Points of View

To Geoffrey Moss

Dear Geff:

Two reactions to your letter of June
10, 1968 (starting on p. 131 of the Fall
issue of the Journal):

1. Can you describe for me in some
detail a specific training program con-
ducted in New Zealand that you would
characterize as “training relevant to
the work situation”? How was it con-
ducted? For whom? For what pur-
pose(s)? What evidence do you have
of the results?

2. Would you describe in some de-
tail what you mean, in referring to the
development of junjor colleagues, by
“challenging tasks in fields that con-
tribute to their knowledge and experi-
ence”? What is the nature of such
tasks? How do they differ from what
might happen in an “apprenticeship” as
you refer to it?

I realize these are two reactions that
may require some developing. Maybe
you would choose to take them one at
a time.

G. L. CARTER, JR.
Editor

To the Editor

Dear G.L.:

In my first letter, I said I believe
extension principles are the same in
any country. The same applies to
training and development of staff. But
how these principles are carried out
will differ from country to country and
in your case from state to state de-
pending upon the needs of the people,
just as extension services have evolved
according to needs. Therefore I am
loathe to give a straight answer to your
questions,

New Zealand is an agricultural coun-
try. Unlike the United States, we de-
pend on the sale of farm products for
almost 90% of our overseas earnings.
Our main extension service, the Farm
Advisory Division of the Department
of Agriculture, is production-oriented
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and, I might add, is nonreg
function.

Several years ago, it became obwis
that the old system of apprentics
to a senior colleague was causing &
trations among some of our new &
uates. It was also a slow and o=
way of training as it reduced &
fectiveness of the training officer &
normal job.

We also noted a big variatios
tween training officers. Some were =
effective than others. For too loms
had assumed that because a ma= |
good at his job he could train s=&

At first we considered the pregs
tion of a training log. We would
pare a book setting out a list of
ing exercises and after the traimes
accomplished all the exercises, we &
assume he was “trained.”

But we soon came to the cosd
that each man’s needs are differest.
as you and I have strengths and
nesses, so has the new graduate
key to training appeared to be o
tify and strengthen these v
Before we start to develop new
and “develop” is a better word
“train,” we must clearly set o=t
goals and objectives in a devels
plan. Next the new graduate mes
a need to learn and be motiy
change.

Rather than tell future train
ficers how they were to go abost
job, we ran a workshop for the
plan their own methods. We h
viously carried out a survey ame
graduates listing their frustratic
needs. We used students and ne
cruits as “guinea pigs” to discuss |
expectations of a career in exsm
and tell of their frustrations.

Two of the principles which =
out of these workshops were:

1. Training will be more me=
if the trainee is challenged
tivities that end in a sense of 2
ment and pride of accomplis
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2. Training will be more effective if
relevant to the work situation or
past experiences.

Although we did not realize it at
the time, these principles are in line
with  job-satisfying factors listed by
Herzberg and his associates in The
dotivation to Work (N.Y.: John Wiley
Sons, Inc., 1959). Arranged in order
of frequency with which people men-
ioned them, were: (1) achievement,
(2) recognition, (3) the work itself
(challenging, interesting, varied), (4)
responsibility, (5) advancement.

We also recognized need for devel-

opment of an early rapport between

ainee and trainer with regular coun-
ing. We realize that each new em-

‘ployee is a unique individual with dif-

ferent experiences, strengths and weak-

ses, so training plans must be in-
ividualized and flexible.

In our scheme, each training officer,
er discussions with the trainee, sets

a series of challenging assignments.

i the first objective is to meet farmers

end find out their views on certain

questions, a questionnaire jis prepared
nd the information is collected by the

Famee.
If we want the new recruit to learn
rore about the district, we ask him to
cpare a booklet for visitors. He is
then making a worthwhile contribution
hile training.
If we want him to become an au-
ority in a certain subject, we get him
o research the literature, discuss the
abject in depth and report on what
farmers are doing. He should then give
ablic talks or write articles about it
s part of his assignment.
In each case, he prepares an ob-
zctive report about the activity. At the
me time, we encourage new recruits
> help in the organization of com-
anity services, because this helps them
be accepted more readily.

These are jyst a few examples of the

ethods we use. The actual number of

ssignments depends on the length of
training period, and that, in turn,
zpends on the ability of the trainee.
xercises are planned and graded, each
becoming harder as the trainee
=ins  confidence. They must be chal-
emging and rewarding so there is a
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sense of achievement and pride of ac-
complishment at the finish of each
assignment,

You ask what evidence we have of
results. Mr. R. H. Scott, the Director
behind these activities is more than
impressed with the results. The way
today’s graduates assume responsibili-
ties in a much shorter time speaks for
itself. I know that today’s young men
are doing a far better job than I did
at their age.

As a last thought, I wonder how
much talent we are wasting because of
ineffective training methods that fail to
challenge and stretch people to their
ultimate potential—if there is such a
potential as ultimate.

GEOFFREY Moss
Wellington, New Zealand

To Geoffrey Moss

Dear Gefi:

Your most recent comment gets right
to the point. The examples are excel-
lent. This gets at the specifics and will
convey your ideas very clearly I think.
I was interested in the relationship you
see between what you have been doing
and the research findings of Herzberg
and others. As you are probably aware,
the Herzberg research and others re-
lated to it (some of which have been
conducted with Extension personnel)
have been published in previous issues
of the Journal, You would find much
of this in the Spring 1967 issue and the
article by Clegg in the Fall 1963 issue.

In effect, what you are saying to me
is that your new personnel are learn-
ing by their own “experiencing”—but
such “experiencing” is carefully con-
ceived, designed, supervised, and eval-
uated—not chance experiencing.

I have one more question: How do
you manage to approach this direct ex-
perience-on-the-job learning in a more
contrived situation—for example, when
you bring a group of experienced per-
sonnel in for a training session (or if
you prefer, a development session) how
do you approach the direct experienc-
ing as a basis for learning when the
experience has to be created apart from
the job?

G. L. CARTER, JR.
Editor
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To the Editor

Dear G.L.:

How do we manage to approach di-
rect experience-on-the-job learning in
one of our training sessions?

Basically, our technique is theory,
practice, evaluation. For example, when
we run an extension methods workshop,
we start off dealing with a subject such
as radio talks and discuss theoretical
concepts and recommendations. Course
members are then sent off to write a
script and tape-record their talk. This
is then evaluated by their peers, with
professional evaluation if necessary.
After this, headings are made and the
talk is ad-libbed in a sound studio for
broadcasting. So there we have com-
bined a challenging situation and a
learning experience.

Similar techniques are used for writ-
ing articles, columns for newspapers,
and preparing TV shows; and in each
case, we iry to finish with a real assign-
ment whenever possible.

In my previous letter I outlined how
we have workshops and training ses-
sions for the advisers who are going to
train new advisers and how the partici-
pants themselves work out the plans
for training new staff. Throughout all
our training or development sessions,
We encourage maximum participation.

In fact, participation is perhaps our
most powerful tool in teaching. It can
be used just as effectively when deal-
ing with farmers as with staff.

In New Zealand, one of our exten-
sion success stories is the mushroom-
ing of farmers’ discussion groups. The
term “discussion group” usually refers to
a group of farmers who meet at fairly
regular intervals to discuss common
problems. They inspect farms, identify
their problems, and discuss likely
courses of action. Most groups have
eight to twelve farmers and they meet
informally to “talk shop” under the
guidance of an adviser. Best results are
obtained with younger farmers who are
more easily motivated because of such
factors as mortgages and needs of a
young family.

One of the secrets of success of these
discussion groups is that farmers can
discuss problems worrying them at that
particular time. These are immediately
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relevant to their present needs
situation.

We also find discussion groups
very good way to help train new g=
uate advisers. At an early stage, a sire
rapport is built up between the p=
tical farmer and the scientifica®
trained adviser. This tends to nan
the gap that is often built up betwess
adviser and farmer.

Discussion groups help the new
viser to gain confidence to face m
audiences. After hearing groups
farmers discussing their problems
inspecting their farms, he should
well informed on local problems
methods of overcoming them.
there is mothing like a group of
ers to bring an adviser “down to ears
if he puts forward any theory
they think impractical.

So you can see, discussion gro=s
benefit both farmer and adviser.
farmer is motivated to learn beca
if he has identified his own proble
he is then ready to seek help to ove
come them. Discussion groups bem=
the adviser by establishing a close =9
port with his clients and by helps
him keep his finger on the pulse
these nucleus groups of farms
throughout his district. Surely this
an ideal training situation.

There is a tendency these days =
extension work to spend a great d=
of time studying theoretical subjed
such as sociology and psychology ra
than getting in and “mixing it” w
clients. We must not forget practice
theory are complementary to
other. You can get by with pract
experience and no theory, but it is
poor extension worker who tries to &
by with theory and little or no practiss

GEOFFREY Moss
Wellington, New Zealand

Adaptability/ Performance
Edward Gassie’s article “On Ge
eralizing Research Findings” (F
1968, Journal of Cooperative Exie
sion) was most interesting to me.
During 1965-66 I did a graduate pe
gram at the University of Marylam
and conducted research in this sa
area. Dr. E. R. Ryden was the advi
for this project.
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My sample was made up of 77 Ex-
fension agricultural agents in Virginia.
Dne hundred twenty-nine independent
ariables in the general areas of adapt-
vility, vocational interests, and aca-
emic accomplishments were correlated
ainst two criterion variables, tenure
and performance. The Adaptability Test
was one of the instruments used. Also,
rformance was determined by use of
the paired-comparison technique. The
AT did not discriminate between the
nore effective and less effective Vir-
znia Extension agricultural agents.
This was a very challenging and in-
esting study; however, there were
more negative than positive results. 1
aought you might be interested in the
=sult of using the AT.
D. J. Moore
dbingdon, Virginia

roadened Programs

Here are some ideas for your con-
sderation:

Farm people have great meed for
adult education on subjects in addi-
tion to agriculture and home eco-
nomics. We should be concerned
with making it available.

The nature of “community” today
is greatly different from the rural
model of earlier generations. We
need to “get with it” if our program
is to be relevant,

There are large numbers of new
clientele ready and anxious for in-
volvement in learning that is com-
munity oriented, if the Extension
Service chooses to put emphasis
there. Officials of local government
are one example.

There is a need and place in the
Extension Service for staff members
from a professional background
other than agriculture and home
economics. Some examples include
civil engineering, urban planning,
political science, cultural anthropol-
ogy, and human development.
There is a need and a practical po-
tential for new sources of financial
support for innovative programs out-
side our conventional fields.

There is a need for new program
development devices that are suited
to the new program areas and mew
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clientele groups whom we choose

to emphasize.

To amplify item 1 about adult edu-
cation for farm people on a broader
range of subjects, my point is that
farmers as citizens today have the same
range of responsibilities and concerns
as any other citizens. In fact, it is point-
less in many instances to draw a dis-
tinction between farm people and city
people.

The farmer may work in town part
of the year, or his wife may work there
all the time, or the farmer may own
city property as a sideline, or the farm
may be a hobby of a city businessman.
The churches, the bowling leagues, the
square dance groups, even the country
club may have mixed town and country
membership. And both the farmer and
the town dweller have similar con-
cerns about the consequences of tech-
nological developments that affect them
both. The increasing size of farms and
the decreasing number of job oppor-
tunities on farms are coupled with the
necessity for farm young people and
some adults to seek employment else-
where.

If we are going to provide broadened
adult education for farm people, then
our subject-matter resource base in our
parent universities will have to include
departments outside the school of agri-
culture. And we will somehow have to
achieve legitimacy and acceptance in
a broader role than many of our uni-
versity colleagues now see for us.

What I have said about the mutual
concerns of farm and town people is
a base for my reference to a different
nature of community today. The forces
that are shaping local developments
often lie outside our local political
boundaries. The type of interaction

among people that can lead to a work-
able consensus about a policy may re-

quire some quite new basis for getting
people together for discussion. We are
conscious of this in our own Cor-
vallis area because of three develop-
ments that may be symptomatic of our
times.

1. A new paper mill is being con-
structed some miles away, upstream
from the intake where part of our
municipal water is obtained, The plant
is in another county, and we are not
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the town closest to the site. Neverthe-
less, our community has been sharply
divided between proponents who smell
money from payrolls and opponents
who smell anticipated air pollution and
who fear probable water pollution as
well.

2. A nuclear power plant is actively
being planned by a municipal power
company in an area not far from the
paper mill. The problem of disposing
of a large amount of hot water from
the exhaust cooling system has gen-
erated visions of greatly expanded ir-
rigation on one hand and visions of
vast clouds of steam obscuring our
landscape on the other.

3. A possibility for a combined com-
munity center involving both city and
county governmental buildings has been
under discussion in our area for many
months, with one plan having been de-
cisively defeated at the polls. The
points of controversy are familiar ones
—downtown location versus suburban,
high-rise single unit versus several build-
ings, various proposed combinations of
functions for maximum efficiency, and
a question of whether two churches can
be included in the community center
area.

All of these issues involve the neces-
sity for resolving conflicting viewpoints
and achieving a workable arrangement
based upon understanding, The poten-
tial role of the adult educator is ob-
vious—if he has the courage to tackle
it.

Perhaps I've elaborated enough of
the ideas for now. If others are in-
terested perhaps we can pursue the mat-
ter further at another time.

JEAN W. ScHEEL
Corvallis, Oregon

Adapting “Journal” Material

We are using the Journal more and
more not only in course work but in
training our staff here in Colorado. We
are going through an identification of
the power structure in the state and a
number of the articles are certainly
very useful. I am convinced at this
point that the Journal will be used more
often when people learn how to use it.
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I have been developing instre
check lists, etc., from some of
articles in a way that scems &2
a new agent or even some of the
persons to find how they can a&
material to their own situation.
er's Digest and Changing Times
to be able to use this approach
effectively.

DenziL O.
Fort Collins, Colorado

Extension and Youth Commissions

The article “An Extra Hand &
tension” which appeared in yo==r
1967 issue (page 189), should &=
our attention the need for =
aggressive role on the part of ex=
programs in helping local aas
youth commissions.

The national interest and &
on the problems of juvenile del:
and crime should alert us to the
for helping our community form &
committees, community
youth commissions to consides
problems of children and yos
particularly the problems of
quency prevention and control
states have a governmental
responsible for the coordination
vices dealing with the problems &
linquency. Many cities such as £
Chicago, St. Louis, Cincinnati,
lumbus have created youth
sions, Few extension programs
been coordinated or have served
youth commissions. Rural areas,
in some cases the increase im &
quency rate has been greater
urban areas, could be served by
sion programs.

The University of Missouri Ex
Division at St. Louis, 8001 Na
Bridge Road, St. Louis, Missouri &
has been working with local
commissions and the Central Ress
the National Conference of
Youth Agencies. NCPYA is a o
body of local and state youth c=
sions. Information on the nationzl:
nization is available from the St
campus Extension office.

EUGENE P.
St. Louis, Missouri



