional Training Resource Offices, e.g. RTRD in.Lome, Togo.
 

.Peace Corps Washington - Country Desk Officers, Office of

Programming & Development specialists (e.g. Franklin Moore

and Calvina Dupre, Agriculture Specialists), Information

and Collection Exchange Bibliographic and available publica
tions, Regional Training officers.
 

.CAST/CREST/Staging reports, State-Side Training reports.
 

D. TYPES OF INFORMATION TO BE GATHERED
 

.Extension and Cross Cultural Training Resources
 

Lists of Skill Groupa,:.se'ssion titles, handout titles, list
 

'Schedules
 

.Session plans
 

.Handouts
 

.Training overviewi
 

.Site descriptions'
 

.Program descriptions,,overviews, reports,
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.Experiences in the Host countries and program to write up 
country program specific case studies.
 

.Types of local crops and UiestOck, cropping and -farming 
systems. 

.Histories of local cooperatives, community organizations,
 
local politics, cultural groups.
 

sLive-In Families
 

'Marriages, Feasts, Anniversaries, National Holidays,
 
Religious Holidays to occur during Training.
 

.Extension Workers to be visited in Extension Worker Visit
 
Session. 

.Training reports from previous programs 

.Training Manuals - this one, and Core Curriculum Training 

Resources 

.Training Contract Statement of Work (S.O.W.) 

.Trainee Assignment Criteria (TAC) sheets 

.Information on trainees 

.Pre-training Questionnaires (PTQ's) for skills and prior 
experiences the trainees are bringing to the program, and 
their expectations. 

.Maps
 

•Posters
 

.Arts and crafts
 

.Husic, cassettes 

. Poetry 

.Slides, films, pictures
 

.Host country clothing
 

,.Host country magazines, newspapers, books
 

.Peace Corps Country Handbook
 

.Peace Corps Volunteer Newsletters
 

.Peace Corps Health and Hedical Guides & Handbooks
 

.Cross Cultural Books, guides
 

oPeace Corps Country Cookbooks
 

eTraining reports, recommendations, schedules from CREST,
 
CAST, Staging, and previous State-Side Trainingi'. 
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LIST 0 OURCSTO BE PROCURED 

A. Supplies 

.Notebooks
 

.Pens
 

.Blackboards, flipcharts, or newsprint
 

.Chalk or magic :mrkers
 

.A sink or basin
 

.Household bleach
 

.Baking soda
 

.0.2% tincture of iodine
 

.Toothbrush
 

.PC Medical Kit
 

.A bucket
 

.Fruit & Vegetables
 

.Bottles of HCN beer
 

*Can of important imported American beer
 

.Bowling bag
 

..Aaerican clothing - baseball caP, etc. 

'.Prizes for Personal Interest game 

,Clay,.wood chips, bamboo, thatch,' jars, cans, tin, branches,

and other materials for scale models 

,16 mm film projector 

,Slide projector
 

.An extra reel, e.g., for the Health Session #1.
 

.Sources of electricity
 

*Kola nut supplies (in Africa) for those late nights
 

*Country specific information such as music, tapes, or
 
records, arts & crafts, poetry, clothes, maps, travel
 posters, slides, pictures, newspaper articles, magazine

articles.
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0Supplies for a traditional sendoff, aeg., gin for a 

libation. 

.Tape players (cassette)
 

.Cassettes, tapes of HCN music
 

.Honorariums for speakers
 

•Resumes, 	 Descriptions of Service, 171's, and other descrip
tions of overseas work by trainers. 

.Transport vehicles (for Live-In, Extension Worker Visit, 
etc.) 

,Drivers
 

,Sources of fuels & spare parts1 vehicle repair +resources 

B., Resources To Be Distributed To Each Trainee 

The following books should be ordered to be on hand' when the trainees, 
arrive*, 

.Agriculture Extension Manual, Mike Gibbons, soon to be available
 
from uisE, Peace Corps, 36 Connecticut Ave., N.W., Washington, 
D.C. 20525
 

-Appropriate Technologies For Development; Information Collection
 
& Exchange Publications, Handout II - 8 - A. Get the most recent
 
revlsiqn or this 9 page pamphlet from ICE, Peace Corps,

806 Connecticut Ave., N.W., Washington, D.C. 20525
 

.Where There Is No Doctor: A Village Health Care Handbook,
 
David Werner, The Hesperian Foundation, P.O. Box 1692, Palo Alto,

California 94302, slightly revised edition, 1981
 

.Helping Health Workers Learn: A book of methods, aids, and ideas
 
for institutions at the village level, David Werner and Bill Bower,
 
The Hesperian Foundation, P.O. Box 1692, Palo Alto, California
 
94302, 1982. Contains many extension ideas.
 

C. Resources for Reference by Trainers and Trainees
 

The following resources shoulid be ordered from I.C.E. and their publishers
 
to be on hand for refere-ce purposes. A more complete listing of references is
 
enclosed in the "Bibliography of Books, Films, Games, and A Song" in the 
Appendix. 

Core Curriculum Resources Materials were produced by Peace Corps/Washing
ton's office of Programming and Training Coordination, and are available from
 
I.C.E., Peace Corps, 806 Connecticut Ave., N.W., Washington, D.C. 20525
 

.The Role of the Volunteer in Development: A Training Manual,
 
December, 1981
 

•*Cross Cultural Training: For Peace Crops Volunteers, December, 1981
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*Third World Women: Understanding Their Role in Development: A
 
Training Resource Manual, September, 1981 

.In-Service Workshop Model: Development Work, Volunteer Service
 
And Froject Keview, SeptemDer, 1931
 

.Peace Corps Close of Service Workshop: Trainer Guidelines And
 
worKshop materlais, ueveopea Dy no KazaK, September, 191
 

.Basic Health Training Guide (Draft)
 

.Technical Health Training Manual (Draft), Office of Program Development
 
Core Curriculum Technical Resource Materials, 1982
 

Another training manual with valuable and interesting ideas is: 

.A Training Manual in Appropriate Community Technology: An Integrated
 
Approach for Training Development Facilitators, by the Farallones
 
Institute, Rural Center, and CHP International, Inc., in collaboration
 
with The Peace Corps Energy Project/OPTC (Contract #81-042-1012)
 
January, 1982. Available from The Office of Program Development or
 
I.C.E., Peace Corps, 806 Connecticut Ave., N.W., Washington, D.C. 20525
 

Other resources include:
 

.A Trainer's Guide to Andragogy: Its Concepts, Experience, and 
Application, revised edition. John D. Ingalls, 1973, for sale by the 
Superintendent of Documents, US Government Printing Office, Washington, 
D.C. 20402, Stock #017-061-00033-0.
 

.Agricultural Extension: The Training and Visit System, Daniel Benor
 
and James Q. Harrison, May, 1977, World Bank, 1818 H. Street, N.W., 
Washington, D.C. 20433. Sometimes available from I.C.E. in French
 
or English.
 

.Agricultural Extension Training: A Handbook For Trainers, J.D. Fisher,
 
R.A. Wesselmann, USAID, Kenya, 1968, Reprinted April, 1970, Information
 
Resources Division, PDER. May be available from I.C.E.
 

.Agricultural Extension: A Reference Manual, Addison H. Maunder,
 
Author-Editor, Food and Agriculture Organization of The United Nations,
 
Rome, 1972, ISBN 92-5-100588-3, Publications Division, FAD, Via delle
 
Terme di Caracalla, 00100 Rome, ITALY.
 

.U.S. Dept. of State Area Handbook(s) on the Host Country (if available). 
For sale by U.S. Government Printing Office, Washington, D.C. 20402, 
or Foreign Area Studies Director, American University, 5010 Wisconsin 
Ave., N.W., Washington, D.C. 20016. 

.U.S. Dept. of State Background Notes, by the Bureau of Public Affairs,
 
Washington, D.C. 20520 

.Control of Communicable Diseases in Man, Benensen, Abram (ed)
 
Washington, D.C.; The American Public Health Association, 1975.
 
Available from I.C.E.
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.Community, Culture and Care: A Cross-Cultural Guide for Health
 
Workers. Anne Templeton Brownlee, Saint Louis: The C.V. Hosby
 
Company, 1978. Available from I.C.E.
 

.Perspectives on Nonformal Adult Learning. Srinivasan, Lyra.
 
World Education, 1414 Sixth Ave., New York, New York, 10019,
 
1977. Available from I.C.E.
 

.Beyond Experience: The Experiential Approach to Cross-Cultural
 
Education, Bathelder, David and Elizabeth G. Warner, eds., The
 
Experiment Press, Brattleboro, VT, 1977
 

.A Manual of Structured Experiences for Cross-Cultural Learning,
 
William H. Weeks, Paul B. Pedersen, and Richard W. Brislin, eds.,
 
Society for Intercultural Education, Training and Research,
 
Washinton, D.C., 1977
 

.A Handbook of Structured Experiences for Human Relations Training.
 
Pfeiffer, J. W. and J.E. Jones, eds., LaJolla, CA: University
 
Associates Press, 1970
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APPENDIX C 

EXTENSION EVALUATION
 
AGRICULTURE PR-SERVICE TRAINING 

Please answer each question with one or two short paragraphs.
 

QUESTIONSABOUT THE CURRICULUM AND CONCEPTS
 

1. How is Personal Interest used as a tool for ProblemlSolving
 
and Organizing?
 

2. 	What are the steps of Problem Solving?
 

3. 	What barriers might get in the way of successful learning?

4. 	Extension Workers are often strangers in the areas where they
 
work, and the length oftime they spend in a given station is
 
often relatively short. Our work should therefore be designed
 
so that the following conditions are met:
 

a) 	the changes we introduce should not depend
 
upon our presence for survival; and
 

b) 	the people we work with should achieve some
 
level of self-reliance in what they do.
 

How does our working with groups and organizations
 

contibute towards these ends?
 

WORK RELATED QUESTIONS
 

1. 	What is the first thing you will undertake upon reaching,
 
the village where you are placed?
 

2. 	What methods are used in gathering information?
 

3. 	Your Ministry Agricultural Supervisor has been promising to
 
visit your site for some time. A few of the farmers you have
 
been working with are doing well, but in general things are
 
slow. Your Agricultural Supervisor has informed you that he
 
expects to see a lot of progress. What do you arrange for
 
him to do when he comes?
 

4. 	You have just received a shipment of 60 bags of food for work
 
bulgar and 20 cans of salad oil. Your Senior Agricultural
 
Supervisor has informed you that the oil and bulgar is to be
 
used to "help your extension program". That is your only

directive. The next day, your village Supervisor asks for
 
some bulgar and some oil. What do you do?
 

I hope all of you realize that the real test of what you've learned and what you
 
are will be living and working in a small village. Enjoy that experience and
 
that work.
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BIBLIOGRAPHOF BOOKS, FILMS, GANES, AND A SONG
 

Many of the publications listed here are available From I.C.E., Peace
Corps, 806 Connecticut Ave., N.W., Washington, D.C. 20525. A list of their
publications is attached to session plan #8: 
 INDEPENDENT RESEARCH OF ICE
RESOURCES (Skill Group II)in Chapter II,of this volume. 
Refer to that handout as a source of additional resources that could be added to any resource
center, as well as the "Resources for Reference by Trainers and Trainees" in the
"LIST OF TRAINING SUPPLIES AND RESOURCES TO BE PROCURED" in this Appendix.
 
The Bibliographies of Volumes III and IV also list resources 
that could be,.
included in a Resource Center.
 



A. Extension
 

DeVries, "Extension, Training, and Dialogue: A New Approach forTanzania" in Journal of Adult Education, ed., byTraining for
Rural Development, University of Dar es Salaam. 
(Hindout

IV - 2-- B)
 

Handbook for Community Analysis and Integration, Peace Corps,

available from I.C.E.
 

Hoxeng James. 
 Let Jorge Do It. Amherst: University of
Hassachusetts, center for international Education, 1976.
 

Fugelsang, Andres. Applied Communication in Developin

Countries. Uppsala, Sweden: 
 Dag Hammerskjold Foundation,
 

Peace Corps. Visual Aids: A Guide for the Peace Corps

Volunteer. Washington, D.C.: 
 Hedical Program Division,

Peace Corps, 1977.
 

Audiovisual Communication Handbook. 
Peace Corps Information
 
Collection and Exchange.
 

Education for Self-Reliance, Julius K. Nyerere, available
 
from I.C.E.
 

A Guide for Problem Solving in Human Services, Dean Elias,

available trom I.C.E.
 

Werner, David and Bill Bower. 
Helping Health Workers Learn

Palo Alto, CA: The Hesperian Foundation, 1981.
 

B. Agriculture
 

International Institute of Tropical Agriculture. 
Sowing

the Green Revolution. Ibadan, Nigeria, 1970.
 

Action/Peace Corps. Small Vegetable Gardens. 
 Information
 
Collection and Exchange Packet, Number 4. Washington, D.C.,

1978.
 

League for International Food Education. 
Small-Scale Food
 
Production. Workshop Proceedings, 1976.
 
11625 6tFSt. N.W., Room 404, Washington, D.C. 20036'..:
 

Jeavons, John. 
How to GrowMore Vegetables. Palo Alto,CA: Ecology Action of the Hid-Peninsula, 1979, rev. 

,C. Training
 

Handbook of Staff Development and Human Relations Training:

Materials Developed for Use in Africa, eds., Nylen, Mitchell,
 
Stout
 

Grossman, Jermone. 
"Some Comments on the Learning Process: A
Personal Point of View." 
 New Delhi: WHO Workshop on Training

in Health Education, 1968.
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Rogers, Carl. "The Interpersonal Relatibnhip in the Facilitatfon 

of Learning." The Virgil .E9 Herrick Meuurial Lecture Series. 

Parker, J.C. Process as Content. Chicago: Rand McNally, 1966.
 

Postman, N. and Weingertner, C. Teaching as a Subversive Activity.
 
New York: Dell Publishing Co., 1969.
 

Combs, Arthur W., et al. Helping Relationships. Boston:
 
Allyn and Bacon, Inc., 1978, enid edition).
 

Hilgard. Theories of Learning, 3rd edition. New York:
 
Meredith, 1966.
 

Harrison, Roger and Hopkins, Richard L. "The Design of Cross-

Cultural Training: An Alternative to the University Model."
 
Journal of Applied Behavioral Science. Volume 3 No. 4, 1976.
 

Training of Trainers Participant Manual, Irene Bush, Shary Lyno
 
Bobo, with Vincent Perry, Ph.D., 1980, National Drug Abuse
 
Center For Training and Resource Development. U.S. Government
 
Printing Office, Washington, D.C. 20402, and National Institute
 
on Drug Abuse Division of Training, 5600 Fisher Lane, Rockville,
 
Maryland 20817
 

D. Development
 

"The Village Health Worker: Lackey or Liberator." Palo Alto,
 
CA: The Hesperian Foundation, 1977.
 

Schumacher, E.F. Small is Beautiful: Economics As If People
 
Mattered. New York: Harper and Row, 1973.
 

Erb, G.B. and Kallab, Valeriana (eds.). Beyond Dependency.

The Developing World Speaks Out. 
 New YorF.Praeger, lv7.
 

Ward, Barbara. Rich Nations and Poor Nations. New York:
 
Norton, 1962.
 

Ward, Richard (ed). The Challenge of Development. Chicago:,:
 
Aldine Publishing Co., 1967.
 

Ward, Barbara. The Widening Gag; Development in the 1970s.
 
New York: Columbia University Press, 1911.
 

Pearson, Lester B. The Crisis of Development. New York:
 
Praeger, 1970.
 

Tullis, F. Politics and Social Change in the Third World.
 
New York: Wiley, 1973.
 

World Bank. The Assault on World Poverty: Problems of Rural
 
Development, Education and Health. Baltimure: Johns Hopkins
 
Press, 1975.
 

Schumacher, E.F. Small is Beautiful. New York: Harper and
 
Row Publishers, 1975. 
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Freire, Paulo. Education for Critical Consciousness. ,NwYork:
 
Continuum/Seabury Press, 1913.
 

Pedagogy of the Oppressed. New York: Continuum/Seabury
 
Press, 198Z
 

Illich Ivan. Deschooling Society. New York: Harper and
 
Row, 1473.
 

Illich, Ivan. Tools for Conviviality. New York: Harper and
 
Row, 1973.
 

Sommer, John. Beyond Charity: US Voluntary Aid for a Changing 
Third World. Washington: Overseas Development Council, 1011. 

Lappe, Frances Moore and Joseph Collins. Food First:
 
Beyond the Myth of Scarcity. New York: Ballantine Books, 1977.
 

E. Women In Development
 

Buvinic, Mayra. Women and World Development, An Annotated
 
Bibliograjl. Washington, D.C.: Overseas Development
 

Huston, Perdita. Third World Women Speak Out. Washington, D.C.:
 
Overseas Development Council, and New York. Praeger Publishers,
 
1979.
 

Tinker, Irene and Bramsen, Michele Bo (eds). Women and-World
 

Development. Washington, D.C.: Overseas Development Council.
 

F.- Community Adaptation/Cross Cultural Adaptation
 

Survival Kit for Overseas Living, Robert L. Kohls, Intercultural
 
Network/SYSTRAN Publications, Chicago, 1979.
 

Intercultural Sourcebook: Cross-Cultural Training Methodologies,
 
David S. Hoopes and Paul Ventura eds., International Network, Inc.,
 
LaGrange Park, ILL., 1979
 

Transcultural Study Guide, second edition. Stanford: Volunteers
 
in Asia, 19777
 

Acuna, Dr. Hector R. "Cross-Cultural Communication: Its
 
Contribution to Health in the Americas." Bulletin of The Pan
 
American Health Organization, 13 (2), 1979.
 

Batchelder, Donald and Elizabeth Warner. Beyond Experience;
 
Brattleboro, VT: The Experiment Press, 1977.
 

Hall, Edward T. and Whyte, William Foote, "Intercultural
 
Communication: A Guide to Men of Action." Human Organization,
 
#1 (1960): 5-12.
 

Oberg, Kalvero. "Cuitural Shock and the Problem of Adjustment 
to New Cultural Environments." Papers in applied anthropology.
 
No date.
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C. 	Health and Nutrition
 

Health and Sanitation Lessons, Peace Corps (Africa)
 

Health and Sanitation Lessons, Visual Aids, Peace Corps (Africa).
 

Water 	Purification, Distribution, and Sewage Disposal,

Peace Corps
 

Peace 	Corps. Nutrition Handbook. 
Washington, D.C.: Peace
 
Corps Information Collection and Exchange.
 

Health 	Resource Material for Peace Corps Volunteers. Washington,

D.C.: 	 Peace Corps Information Collection and Exchange.
 

Community Health Education in Developing Countries. Washington,

D.C.: 	 Peace Corps Information Collection and Exchange.
 

A Barefoot Doctor's Manual -
Dept of Health, Education, and
 
Welfare, available from I.C.E.
 
Health Care and Human Dignity: A Subjective Look at Community=
 
based Rural Health Programs in Latin America, David Werner
 

The Village Health Worker --
Lackey 	or Liberator? David Werner
 

Where There Is No Doctor, David Werner, Hesperian Foundation,
 
Palo Alto, CA., 1977.
 

Helping Health Workers Learn, David Werner and Bill Bower,
 
Hesperian Foundation, Palo Alto, CA., 1981.
 
Benenson, Abram S., ed. 
 Control of Communicable'Diseases
 
in Man. Washington, D.C.: 
 American Public Health Association,
 

Brownlee, Ann. Community, Culture and Care. 
 St. Louis, MO:
 
C.V. Mosby Co., 19-7.
 

Shack, Kathryn W. 
Teaching Nutrition in Developing Countries.
 
Santa Monica: 
 Meals for Millions Foundation.
 
Tilford, Kathy and Hedgecock, Diane. Bibliography of Resources

for Peace Corps Volunteers Working in Health-Related Activities.

Washington, D.C.: 
 Peace Corps Office of Programming and Training

Coordination.
 

The Boston Women's Health Book Collective. Our Bodies Ourselves.
 
New York. Simon and Schuster, 1976.
 

King, Maurice, F. King, D. Morley, H.J.L. Burgess and A. Burgess.

Nutrition for Developing Countries. London and Nairbi:
 
Oxford University Press, 19/2.
 

Robertson, Laurel, Carol Flinders and Bronwen Godfrey. 
 Laurel's
 
Kitchen. Berkeley, CA: Nilgiri Press, 1976.
 

Samuels, Mike and Hal Bennet. 
The Well Body Book. New York:,
 
Random House, 1973.
 



Berg, Alan (et al). Nutrition, National. Development, and-Planning
 
Cambridge: HIT Press, 1!0/.
 

Berg, Alan. The Nutrition Factor. Washington: Broings

Institute, 1913.*
 

Lappe, F. and Collins, J.; Food First: Beyond;the Myth of
 
Scarcity. Ballentine Books, iw's
 

Jelliffe, Derrick K. Child Nutrition in Developing Countries.
 
USAID, 1969, Washington: USUPO.
 

Scrimshaw, N. and Gordon, N. (eds.). MalnutritioniLearning,
 
and Behavior. Mas.sachusetts: HIT Press, i"OI.
 

Scrimshaw, Nevin A.; Taylor, Carl E.; and Gordon, John E°
 
Interaction of Nutrition and Infection. Geneva: WHO,.1968.
 

American Red Cross, Red Cross CPR Module: Respiratory and
 
Circulatory Emergen , 1980 edition.
 

H. 	Appropriate Technology
 

How to Make Tools, Peace Corps
 

Teaching Conservation in Developing Nations,',Judith-Brace,,
 
Ralph White, and Stephen Bass 

Wood Energy and Rural Communities, J.E.M. Arnold 

Symposium on Aguaculture in Africa, Food and AgrrPIi rP 

Organization of the U.N.
 

Introduction to Fisheries Programs, Peace Corps
 

Energy for Development: Third World Options, Denis-Hayes
 
(Worldwatch)
 

Intensive Vegetable Gardening for Profit and Self-Sufficiency,
 
Peace Corps
 

Appropriate Technology, Vol. 7, No. 1, June, 1980.
 

Preliminary Guide to Audiovisual Materials on Environment
 
and Natural Resource Issues in Developing Countries, Natural'
 
Resources Defense Council
 

Visual Aids: A Guide for Peace Corps Volunteers, Peace Corps
 

Bamboo as a Building Material, Peace Corps
 

Handbook for Building Homes of Earth, Peace Corps
 

Liklik Buk: A Rural Development Handbook Catalogue for New
 
Guinea
 

Self-Help Construction of 1-story Building, Peace Corps
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Darrow, ,Ken and Rick Pam. Apropriate Technology Sourcebook, Vols.
 
I and II. Order from Volunteers in Asia, Box 4543, Stanford, CA
 
94305 (Order #ISBN 0-917704-6).
 

A Manual on the Hydraulic Ram for Pumping Water, S.B. Watt
 

Building a Pond, U.S. Department of Agriculture
 

Appropriate Well Drilling Technologies: A Manual for Developing
 
Countries, National Water Well Association
 

Wells Construction, Peace Corps
 

Food or Fuel: New Competition for the World's Cropland,
 
Lester Brown (Worldwatch).
 

Firewood in the Less Developed Countries, Dale Avery
 

The Role of Wild Animals in Human Nutrition in the
 
Developing World, Antoon de Vos
 

I Films
 

Available from I.C.E., OPD, or The Staging Office, Peace Corps
 
806 Connecticut Ave., N.W., Washington, D.C. 20525
 

.Maragoli
 

.Women of the Toubon
 

.The Toughest Job You'll Ever Love
 

.Women of Marrakesh
 

Hesperian Foundation, The. "Health Care by the People".
 
A 16mm color film. Palo Alto, CA.
 

Institute for Food and Development Policy. "Food First."
 
A cassette slide show. San Francisco, CA.
 

Shell Film Library. "Unseen Enemies." A 16mm color film.
1433 Sadler Circle West Drive, Indianapolis, Indiana 46239
 

United Nations Audio-Vidual Information Center on Human
 
Settlements. "Water, the Hazardous Necessity."
 
A 16um color film. 2206 E. Mall, University of British
 
Columbia, Vacouver, B.C., Canada V6TIW5.
 

World Health Organization. Film #13, "Health for All:
 
Sankofa Tradition and Development." Singer Sharrette,
 
52370 Dequindre, Rochester, Michigan 48063-


The Harder They Fall.
 

J. 	Games

"Bafa Bafa" by Gary Shirts (A game). Simile II, P-O. Box 910,

DelMar, CA 
92014
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"The Albatross", from Beyond Experience: Donald Batchelde 
&!Elizabeth Warner Press, 1977, Brattleboro VT, pp. 131-136,
 
or a CAST or CREST Hanual.
 

K. Song, "Listening Word" by the Talking' Heads Remain In 
Light
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