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EAR TO THE GROUND

This month’s cover and other il-
lustrations emphasize that there are
many doors of opportunity to profes-
sional improvement. No matter which
you select, you'll gain something that
will help in your daily job.

When we invited authors to con-
tribute articles for this issue, we
posed three questions. Why did you
go? What did you get out of it?
What did you do with it after you
got it? Their answers to the third
question tell you how they applied
the things they gained from different
forms of professional improvement.
Without exception, all of them
gained skills, knowledge, and a new
outlook on their work.

Speaking of improvement, how
about helping me do a better job?
One of you suggested recently that
we start a regular section for read-
ers’ comments. We're all for it. An
objective of the Review is to ex-
change ideas that will help you do a
better job. Your timely and pointed
comments may beneflt your cowork-
ers and help meet this objective.

If a Review article on a new
method (or a new way of using an
old one) gives you an idea for a
better one, let us hear about it. We'll
pass it along through the Review.

Maybe you disagree with an article.
Let’s hear about that, too. Frank dis-
cussion of both sides of a question is
the best way to clarify such things.

Your comments don’t have to be
confined to articles that have ap-
peared in the Review. Maybe you've
got questions on how to carry out a
specific job. Send them in and we’ll
see if your coworkers have some an-
swers.

Incidentally, if you prefer that
your name not be published with
your letter, we’ll go along with you.
Don’t hold back just because you
don’t want to step on somebody’s
toes.

Next Month: One of the authors in
this issue points out that the first
step to professional improvement is
becoming aware of the need for im-
provement. We hope to help you do
that in the February issue.

We hear a lot these days about the
rapid changes taking place in our
agricultural economy. You county
workers only have to look as far as
your own area to see many of them
In view of these changes, next
month’s authors are going to re-ex-
amine some methods of working with
people. The theme is, ‘“Are Your
Tools Equal to the Task Ahead?”—
E.H.R.

The Extension Service Review is published monthly
by direction of the Secretary of Agriculture as administra-
tive information required for the proper transaction of
the public business. Use of funds for printing this publica-
tion approved by the Director of the Bureau of the Budget

(July 31, 1955).

The Review is issued free by law to workers engaged
in extension activities. Others may obtain copies from the
Superintendent of Documents, Government Printing Office,
Washington 25, D. C., at 15 cents per copy or by subscrip-

tion at 8$1.50 a year, domestic, and $2.00, foreign.
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ET’S broaden our concepts of pro-

fessional improvement opportuni-
ties. Many people consider profes-
sional improvement primarily as
academic work which takes place in
the classroom. Others think of pro-
fessional improvement only as that
provided through the normal chan-
nels of conferences, workshops, and
training schools. Some look at such
participation as a duty rather than
an opportunity.

The urgency of “getting on with
the job” in a busy schedule causes
many to give little thought to making
a conscientious effort toward pro-
fessional improvement.

Our primary responsibility is edu-
cation—helping people change their
knowledge, skills, and attitudes. The
fulfillment of this responsibility is
becoming more complex with the
rapid changes in the social and eco-
nomic conditions affecting the lives
of people. Extension work today de-
mands an educational background
and ability specially designed to fit
workers for the profession.

With constantly rising standards
for professional proficiency, we must
recognize our obligation for con-
tinued professional improvement. We
must sharpen our tools if we are to
be effective teachers.

- What Is Professional Improvement?

by EDWIN L. KIRBY, Assistant Director of Extension, Ohio

Someone has said, “He who dares
to teach should never cease to learn.”
If we are to provide the necessary
leadership required to work with
people, we must be better informed,
better trained, and possess higher
leadership abilities than the majority
of the lay leaders with whom we
work.

A person grows and develops
through the sum total of experiences
which he receives. With this broad
concept, professional improvement en-
compasses all the experiences which
we participate in that contribute to
our effectiveness as extension work-
ers. Even the experience of failure
because of a lack of knowledge or
ability can contribute to professional
improvement provided that it is rec-
ognized as such and effort is made to
correct the causes. Many opportuni-
ties are available to the extension
worker who accepts this definition of
professional improvement.

Individual Effort

Perhaps the most important, yet
least emphasized, opportunity is that
normally called ‘“self-improvement.”
Director Paul A. Miller of Michigan,
in an article entitled “The County
Agent’s Job” in the July 1957 issue
of BETTER FARMING METHODS, stated:
“Tomorrow’s county agent must now
obtain a self-energized professional
ethic. More and more the county
agent will discover that competence is
obtained alone.” Director Miller em-
phasized that, although assistance is
provided through many channels,
nothing will substitute for individual
effort through reading, keen observa-
tions, and purposeful and analytical
thinking.

On-the-job experiences obtained
with an open, inquisitive mind and
a thirst for new knowledge, skills,
and understandings are basic and
necessary for effective professional

improvement. It is through this in-
dividual effort that additional needs
become felt and a desire is created
for taking advantage of opportunities.

It is at this stage that the exten-
sion worker becomes really profes-
sional, according to G. B. Leighbody,
Supervisor of Industrial Teacher
Training, University of the State of
New York. He says, “The professional
worker continually seeks self-im-
provement. He takes advantage of
every opportunity to improve his
knowledge and understanding in con-
nection with professional duties.”

Working as Team

Another important professional im-
provement opportunity is available to
the extension worker through the
counsel, advice, and guldance of co-
workers, supervisors, and others.
Proper orientation concerning re-
sponsibilities, methods of working,
relationships, and helping workers
to become aware of the kinds of as-
sistance available would do much to
enhance this opportunity.

Some of the most effective profes-
sional improvement takes place where
an atmosphere is developed in which
each worker regards his coworker or
supervisor as a fellow professional
worker, hitched together as a team
working for a common cause and to-
ward the same objectives. An attitude
of full acceptance of each other as
worthy individuals with a mutual re-
spect and full understanding of the
responsibilities of each is necessary.

Universal professional opportuni-
ties for extension workers are county
office conferences, district confer-
ences annual conferences, workshops,
training schools, institutes, and
others. This type of training is an
effective means of keeping up to date
on subject matter, policies, proce-

(Continued on page 16)
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It takes more than experience

by C. O. HOULE, Professor of Education, University of Chicago

ONCE upon a time, there was a
veteran county agent who op-
posed every suggestion for change.
“It won't work,” he invariably said.
“Believe me, I know. Don't forget I've
had more than 20 years of experi-
ence.” His supervisor finally heard
this observation once too often. “No,
you haven’'t had more than 20 years’
experience!” he snapped. “You’ve had
one year of experience repeated more
than 20 times.”

What gives this story its point is
that everyone realizes that the super-
visor was making a valid distinction.
Anyone who merely piles up experi-
ences or who repeats the same round
of activities year after year does not
grow very much. Cardinal Newman
put the matter rather neatly more
than 100 years ago when he said
that, if experience alone could edu-
cate, sailors “who range from one
end of the earth to the other” would
be the wisest of men.

Self Evaluation

Experience is essential to success
in extension or in any other profes-
sional work. But experience cannot
educate unless it is analyzed. This
analysis may be undertaken inde-
pendently. Thoughtful people are
constantly looking back over their
activities to appraise their meaning
and to make new plans for the fu-
ture. In recent years, however, the
process of self-examination has been
increasingly stimulated by organized
programs in which extension workers
are helped to learn more about their
work and how it may be improved.

Participation in these professional
improvement activities is needed by
every person within extension, as
within any other profession. The
dean of a college of agriculture once
remarked that he encouraged every
member of his resident teaching, ex-
periment station, and extension staff

to undertake systematic professional
improvement. “That leaves only me,”
he added, “I'm the only one of the
whole group who has no training pro-
gram planned for him!” And yet ac-
tually, as he was quickly reminded,
he participated in many activities
each year which were wholly or par-
tially educational.

Round Out Capacities

Many extension workers think of
professional improvement chiefly as
a means of acquiring new skill or
knowledge. Sometimes they discover
that they need to round out their
own capacities. Problems are pre-
sented to them which they cannot
solve because they do not know
enough. Their techniques prove to be
inadequate; they may not know, for
example, how to write interesting
news stories or how to help groups to
plan effectively.

This acceptance by extension work-
ers of their need for help is a neces-
sary first step in their pattern of
growth.

In addition, the field of extension
is constantly moving forward and
every worker must keep abreast of
new developments. This need is rec-
ognized clearly enough so far as con-
tent is concerned. No county agent
would want to recommend a practice
which has already been supplanted
by a better one. He should also not
want to use an educational concept
or process which is out of date.

In constantly refreshing his knowl-
edge of new content and new meth-
ods, the extension worker is doing
what every professional worker does.
The doctor, for example, knows that
he must not fall behind in his knowl-
edge and practice, or his patients will
quickly discover his inadequacy. The
medical profession has accordingly
set up an almost incredible variety
of refresher courses, conferences, and
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conventions to reinforce the profes-
sional reading which each doctor is
expected to do. )

The doctor is even aided in his
reading. In California, several thou-
sand doctors now have tape recorders
installed in their cars and are pro-
vided periodically with tapes which
report on new developments in medi-
cal research. In this way, a doctor
can be learning as he drives from one
house call to another. The effect of
this program on the California acci-
dent rate has not been divulged!

Add Meaning

Important as knowledge and skills
are, an even more significant out-
come of professional training is the
acquiring of new insights. It is in
this regard that experience is sig-
nificantly transformed, since new in-
sights give meaning to previously un-
related facts.

For example, suppose that an agri-
cultural agent attending summer
school becomes aware of the socio-
logical research which reveals, among
other things, that the people who are
influenced by extension tend to be
those who have had extensive formal
education, who have many contacts
with new sources of information, and
who are stimulated by belonging both
formally and informally to certain
social groups.

This agent, if he is worth his salt,
will already have made certain obser-
vations and will have a number of
unformulated ideas about the kinds
of people with whom it is easiest to
work. Now he finds his own general,
half-shaped ideas stated precisely
and supported by research.

At once, the way the agent views
his job will be different because he
has a principle to test and apply.
He will begin to think about his
county program. Is his influence
chiefly felt by those who have had
formal education, who have wide
contacts, and who belong to certain
social groups. If so, is this fact al-
ways true? If not, how can one ex-
plain the exceptions? Has he perhaps
been looking only at some of the
people in his county and being effec-
tively blinded to the others? Ques-
tions like these start up in the mind

(Continued on page 18)
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A GOOD
AGENT?

by C. A. VINES, Associate Direc

Tonu's extension agents must be
able to correlate the technical,
natural, and human resources and
come up with sound and wise infor-
mation that will help rural people
solve the problems that are facing

them in agriculture and home eco-

nomics.

This is more important today than
it was in the formative and early
years of extension. The rapid changes
being made in technology, the pres-
ent-day status of our natural re-
sources, and the general increase in
the educational level of rural people
make it necessary that an agent be
well-rounded in his education and be
able to give specific suggestions and
recommendations rather than the
shotgun method of spraying the en-
tire farm. Scientific facts used yester-
day may be out of date today and
obsolete tomorrow.

Stimulating Awareness

No longer can the Extension Serv-
ice fulfill the needs of the people of
the United States by merely provid-
ing them with how-to-do-it informa-
tion, unless they go back to the social
structure of this country and indi-
vidual communities and families and
start where people are.

We must provide people with the
basic principles and fundamentals of
the activities in which the various
segments of our economy are inter-
ested and assist them to become
aware of a need for such information.
It is only when people realize a need
for something in their way of life
that they become receptive to change.

.

The extension agent’s responsibil-
ity is not one of demonstration of
production techniques per se. It is
the weaving together of production,
marketing, transportation, process-
ing, wholesaling, and retailing, and
demonstrating how these and other
activities work together for the so-
cial and economic good of the indi-
viduals and their community, State,
and Nation.

We live in a time of technology re-
sulting in rapid changes. Extension
has been aware of this and has con-
stantly shifted its programs and
methods to meet these changing con-
ditions and demands. We feel that
the primary concern of extension is
and has been with the people affected
by agriculture, not the agricultural
industry. It has been one of the
guiding principles of extension to
help people help themselves.

A recent report from an ECOP sub-
committee made these statements
about helping people: In performing
these functions Extension operates
informally in line with the most im-
portant local needs and opportunities.
It works with people helping to: (1)
identify their needs, problems, and
opportunities; (2) study their re-
sources; (3) become familiar with
specific methods of overcoming prob-
lems; (4) analyze alternative solu-
tions to their problems where alter-
natives exist; and (5) arrive at the
most promising course of action in
light of their own desires, resources,
and abilities.

In light of these changing times,
Extension is concerned with the ur-
ban population as well as rural. There

is a constant decrease in the number
of people who provide the food and
filber for this Nation and for foreign
trade channels. It has been suggested
that 6 or 7 percent of the total popu-
lation might be sufficient to produce
the food and fiber necessary to keep
our country happy, healthy, and
prosperous.

It is one of the responsibilities of
Extension to assist this small per-
centage of people, which are so es-
sential to the health and welfare of
our Nation, to fit into the social and
economic pattern, and assist urban
and rural people to develop a mutual
admiration and respect for their re-
spective vocations and positions in
society. -

Applying Management Skills

Farming has developed into big
business. More capital is needed to-
day to own, operate, and make a rea-
sonable profit from a given farm than
ever before. Capital required in many
farming operations far exceeds that
required by small industries. With
large sums of capital invested, it is
becoming more imperative that farm
people have managerial ability. Al-
though management principles are
learned in public schools and col-
leges, the extension service can help
farmers apply these principles to
their particular enterprise.

Farm people today have access to
so much information by way of our
modern communications channels
that it is becoming more difficult for
agents to plan ahead and to provide

(Continued on page 21)
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Give Your Fitness A Checkup

by J. PAUL LEAGANS, Professor of Extension Education, Cornell University

XTENSION workers who improve

their professional ability become
more useful; the opposite is true for
those who don’t. Extension’s total
training program rests on this as-
sumption.

With each new year the extension
job is bigger, there is more to be
known, expectations of the public are
more complex. Hence, both the op-
portunity and responsibility are
greater.

To meet the challenge, extension
workers must attain abilities at the
high and intricate level of integrated
professional behavior that harmon-
izes knowledge of technology and
skill with educational processes in
ways that get the job done.

What are the competencies needed
by extension workers? This is a
knotty question but one that each ex-
tension worker must answer. There
are 10 kinds of ability that appear to
me as minimum for the success of all
extension workers.

Knowledge and Understanding of
Subject Matter: All successful educa-
tional effort requires significant tech-
nical subject matter. Subject matter
is to extension education what food
is to the human being; it is life’s
sustenance.

Attempting to teach something one
does not know is to invite failure
from the start. If we are to “aid in
diffusing” we must know what to
diffuse. Extension workers must have
not only an adequate knowledge of
technology, but an understanding of
it and its relationship to the prob-
lems of people.

Understanding Extension and Its
Educational Role: Adequate compe-
tency in this area is clearly funda-
mental to effective leadership in
extension. Knowledge of one’s pro-
fessional affiliation is a primary *tool
of the trade.” Without such knowl-
edge, one cannot thoroughly under-
stand his job, intelligently explain
his profession, or suggest action to
improve it.

Skill in Human Relations: Our
most difficult problems in the world
today are said to have their roots in
poor human relations. Research in
this area has uncovered evidence that
a major factor influencing personnel
performance is the way an employee
feels and acts toward his organization
and the people he is working with.
Acting on this significant cue, ratings
of success on the job put at the top
of the list the ability to get along
well with people.

Man is not born a social being.
These behaviors have to be learned.
Extension administrators say that
lack of technical competency rarely
is the cause of failure among exten-
sion workers; it usually stems from
inability to get along with people.

Ability to Plan: Abe Lincoln once
said: “If we could but know where
we are now, and where we ought to
go, we could better judge what to do,
and how to do it.” The need for
planning is related to the complexity
and the importance of the job to be
done. In this day of rapid scientific
progress, setting the conditions for
exposing people to useful ideas is not
a simple task.

Planning is primarily an intellec-
tual activity, for it usually involves a
study and use of facts, and often of
principles. It is a preparation for ac-
tion and gives meaning and system
to action. In essence, planning is a
process of making decisions. Good
plans are to the extension worker
what the compass is to the seaman.

Ability to Clarify Objectives: The
person was wise who said that: “To
him who knows not the port to which
he is bound, no wind can be favor-
able.” Too often, statements of objec-
tives can be best characterized as
“glittering generalities.” In this form
they are not very helpful in guiding
the extension enterprise.

It is very important to identify
clearly just what an extension activ-
ity’s purpose is and what its impor-
tance is. This clarity improves the
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preciseness with which the activity is
carried on.

Effective extension work is an in-
tentional process, carefully designed
to attain specific, predetermined
ends. The shotgun approach to ex-
tension has never been very effective
and must be replaced by the rifle.
We must identify our targets and
shoot straight at them with all the
force of our ammunition.

Ability to Organize: The principle
is well established that the need for
organization increases in direct ratio
to growth in the size and complexity
of the tasks to be performed. Organi-
zation is properly viewed as an ar-
rangement of relationships of per-
sons, materials, or ideas necessary for
the effective performance of func-
tions. We organize people for joint
activity. We organize ideas, materials,
and facts either for common use, or
for use by one person.

Good organization is that which
groups activities, materials, or per-
sons so as to get the best perform-
ance with the least effort. Good
organization is shown by deflnite
regularity, predictability, and de-
pendability in the everyday behavior
of individuals or groups doing the
job that is expected of them.

Communication Skill: Good com-
munication is the essence of good
extension teaching. It is one thing to
get information to people; it is quite
another to be certain the information
is accepted, understood, and acted
upon. Our success at influencing peo-
ple is limited only by our ability to
select useful subject matter and our
ability to communicate it effectively.

Skill in Relating Principle to Prac-
tice: Theory and practice always have
a relationship. One may understand
the structure of theory and be unable
to apply it in practice. On the other
hand, one may use a technique skill-
fully but be superficial in his efforts
because he does not understand how
the technique relates to the whole
process of extension or to the broader
aspects of the activity he is perform-
ing.

The extension worker must under-
stand the principles lying behind his
technique in order to make the tech-
nique most effective. This under-

(Continued on page 22)



GRADUATE TRAINING

gave the answers

by WILAM G. RICE

Indiana

-

HAV! you ever interviewed a pro-
spective employee and later re-
alized that you had not found out
enough about him? You found out
where he was reared, where he went
to school and the type of work he has
been doing since graduation, but did
not probe deeply into his personality,
his integrity, or his ability.

If you have had such experiences,
don’t feel too badly. Many of us in
extension have had similar trials and
they are certainly frustrating.

It isn’t just interviewing and other
personnel problems that bother ad-
ministrators and supervisors. The
whole fleld of administration causes
difficulties.

One reason is that we have been
trained in technical agriculture but
not in administration. Until recently,
about the only means of training
along administrative lines was by as-
sociation with coworkers, by trial and
error, and by observation.

Why 1 Went

This deficiency in formal training
motivated me to do graduate work.
Through graduate training, I have
learned the answers to many of my
questions concerning personnel, ad-
ministration, and supervision,

At about the time I was seriously
considering graduate study, the Na-
tional Agricultural Extension Center
for Advanced Study was established
at the University of Wisconsin. The
Center, as it is known on the U. W.
campus, was flnanced by a grant
from the W. K. Kellogg Founda-

—
Assistant County Agent leader,

=

tion. This grant also provides fel-
lowships for approximately 25 exten-
sion administrators and supervisors
recommended by their deans and
directors.

Objectives of Center

I attended an interstate super-
visory workshop where Dr. Robert C.
Clark, Director of the Center, out-
lined its objectives. Of particular in-
terest was his comment that one of
the Center’s aims is “Expanding
learning opportunities in principles
of administration, personnel and fis-
cal policies, and organization rela-
tionships as they apply to the Co-
operative Extension Service.”

After the meeting, Dr. Clark told
me that the Center’s study program
leadlng to a M.S. and Ph.D. degree
in Cooperative Extension Administra-
tion includes a variety of courses
offered at the University of Wiscon-
sin. Among these are some new
courses designed specifically for Ex-
tension administrators and supervis-
ors: administration of cooperative
extension, supervision in cooperative
extension, budget development and
control, program planning, and
methods of rural social research.

Other courses given on the Wiscon-
sin campus are available to graduate
students in the Center. These include
personnel management, political sci-
ence, communications, economics and
social theory, and education.

It isn’'t difficult to become enrolled
at the Center but it does take time. I
needed approval and letters of recom-

mendation from my dean and direc-
tor of extension, leave of absence
from the land-grant college and the
Federal Extension Service, approval
to enter the graduate school of the
University of Wisconsin, and accept-
ance by the Center’s Grant-in-Aid
Committee (for a fellowship).

As I recall, I asked for application
blanks for admission to the graduate
school and for a fellowship in No-
vember 1955. Everything was ap-
proved by June 1956. This gave me
time between June and September to
make arrangements for moving my
family. (Editor’s Note: Applicants de-
siring financial assistance through
the Center should apply six months
prior to the semester in which they
wish to enter—March 1 for the fall
semester, October 1 for the second
semester.)

Advisory Committee

As a candidate for a master’s de-
gree in Cooperative Extension Ad-
ministration, I had an advisory com-
mittee of three faculty members.
Their principal duties were to see
that my course schedule was sound
and advise in my research project.

Although the committee gave me
guidance in selecting courses, I had
considerable freedom in choosing
ones that I felt I needed. The com-
mittee members advised me in the
research for my thesis.

Their guidance was sound and
democratic. I do not recall an in-
stance when a committee member
told me that a thing had to be done

(Continued on page 22)
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Exercise
for

the
Mind

by F. E. ROGERS,
State Extension Agent, Missouri

EADING is to the mind what exer-
cise is to the body, says the
philosopher. A broad mental exercise
is needed to keep our mind alert, just
as we need physical exercise to keep
our body in good condition.
Extension workers read a great
deal on technical agriculture and
home economics developments to
keep up to date. This reading, plus
the other demands on our time,
means many of us do relatively little
reading to improve our techniques
for motivating people or for balanced
living and for most effective exten-
sion teaching.
Reading good books can be done
with little or no expense. As we read

we get hints, ideas, principles, and
suggestions that, when applied in
everyday life, will make for fuller
living and greater job success and
satisfaction.

Such books as the Art of Clear
Thinking by Rudolf Flesch, Mature
Mind by H. Overstreet, Art of Lead-
ership by Ordway Tead, and Tech-
niques of Handling People by Laird &
Laird are invaluable for extension
workers and others serving in lead-
ership positions. Reading Improve-
ment for Adults by Paul Leedy,
Probing our Prejudices by H. Pow-
dermaker, and Release from Nervous
Tension by D. H. Fink are among
those that offer helpful suggestions
for personal living.

Many county extension people do
not have access to books that meet
their specific needs. Furthermore,
many agents do not receive the en-
couragement and stimulation needed
from their supervisors for this kind
of personal improvement.

Extension Library Service

For several years a plan has been in
operation in Missouri to suggest books
suited to the needs of extension
people, to encourage the reading of
books by staff members, and to make
books more accessible to county ex-
tension workers.

An extension section has been set
up in the University Agricultural Li-
brary. It contains 442 books with 218
different titles which have been
recommended by specialists or other
staff members for use by extension
workers.

Supervisors take these books to
district conferences and on county
visits. Agents check them out for a
month or more. Last year 43 percent
of the agents in Missouri checked out
one or more of these books. Agents
make an appraisal of the books read
and this helps others decide whether
or not they want to read them.

New books are constantly added
and others are taken off the list from
time to time. The number of books
by titles in the extension library at
present are: extension history and
philosophy, 10; methods—leadership,
13; personal development, 30; psy-
chology, 19; communication, 11; rural
development and education, 8:; eco-
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nomics, 23; agriculture, 51; and home
economics, 53.

Full cooperation with the univer-
sity librarian makes it possible to
give this service to extension agents.
With a part of the library’s annual
budget designated for purchase of
extension books and with a member
of the State extension staff on the
university library committee, this co-
operation is likely to continue.

Read and Succeed

by W. F. JAMES,
County Agricultural Agent,
Pemiscot County, Missouri

Pnorzssmmu. reading is as neces-
sary for my profession as sharp-
ening tools is to a wood craftsman.

We extension workers are gener-
ally equipped to use the basic tools—
farm and home visits, office calls,
meetings, newspapers, radio, demon-
strations and tours — through our
college training and apprenticeship.
I've found little change in these basic
tools in my 23 years with the Ex-
tension Service.

It's a different story, however, in
using these tools to accomplish our
goals. For example, a movie at a
meeting almost always insured a
good attendance 20 years ago. Not so
today.

In my job as county agent, I con-
sider influencing people my biggest
problem. Thus my reading has been
mostly in that direction.

Clarifies Principles

Did you ever plan and carry out a
program when you felt it was the
right way but there lurked a little
doubt about it? I know you have and
you were pleased when it worked out
all right. But you did not have assur-
ance that it would work next time
until you read in some good text or
had been told that your procedure
was sound. Several texts spelled out
and clarified principles and tech-
niques which I previously had blindly
stumbled upon and used in a crude
way.

Among the books I've read are:
Release from Nervous Tension, Get-

(Continued on page 10)



WH*

by E. O. WILLIAMS,
Agricultural Agent,
Lucas County, Ohio

INCE its founding, the theme of
the National Association of
County Agricultural Agents has
been professional improvement. The
first two purposes written into its
constitution are: to assist member
State and district associations for
furthering educational advantages, to
encourage a high standard of profes-
sional performance among extension
field workers.

Through the years, more than 35
committees have served the associa-
tion. The current number is 10. Pro-
fessional improvement, now called
professional training, is the only
committee that has continued with-
out interruption.

On the presumption that there is
no substitute for graduate work at a
university, this committee has en-
couraged the land-grant colleges and
the Federal Extension Service to
make attractive provisions for formal
professional improvement by county
extension workers. This includes
graduate study in an institutional
setting, in the fleld or travel under
supervision, summer schools, and in-
service training, with graduate credit
for graduate quality work.

The core activity of NACAA is the
annual meeting, which provides in-
formal professional improvement that
supplements the formal. Approxi-
mately 15 percent of the membership,
many with their families, attend the
annual meetings. These are rotated
among the four regions — Western,

Southern, Northeast and North Cen-
tral.

Attendance at an annual meeting
generates professional consciousness.
There is professional mutuality of
interest. Members attending show
pride in belonging and a willingness
to contribute.

Reports of the research commit-
tees, presentations by speakers na-
tionally prominent in agriculture and
related interests, person-to-person
exchange of ideas, and travel to and
from meetings raises the level of
appreciation of the scope of our na-
tional agriculture. In meeting and
working with this group, the finest
and most lasting friendships are de-
veloped.

In the early days of the Extension
Service, county agent work was con-
sidered a prep school by many. Ex-
tension was a lucrative source of
trained manpower for commercial
and other organizations. The NACAA
has been a powerful influence in the
conversion from this early concept to
a ranking lifetime profession.

The NACAA participates in the
Council of National Organizations of
the Adult Education Association.
C.N.O. is the only organization in
America which brings together, in
terms of common interest in adult
education, the voluntary organiza-
tions, formal educational institutions,
and educational arms of government.

Through C.N.O.’s auspices diverse
national organizations, including
some whose purposes carry a totally
different emphasis than others, have
been able to associate voluntarily

with the Adult Education Association.
Unifying interests include exchange
of information and materials, discus-
sion of mutual concerns, participa-
tion in common activities, and asso-
ciation with representatives of
national organizations who share in-
terest in the objectives of adult edu-
cation.

A recent C.N.O. committee report
concluded that the big and continu-
ing problem of today is educating
adults to live in a technological age.
More education will be needed in the
future, productivity will increase,
hours of work will shorten, and there
will be a more leisure-oriented so-
ciety.

With the “flight to the fringe” by
both people and factories, farmers,
part-time city workers, part-time
farmers, and full-time city workers
will be living on the same street.
County agents will be conducting
programs in the same community
where voluntary organizations, for-
mal educational institutions, and
other educational branches of gov-
ernment will be teaching adults.

It is apparent that working alone
at the community, State, or national

level will not yield the greatest bene- - -

fits to society. To work together will
require understanding and willing-
ness to share responsibilities and ac-
complishments.

Multiple Values

by IVA L. HOLLADAY,
Home Demonstration Agent,
Valley County, Mont.

HAT are some of the values of

membership in national profes-
sional organizations? As I begin
writing, this article is one of the
tasks to be done this week because
next week I will be attending the
national meeting of the Home Dem-
onstration Agents Association in
Minneapolis, Minn.

I'll be burning some midnight oil
to get all the things done that will
give me time for that national meet-
ing. Is it worth it? My answer is yes.

Many times I've gone through that
extra bustle to clear the schedule for
a professional meeting or activity,

(Continued on page 18)
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What | Gained from Summer School

by HELEN CHURCH, Clothing Specialist, Arizona

HAT do extension summer schools

have to offer specialists? When
I attended summer school, I know
that many of my fellow extension
workers wondered why I went. Some
even asked, “What can a clothing
and textile specialist gain from
school?”

Many folders concerning summer
schools cross my desk. Each year I
searched for something that would
be helpful in the field of clothing and
textile subject matter. I could find
this in a 6-week course but nothing
for 3 weeks or with the extension
specialist in mind.

Still determined to attend, I de-
cided that I would obtain other bene-
fits from such a school. Colorado
summer school was my choice.

I had just completed writing 4-H
Club bulletins; leader’s guides needed
to be written. Possibly the course in
principles and development of youth
programs would be helpful.

Need for Evaluation

I knew the course in evaluation
would be beneficial. Often we become
so busy with the immediate problems
of initiating programs that we fail to
take time to evaluate our work in an
organized manner. And it's always
easy to put off doing something when
we're not sure of the best approach.

The class of about 75 in principles
in the development of youth pro-
grams was most inspiring. I had an
opportunity to hear discussions of
problems facing agents in their 4-H
programs and to review literature
from the 36 States represented.

The 4-H literature from each State
was appraised by a class committee
on which I served. I might have done
a better job writing my 4-H bulletins
if I'd had this opportunity before.

For my term paper I wrote one

leader's guide and outlined two
others. I was able to informally dis-
cuss these guides with many in the
class and obtain their suggestions.
The best part of the whole thing was
that when I returned home I had one
guide ready for the printer and the
other two were ready in a few days.

These guides have a different ap-
proach than others I had written
earlier. Each meeting has specific ob-
jectives—an outline of things to be
taught at meetings — things to be
done at home — and suggestions for
junior leader responsibi:ities.

Geared to Needs

The leader is given reasons for the
project’s organization and why the
specific requirements are set up —
how they meet the needs of the spe-
cific age group that she will be lead-
ing. This was inspired from class
discussions on leader’s needs for
knowing more about boys’ and girls’
abilities and needs according to age.

The guides have been in use for
the past year. Leaders who have been
trained to use them seem to find
them helpful.

After another year of their use,
some evaluation needs to be made to
determine how effective the guides
are. Since I have had the course in
evaluation, I should be able to do this
easily and with confidence.

In the evaluation class, I decided
to set up a study of the Singer Sew-
ing Machine leader training program.
This is ready for me to use next fall
when the program in our State will
have been given for 2 years. The good
guidance I received and the sugges-
tions of fellow classmates were in-
valuable in preparing this.

If I had prepared this evaluation
alone at my desk without expert as-
sistance, I would have spent much
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more time and would never have felt
as confident of its worth and use.
Even more likely, I would probably
have put it off because I just couldn't
seem to find the time.

Valuable Vacation

My summer school experience was
on my own time as vacation and I
am sure it was the most beneficial
vacation I have ever taken. Those of
us who do not need credit for sum-
mer school courses still require such
help.

Subject matter, it seems to me,
could be added to some of our sum-
mer schools. Then in a 3-week period
many of us could gain information
that could be put to immediate use.
There is a place for assisting special-
ists as well as county agents — allow-
ing them to plan and prepare ma-
terials.

Summer school is indeed worth the
effort if you actually have something
to show for your time spent. This
takes planning and thought before
you go to school.

Another benefit, of course, is the
inspiration that can be gained from
fellow extension workers. This is in-
valuable to us in our job.

READ AND SUCCEED

(Continued from page 8)

ting Information to Farm People.
Technique of Handling People, and
The Art of Plain Talk. From this list
you can see that I've tried to pick
books that give practical and useful
information.

I consider all of these texts very
good and I've put many ideas from
them to work. The one that I prize
most highly is The Art of Plain Talk.
The author, Rudolf Flesch, sets
forth the principle that “writing is
just talking on paper.” I always
wanted to write in that manner and
this book certainly gave me more
confidence to do so.

This informal type of writing has
been used particularly in my news
column. I'd be boasting if I told you
I frequently had calls from farmers
in other States as well as my own
concerning items appearing in my
columns.



Group Deveiopment Training

We’re Applying It On The Job

by JANE F. SCHROEDER, Home Economics Agent, Wasco County, Ore.

HENEVER I find myself wondering

what kind of an agent I would
be if I hadn't taken advantage of
in-service training offered over the
past 8 years, I think particularly of
one of the most recent workshops in
Oregon. This course in Group Devel-
opment Training was fun, it was very
interesting, and it has proved very
beneficial in my job.

In the spring of 1957 we were given
an opportunity to participate in a
4-day workshop for 100 Oregon ex-
tension agents. I call it an opportu-
nity because we weren’'t compelled to
attend. Enro'lment was encouraged
but not required.

The course proved to be a great
learning experience. Working with
other agents, we discovered that as
theory was applied we were able to
“grow” as a group. We simply found
that we were more productive as we
worked together.

I recall an incident which occurred
during one of the first sessions. One
agent wasn’t convinced that the role
of the blackboard person was impor-
tant. Wanting to confirm his belief,

he intentionally misspelled a word
while playing the role of blackboard
man, thinking no one would notice.
Disapproval registered immediately
on the face of each person in the
group. This agent now appreciates
the value of using a blackboard.
Observing my own behavior and
that of others in my group during
the workshop, I soon found myself
thinking about similar behaviors no-
ticed among people with whom I
work. Already I was thinking about
what I could do in my own county.
The old familiar verse might be
modified to say, “You can’t do it to
other people unless you've done it to
yourself.” In other words, we can't
hope to bring group development into
our county program unless we be-
lieve in it and practice it ourselves.
For this reason, my own experi-
ence is being applied constantly in
my work in many ways. It has not
only given me a greater insight for
working with people as individuals
and groups but has caused changes
in me.
Fortunately, every member of our

The leadership team of chairman, recorder, blackboard man and observer is used successfully
in Wasco County committee meetings. This group is setting up goals for the year.

Wasco County Agents Jane Schroeder and
John Frizzell do a ''trial run' in preparing
a theory presentation for unit officers training
school.

Wasco County staff participated in
this training. As a result, our Mon-
day morning staff conferences have
been more productive and more in-
teresting. We find that our county
program is better coordinated and
that we enjoy working together as a
team more than ever before. Here is
evidence that the people in the
county are benefiting directly from
the training which we received.

Our county people have gained in
another way from this guidance.
They are learning more about work-
ing with small groups. For example,
seven women who work closely with
me in developing the county home
economics program have been hear-
ing a great deal from me about
leader and member roles. By making
a point of studying actions at our
sessions and relating my observa-
tions, I helped them realize some of
the group development techniques.

These women have discovered how
to observe for themselves. Now when
they visit’' extension unit meetings
they are able to evaluate the various
groups and do a better job of setting
up future programs to meet their
needs.

Mrs. Dorothy Brown, Benton
County home economics agent, re-
ports one way in which she has ap-
plied group development procedures.
She divided a large county meeting
for training officers into seven small

(Continued on page 20)
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by ORENE McCLELLAN, Home Demonstration Agent, Dallas County, Texas

As agricultural and industrial
changes developed rapidly in
Dallas County, I have been concerned
about our extension program, par-
ticularly in home demonstration
work. Has it grown with the chang-
ing situation? Does our entire exten-
sion program need to be redirected
to keep pace?

This growing concern started me
questioning and searching for a bet-
ter way of conducting extension work
in our urban county. Reading studies
and reports of urban work in other
States stimulated my desire to visit
some of these areas. I wanted to see
how the work was organized and
what methods were used in planning
an effective program.

When a grant for study or educa-
tional travel came my way, I soon
decided to use it for observation of
home demonstration work in urban
areas. My 3 months’ travel leave was
one of the most rewarding experi-
ences in my extension career.

In formulating plans for my sched-
ule of study, I turned to the North-
eastern industrial States. This area
was selected primarily because many
people moving into the Dallas area
have come from that section of the
Nation.

Through our State staff, inquiries
to State leaders brought reports of
various situations. Some States had
urban work in progress for many
years. Others were still in the ex-
perimental stage.

12

My final decision was to concen-
trate my study in one State, with
less time in three others. The urban
areas included were: Kent, Genesee,
Wayne, and Oakland Counties in
Michigan; Erie and Monroe Counties
in New York; the city of Baltimore,
Md.; and Essex County, New Jersey.

Viewed Whole Program

Although primarily interested in
home demonstration work, I studied
as much as possible of the entire
extension program in each county. I
consulted with county agricultural
agents, 4-H Club agents, home dem-
onstration agents, State leaders, spe-
cialists, and 4-H Club leaders and
members. I attended home demon-
stration club meetings, leader train-
ing sessions, program planning meet-
ings, and home demonstration and
4-H achievement events. I observed
radio and television programs and in
one State participated in a home
demonstration program conference.

My schedule included one week
each In most of the counties visited.
The week usually began with the
agents’ regular office conference. I
noted items of interest and with the
agents’ help, mapped my schedule
for the week.

Everywhere I was warmly received
and the extension agents generously
shared their time, information, and
ideas. I shall always be grateful to
the agents, State staff members and
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others who contributed so much to
make my study a truly rich experi-
ence both professionally and per-
sonally.

In general, I was impressed with
how the agents were involving more
people in planning and directing the
extension program in the counties.
An effort to increase the capacities
of people was clearly evident. Good
leader training and effective use of
mass media were two features I
noted most frequently in the urban
programs.

From every State and county, I
received many useful ideas. Most of
all, my own thinking has been greatly
stimulated.

Applications to Program

As we explore possibilities and op-
portunities for involving more people
in the Dallas County extension pro-
gram, these are some of the appli-
cations I feel are important:

® Share findings, ideas, and infor-
mation with coworkers.

¢ Discuss possibilities of expansion
with present extension leaders. They
are coming up with good ideas.

¢ Expand our leader training pro-
gram. Do a more thorough job of
training leaders, open leader train-
ing to organizations other than home
demonstration and 4-H, and recog-
nize leaders for work they do.

e Make better use of mass media.
We are sending weekly news releases
to 15 county newspapers, have started
a weekly 15-minute radio program.
and are developing plans for a tele-
vision program.

® Consider use of yard and gar-
dening clinics with cooperating
nurserymen and garden groups.

e Plan a study to determine wants
and needs of people in county.

e Make progress in securing and
developing 4-H leaders.

I plan to continue my study for
increasing the effectiveness of the
extension program in Dallas County
and am on the lookout for better
methods, new ideas, and inspiration
for doing a better job. My faith in
extension has been strengthened and
I'm deeply grateful for the oppor-
tunity of studying and working with
coworkers in other States.
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THE
DIVIDENDS
GROW

AND GROW

by JESSIE E. HEATHMAN,
Assistant Extension Editor, lllinois

N the 21, years since the comple-

tion of my travel leave, I've had an
opportunity to apply some of the in-
formation gained and to evaluate it
in terms of the job at hand. I count
it a rich and rewarding experience.
And the dividends seem to grow with
the years.

When the University of Illinois
station was being readied for opera-
tion, I was granted a semester’s leave
to study commercial and educational
television programming. We needed
information on minimum budget re-
quirements, staff workloads, and pro-
duction techniques. County farm and
home advisers were requesting help
with local station programming.

A series of programs were given on arts and crafts for the entire fomily.

My assignment was to get first-
hand information. Visiting commer-
cial and educational stations in 12
States, I consulted with business
managers, producers, and directors.
I talked with grade and high school
teachers, county agents, university
and college administrators, and sub-
ject matter specialists.

Observing in-school and commer-
cial programs, I frequently monitored
around the clock. In addition, I at-
tended two national communications
conferences and one regional com-
munications workshop.

One of the most important benefits
gained from my leave is a realization
of the great potential of television

One phase of a television series on family fun—the home yard picnic, Three types of grill
equipment were used to indicate that such a venture need not be costly,

and its place in the overall informa-
tion program. If we are to exploit
television to its fullest (and here our
responsibility is great), we must
know the interests and needs of the
people. We must develop skills and
techniques, be willing to experiment,
and take time to evaluate thoroughly.

In producing two weekly half-hour
home economics programs during the
past two years, we have experimented
with format in an attempt to lighten
the workload for participants and to
make them less ‘“camera shy.” We
have borrowed “soap opera” tech-
niques, adapted classroom methods,
and varied table-top demonstrations.
I believe we have had some measure
of success.

We have experimented with con-
tent, broadening the scope to include
community projects and situations.
We have tried to answer such ques-
tions as: What type of information
is best suited to television? How
much didactic teaching can we ex-
pect to do effectively in a given
period? How many programs should
be included in a series?

This year we are varying our for-
mat to give more flexibility to the
program. We are planning to evalu-
ate three phases: content, presenta-
tion, and impact of message. Cham-
paign County will be our testing area
and a graduate student will help
with the interviews and surveys. In
addition, we hope to organize view-
ing panels, drawing the members
from parent-teacher associations,
women'’s clubs, and extension groups.
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Editor’s Note: This letter was
written to J. J. Thompson, Vice Pres-
ident, Chas. A. Pfizer & Co., New
York, by Mrs. Jessie R. Middlemast,
one of four winners of a Pfizer Home
Demonstration Award in 1956. Be-
cause it so clearly expresses her ap-
preciation of the value of such
awards, we are publishing it as an
open letter to all sponsors of fellow-
ships and scholarships for extension
workers.

Dear Mr. Thompson:

I can't tell you how often I have
written this letter in my thoughts
because it is so important to me to
express clearly and briefly what the
Pfizer Home Demonstration Award
has meant to me. It has enriched my
life professionally and personally —
and I don’t believe one could ever
separate the two or that it would
be desirable to do so in terms of
growth and development.

The generous size of the award has
made it possible for me to complete
my graduate work for the master’s
degree with no financial worries. In
addition, I have been able to start
a small collection of books which
have become important to me as
new windows have been opened in
my understanding of the problems
we face in the mid-20th century.

It becomes more and more imper-
ative that the social sciences keep
up with the rapid technological prog-
ress of our times. Education is in
large part responsible for the ulti-
mate ability of man to live “the good
life’—to develop his ability to solve
life’s problems in the midst of an
ever more complex social and tech-
nical matrix.

Your company has shown this
vision in making study awards avail-
able to us who are privileged to
work with homes and families that
influence the kind of society in which
progress will take place. I am deeply
grateful that I was a recipient of one
of the four awards this year.

My concern is primarily with ad-
ministration in the home demonstra-
tion program so I directed my course
of study in the area of educational
administration of adult education at
Teachers College, Columbia Univer-
sity. I have been out of college for
20 years but have had the benefit of
excellent in-service training oppor-
tunities as an extension worker. How-
ever, I would list as my chief gain
in this graduate study experience the
opportunity it gave me “to stand
apart and take a look.” I don’t be-
lieve it is possible in this day to play
things by intuition.

Research has given us definite
bodies of facts and knowledge—about
how people learn, how people are
motivated. It has given us tools and
techniques and has suggested meth-
ods to use in developing an educa-
tional program that will bring about
a change through the experience of
learning.

Research and invention in science
has revolutionized our lives. There
are definite things to be studied and
learned . . . and the knowing of them
becomes imperative for the educator
who influences people’s lives.

I believe that the time has come
when we must plan for education
from the cradle to the grave and that
education must be the shared re-
sponsibility of all of the agencies and
organizations of man—whether they
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be commercial, religious, govern-
mental or social—if we are to main-
tain a democratic society. My con-
viction has been increased through
my opportunity for study and con-
templation without the responsibility
of a job and of financial burden.

I return to work with my philos-
ophy strengthened and with confi-
dence that what I have learned will
make me a better teacher and ad-
ministrator in our home demonstra-
tion program. This study experience
has given new direction to my life—
and new inspiration.

I will always have a special place
in my heart for your company. It
isn’'t within my ability to put in
words my full appreciation for the
study award which enabled me to
complete this program.

Sincerely yours,
Jessie R. Middlemast,
Home Demonstration Agent,
Nassau County, N.Y.

Epsilon Sigma Phi
Honors 14 Persons

Director James W. Burch, Missouri,
received Epsilon Sigma Phi’s highest
award at the Grand Council’s Novem-
ber meeting in Denver. The Disting-
uished Service Ruby is given to one
member of the honorary extension
fraternity each year.

For outstanding service to agricul-
ture and rural life, certificates at
large were presented to President W.
E. Morgan, Colorado State Univer-
sity; Administrator C. M. Ferguson;
and Georgiana H. Smurthwaite, pro-
gram development specialist, Kansas
State College.

Certificates of Recognition for out-
standing service in extension work
were granted to: Assistant Director
Herbert A. Berg, Michigan; Norma M.
Brumbaugh, State home demonstra-
tion agent, Oklahoma; Edna Calla-
han, clothing specialist, Ohio; Direc-
tor James W. Dayton, Massachusetts;
Frank M. Harrington, professor
emeritus, Montana; Rhoda Hyde,
home demonstration agent, Vermont;
Assistant Director Mabel Mack, Ore-
gon; Gordon Nance, former extension
professor, Missouri; Director Homer
O. Stuart, Rhode Island; and Direc-
tor George M. Worrilow, Delaware.




Fellowships and Scholarships

National 4-H Club
Foundation and
Sear-Roebuck Foundation

In 1958, for the seventh year, we
will have 50 scholarships available to
extension workers for training in the
National Workshop in Human De-
velopment and Human Relations.
These scholarships are provided,
through the National 4-H Club Foun-
dation, by a grant from the Sears-
Roebuck Foundation. The 6-week
workshop is again planned for Cor-
nell University, from July 7 to
August 16, 1958.

As in the past, scholarship appli-
cations will be open to at least one
man or woman extension worker from
each State or Territory, provided
they devote one-third or more time
to work with or for youth. States are
encouraged to name one or more
alternates, because every State does
not name a candidate each year. Ap-
plicant shall not have received one
of these scholarships before. Size of
scholarships will range from $175 to
$225.

Application blanks may be ob-
tained from the State extension di-
rector. Approved applications are to
be sent by the State director to the
Extension Training Branch, Federal
Extension Service, U.S.D.A., Wash-
ington 25, D. C., by April 1.

Pfizer Awards

The Chas. A. Pfizer & Co. of Brook-
lyn, N. Y., has announced the spon-
sorship of four fellowships for travel
or study to be offered in the fall of
1958 to home demonstration agents,
one in each extension region. The
awards are $1,500 each. A minimum
of 5 years experience is required.

Candidates are asked to describe
in their applications the development
of their county home demonstration
program, a detailed plan of how they
propose to use their awards, and in-
formation on their personal and edu-
cational background. The study

period is to consist of a minimum of
6 weeks.

Application forms may be obtained
from the State extension director;
one application from each State
should be approved by the State se-
lection committee and forwarded
with a letter of approval to the Ex-
tension Training Branch, Federal
Extension Service, U.S. Dept. of
Agriculture, Washington 25, D. C,
by July 1, 1958.

Grace Frysinger Fellowships

The National Association of Home
Demonstration Agents has set up two
fellowships named for Grace E.
Frysinger.

The fellowships are for $500 each
to cover expenses of a home demon-
stration agent for a month of visit-
ing other States to observe extension
work. Each State may nominate one
candidate, and the selection of the
agent to receive the fellowship will
be made by the National Home Dem-
onstration Agents Association.

Applications are handled by the
State Association fellowship chair-
man, in cooperation with State home
demonstration leaders.

National Committee on Boys

and Girls Club Work Co-

operating with the Federal
Extension Service

Six fellowships of $2,400 each for
12 months of study in the United
States Department of Agriculture un-
der the guidance of the Federal Ex-
tension Service are available for
young extension workers. The Na-
tional Committee on Boys and Girls
Club Work, 59 East Van Buren St.,
Chicago, Ill., provides the funds. Fel-
lows may study at a local institution
of higher learning or may organize
an out-of-school program of study.

Three fellowships are awarded to
young men, three to young women

from nominations by State directors
of extension or State 4-H Club lead-
ers to the Extension Training Branch,
Federal Extension Service, U. S. De-
partment of Agriculture, Washington
25, D. C. Applications must be re-
ceived by March 1. Application blanks
may be obtained from the State di-
rector of extension.

National Agricultural
Extension Center for
Advanced Study in
Administration and
Supervision

About 25 fellowships are to be
awarded annually on a competitive
basis to degree candidates or special
students. For students without other
financial support, these amount to
$4,000 for the 10-month academic
year or $4,800 for the calendar year.

Graduate assistantships involving
part-time work are available also in
the amount of $130 per month, the
work to be done in the center to
assist with research or teaching.

The deadline date for filing appli-
cations is 6 months prior to the se-
mester in which the students wishes
to enter, or March 1 for the fall
semester and October 1 for the sec-
ond semester.

The Center for Advanced Study is
sponsored cooperatively by the Amer-
ican Association of Land-Grant Col-
leges and State Universities, Federal
Extension Service of the U.S. De-
partment of Agriculture, the W. K.
Kellogg Foundation, and the Univer-
sity of Wisconsin.

Persons interested in opportunities
at the center should write to Dr. R.
C. Clark, Director, National Agricul-
tural Extension Center for Advanced
Study, College of Agriculture, Uni-
versity of Wisconsin, Madison 6, Wis.

Horace A. Moses Foundation

The Horace A. Moses Foundation,
Inc., West Springfleld, Mass., is pro-
viding 102 scholarships of $100 each,
two scholarships in each of the States
and Territories, to qualified profes-
sional staff members of the Cooper-
ative Extension Service. Applicants
are nominated by their respective
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State extension directors to the schol-
arship committee appointed by the
Extension Committee on Organiza-
tion and Policy.

Preference will be given to a man
and a woman county extension
worker from each State if all other
considerations are equal. The appli-
cant shall not have previously re-
ceived one of these scholarships and
must be devoting one-third or more
time to work with rural youth.

The scholarships are to be used for
attendance at one of the approved
short-term (3 weeks or longer)
schools for extension workers. The
applicant is to enroll in the 4-H
course plus others of his choice.

Applications are made through the
State director of extension to the
Extension Training Branch, Federal
Extension Service, U.S. Department
of Agriculture, Washington 25, D. C.,
by April 1.

Sarah Bradley Tyson
Memorial Fellowships

For a number of years the
Woman'’s National Farm and Garden
Association has offered annually the
Sarah Bradley Tyson Memorial Fel-
lowship of $500 for advanced study
in agriculture, horticulture, and the
“related professions.” The term ‘“re-
lated professions” 1is interpreted
broadly to include home economics.
This year the association is making
available two such fellowships.

Applications are made to Mrs.
Walter G. Fenton, Chairman, Com-
mittee on Applications, 20800 Moxon
Drive, Mount Clemens, Mich.

Harvard University

The Graduate School of Public Ad-
ministration at Harvard has re-
quested funds that would make it
possible to offer Conservation Fellow-
ships in the amount of $4,000 each
for the academic year 1958-59. If the
funds are made available, the Con-
servation Program will consist of a
year of study at Harvard beginning
July 5 and continuing through the
end of the academic year in June. It
would be designed to provide train-
ing in the economic and political
aspects of the conservation and de-

velopment of the renewable natural
resources.

Applicants should be men who are
ready for advanced training and pro-
motion. Completion of the 1-year
program entitles the Fellow to the
degree of Master of Public Adminis-
tration.

Application blanks will be sent to
State Extension directors when funds
are made available.

Applications are made through the
State director of extension to the
Extension Training Branch, Federal
Extension Service, U.S. Department
of Agriculture, Washington 25, D. C.,
by March 15, 1958.

Farm Foundation
Scholarships
for Supervisors

The Farm Foundation offers 15
scholarships to extension supervisors
on the following basis:

The Farm Foundation will pay
one-half of the expenses or $100,
whichever is smaller, toward the ex-
penses of one supervisor per State up
to 15 States enrolled at the 1958
Colorado Regional Summer School in
the supervisory course.

Applications should be made by
May 1 through the State directors of
extension to Howard Finch, Secre-
tary, Extension Summer School Com-
mittee, Colorado State University,
Fort Collins, Colo.

Farm Foundation
Extension Fellowships

This foundation offers fellowships
to agricultural extension workers,
with priority given to those on the
administrative level, including direc-
tors, assistant directors, and super-
visors of county agents, home dem-
onstration agents, and 4-H Club
workers. Individuals being trained to
assume administrative responsibility
will be considered; also specialists if
the quota is not filled from supervis-
ory staff. The fellowships will apply
to staff members of the State exten-
sion services and USDA.

Courses of study may be pursued
for one quarter, one semester, or for
nine months. The amount of the
awards will be determined individu-
ally on the basis of period of study
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and need for flnancial assistance.
Maximum grant will be $4,000 for
nine months’ training.

It is suggested that the courses of
study center in the social sciences
and in courses dealing with educa-
tional administration and method-
ology. Emphasis should be placed
upon agricultural economics, rural
sociology, psychology, political sci-
ence, and agricultural geography.

The fellowships apply in any one
of the following universities and col-
leges: California, Chicago, Cornell,
Harvard, Illinois, Iowa State, Michi-
gan State, Minnesota, North Carolina
State, and Wisconsin.

Applications are made through
State directors of extension to Dr.
Joseph Ackerman, Managing Direc-
tor, Farm Foundation, 600 South
Michigan Avenue, Chicago 5, Ill.

Applications should reach the uni-
versity training centers not later
than July 1.

Farm Foundation
Scholarships in Public
Agricultural Policy

The Farm Foundation is offering
100 scholarships, 25 to each extension
region, for county extension agents
attending the regional summer
school courses in public agricultural
policy.

The Foundation will pay two-thirds
of the expenses of the agents selected
by the directors, not exceeding $100
to any one agent. Both agricultural
and home agents are eligible.

Applications for scholarships are
made through the State director of
extension to Dr. Joseph Ackerman,
Managing Director, Farm Founda-
tion, 600 South Michigan Avenue,
Chicago 5, Ill.

WHAT IS IMPROVEMENT
(Continued from page 3)

dures, and plans, primarily dealing
with areas of immediate concern.
The effectiveness of this opportun-
ity is dependent on how well the
teaching situation has been struc-
tured. Many times the participant
attends because he is expected to
rather than seeing this as another
opportunity to improve himself pro-
fessionally. On other occasions, the



activity is provided because someone
thought the participants needed this
type of training. This is most effec-
tive when the participants are in-
volved in the determination and
planning of the activity.

Proper involvement assures that
the teaching effort is based on the
recognized needs and interests of the
people concerned. Improper selection
of content for the time and place
available, as well as inadequate prep-
aration, contribute to lack of enthusi-
asm and acceptance of this oppor-
tunity.

Periodic participation in regional
extension summer schools, purposeful
travel, attendance and active partici-
pation 1n professional association
meetings, and accepting responsibil-
ities on district, State, regional, and
national committees are all consid-
ered professional improvement op-
portunities under this broad concept.
The acceptance of these as a profes-
sional responsibility as well as an
opportunity is desirable.

The opportunity to contribute, to
share experiences, and to gain addi-
tional knowledge and skills are some
of the favorable benefits. A chance to
gain a different perspective, do some
reflective thinking, and develop a
fuller appreciation of responsibilities
are additional attributes.

Need for Graduate Study

Formal graduate study is becoming
increasingly important as a means
of professional improvement. Rapid
advances in technology and growing
complexities in our society dictate the
need for such training. Extension
workers can no longer perform effec-
tively on the training received in un-
dergraduate curriculums along with
the informal training while on the
job. This has been recognized by
both the extension administration
and the land-grant colleges and uni-
versities.

A recognition of the need for such
training on the part of both the
extension worker and the institution
responsible for providing the instruc-
tion has helped to provide more lib-
eral policies relative to leave for
professional improvement. It has also
resulted in providing greater fiexi-
bility and broader selection in gradu-

ate course offerings which will more
adequately meet the needs of the
extension worker.

The effectiveness of participation
in graduate study for professional
improvement is dependent on many
factors. The attitude with which the
person approaches graduate work is
a primary factor in the benefits at-
tained. Some look upon graduate
work solely as a means of getting an
advanced degree. Others want to
make the practical approach, taking
only those courses which can be im-
mediately applied on the job. Because
of broadened curricula and greater
flexibility in degree requirements, it
is usually possible to develop a gradu-
ate program which will meet degree
requirements and provide principles
and methods applicable to the job.

Adequate advanced planning and a
recognition of strengths and weak-
nesses on the part of the extension
worker are essential factors to be
considered if graduate study is to be
an effective professional improvement
opportunity. A determination of a
person’s present needs as well as
planning for anticipated needs in
future responsibilities are necessary
considerations for intelligent selection
and effective participation in gradu-
ate work. Effective counseling and
guidance in this regard can make
graduate study a real professional
improvement opportunity.

A clear recognition of the values of
professional improvement by the ex-
tension worker will help to make
these many opportunities more mean-
ingful. Any extension worker who is
eager and ambitious to do his best
in his job looks for means of im-
proving himself.

Values Cited

Thus, a primary value to the ex-
tension worker is that of improving
his abilities to develop an effective
extension educational program which
will more adequately meet the needs
of his clientele.

A second value is the personal sat-
isfaction and recognition that one
receives from dealing successfully
with complex situations involving the
people whom he serves, his coworkers,
and others with whom he works.
There is no greater reward that
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comes to any individual than that of
a personal feeling of a job well done.

A third value of professional im-
provement is increased opportunity
for advancement and broadened re-
sponsibiiity. More effective programs,
more frequent counsel, advice, and
assistance requested by other edu-
cational agencies and groups within
the county and opportunities to serve
and contribute to the profession on
various committees are all examples
of values of professional improvement
to the individual and to the exten-
sion service.

Demonstrated effectiveness in one’s
present position is always a major
factor in the consideration for posi-
tions of increased responsibility
within the extension organization and
positions in other fields of endeavor.

Salary advancement is another
value received from professional im-
provement. Generally, persons who
regularly and actively participate in
advanced work demonstrate their in-
creased effectiveness and, other fac-
tors being equal, are at a higher
salary level than those who have not
taken advantage of professional im-
provement opportunities.

Professional improvement is the
sum total of all experiences which
the extension worker avails himself
through his own initiative under
guidance and direction. This broad
concept of professional improvement
includes self-improvement and direc-
tion; individual counseling and guid-
ance available through coworkers,
supervisors, and others; conferences,
training schools, workshops, regional
summer schools, travel, committee
work, professional association meet-
ings, and graduate study.

The individual himself determines
how effective the opportunities will
be to him. Others can only set teach-
ing situations in which learning can
take place.

We should accept the fact that
participation in many kinds of pro-
fessional improvement is necessary
and good for the individual, the ex-
tension profession, and the extension
program. Each individual should have
a plan tailored to meet his needs and
interests. No organization will pro-
gress further than the professional
abilities and skills of its personnel.
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IT TAKES MORE

(Continued from page 4)
whenever one looks at an old pro-

gram with new eyes.

Suppose a home demonstration
agent reads an extension bulletin
which deals with how new practices
get adopted. This research shows that
usually a homemaker will not re-
spond to one kind of stimulus — it
barely makes her conscious that the
new practice exists. But if the home-
maker sees a demonstration of the
practice, reads about it in the news-
paper, finds it included in a radio
show, and hears her neighbors dis-
cuss it, she will very likely feel im-
pelled to adopt it.

This home demonstration agent,
realizing the importance of multiple
exposure, may well reflect about
whether her own program is suffi-
ciently well-rounded. Is she relying
too heavily on one kind of educa-
tional activity? Is she dealing with
s0 many matters that she is provid-
ing only a weak and ineffective sup-
port for all of them?

Occasionally the insights resulting
from professional training go very
deep and change the worker’s whole
conception of his role. Suppose, for
example, that an extension specialist
has considered it to be his job chiefly
to go out on call to give consultations,
demonstrations, or talks concerning
his own fleld of specialization.

He may attend a conference dur-
ing which a committee, defining the
role of a specialist, develops the con-
cept that he should be primarily a
trainer, not presenting his special
knowledge himself but helping the
agents to knew how to present it.
Moreover, it is agreed that a special-
ist should not merely wait to be
called, but should actively stimulate
agents to understand his specializa-
tion.

What will this extension specialist
do when he confronts this conception
which is radically new to him? Un-
less he rejects it completely, and it
would usually be hard for him to do
so, his practice would almost surely
change and he might well completely
re-interpret his role and all that he
does to fulfill it.

Some of the learnings which grow
out of professional training are even
more profound and subtle than the

acquiring of insights. Fundamental
attitudes may be changed. A State
director, for example, whose profes-
sional outlook has been fairly well
circumscribed by his extension re-
sponsibilities, may take a course in
adult education at a university. Here
he gains the insight that extension is
merely one of the many significant
agencies in modern society in which
adults are engaged in systematic
learning.

This realization may change the
director’s viewpoint toward his work.
By gaining a conception of the
breadth and sweep of modern adult
education, he will identify himself
with an important social movement
and will view his own job with a new
sense of its vitality and its relation-
ship to the work of countless other
people.

Opportunity for Growth

All of the foregoing examples con-
cern the training which a worker
might undertake in order to perform
his present responsibilities more ef-
fectively. It must be remembered,
however, that extension is a social
framework in which people are con-
stantly moving about from one posi-
tion to another, often into situations
which bring greater responsibilities.

When an assistant agent becomes
an agent, or an assistant director be-
comes a director, both find that the
range of demands made upon them
has broadened. When an agent be-
comes & supervisor, he quickly dis-
covers that his whele approach must
change. He becomes a stimulator, a
resource person, and a superior offi-
cer, working chiefly through the
agents and not directly in the com-
munity or the county as he formerly
did. To prepare for such new assign-
ments as these and to learn how to
discharge them is one of the most
important aspects of professional
improvement.

To sum up, the fundamental tenet
of extension is that the men, women,
and young people whom it serves can
profit by organized learning experi-
ences. Every professional extension
worker must believe that he is ad-
vancing the cause of agriculture and
of homemaking by using education to
help the people with whom he works

18 Extension Service Review for January 1958

to examine their own experience and
to learn new ways of doing things.
If he believes that this is necessary
for the people he serves, he must be-
lieve that it is necessary for himself.
Professional improvement is the
means by which he practices what he
preaches.

MULTIPLE VALUES

(Continued from page 9)

and wondered as to its value. Always
I've come home with new ideas from
other agents or home economists,
inspiration and information from
speakers, new techniques and meth-
ods from exhibits.

At each meeting, I make new
friends in the home economics field
and renew friendships with fine
people from all over the country. 1
come back with a renewed profes-
sional pride in being a home demon-
stration agent and home economist,
and a greater appreciation for living
in a country that makes all these
privileges possible.

Membership in a national organi-
zation brings the professional publi-
cations of that organization. Names
of contributors of articles are no
longer just names — they're people
who addressed us in the national
meeting sessions or talked informally
to us across the table at one of the
association dinners.

As county extension agents, we
work with many people who want a
variety of up-to-date information.
Trips to national professional meet-
ings and reading professional publi-
cations help us to keep abreast of the
times while on the job.

Here in the West where our coun-
ties are large (mine has 3,450,000
acres), we do not often see our neigh-
boring extension agents. Our profes-
sional association ties not only pro-
vide us with technical information
but help to keep up our merale.

I've been a home demonstration
agent for 28 years. During this time
I've been privileged to work with fine
county people as well as State and
national extension personnel. I cer-
tainly prize these associations and
the values that have come to me
through membership and participa-
tion in national professional organi-
zations.



22 Years in Extension

and I'm Still Learning

by JOSEPH MUIR,

Farm Advisor, Contra Costa County, Calif.

VEN before I started out as Gar-

field County (Utah) Agricultural
Agent in 1936, an extension career
was already a deep-seated ambition.
I had completed several years of 4-H
Club work, won a trip to the National
Club Congress, and participated in
many extension activities. Thus I
started my career dedicated to the
proposition of helping farm people
help themselves.

I had spent a lot of time with my
county agent, Lyman H. Rich. He
was tops in the fleld and the way
things clicked in Wasatch County,
Utah, justified my admiration. To
prove myself worthy as one of his
proteges, I attacked the extension
program with enthusiasm.

As the months wore on, I often
found myself wondering what had
happened to many of my important
projects. They just hadn't gone over.
At the first annual conference I was
lamenting to Director William Peter-
son how slow my people were to
accept new ideas. He smiled and said,
“When we sent you down there we
didn’t expect you to remake the
world immediately.”

That remark started me thinking.
After a close analysis of the projects
that didn’t go over so well, I discov-
ered that some of my methods had
been wrong, my publicity approach
poor, and my knowledge of human
nature sadly lacking.

The local newspaper editor was
forever suggesting that I rewrite a
news story. And if there wasn’t time
I would read my reports in the paper
and find them very readable and in-
teresting. But that wasn’t the way I
had turned them in. The editor had
taken pity on me and rewritten the
stories. I decided that if I was to be
a successful extension worker, I had

Group approach to a community problem is evident in this cooperative
tour with SCS on lining of water storage range reservoirs.

to learn more about how to do my
job.

At the first opportunity I attended
summer school at Colorado A & M
in 1938. The advance program an-
nouncements had listed courses in
publicity in extension work by Bris-
tow Adams of Cornell University and
extension methods by H. W. Hoch-
baum, Eastern Federal Extension
Supervisor. These courses were right
down my alley. I was determined to
learn how to write a news story that
would not only sell my program but
please the editor.

The influence of Professors Adams
and Hochbaum on me was tremen-
dous. Professor Adams taught me the
five w's of writing and gave me the
foundation rules in story formation.
He also instilled in us the importance
of vision in our work in helping farm
people.

Gained New Tools

I came back to my county armed
with some impeortant tools. From then
on when a project was started, I
used sounder methods. The publicity,
subject matter articles, bulletins, cir-
cular letters—in short, the printed
word—came out better. I started a
county agent’s column in the local
paper and soon people were telling
me how much they enjoyed reading
it.

Still I found myself failing to fully
understand people. I did net know
just how to approach them as indi-

viduals or groups to win their sup-
port.

When I read in the 1940 Colorado
A & M extension summer school bul-
letin that Professor Paul Kruse of
Cornell was to teach psychology for
extension workers, I knew that course
was for me. Again I was greatly im-
pressed with a teacher. He taught me
very useful information on attitudes
and the nature of people that has
stuck with me ever since.

Summer school taught me how to
better work with people. It was like
magic the way things got done—by
the people themselves.

After 7 years in extension, I was
getting more specialized in my think-
ing and decided I should learn more
about livestock. Enthusiastic and de-
termined, I applied for sabbatical
leave and earned a master’s degree
in animal husbandry at Texas A & M
in 1942-43.

This broadened my understanding
of animal science and helped fulfill
my ambition to become a livestock
specialist. Two years later I accepted
an appointment as extension animal
husbandman at the State College of
Washington.

The two summer schools had
sharpened my know-how in working
with people. Graduate study gave me
a deeper understanding of the sci-
ence of livestock production and 9
years of fleld experience in a large
livestock county made me ready to
test my wings as a specialist.

(Continued on page 23)
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New Michigan Institute Offers Three
Professional Development Programs

ITH the recent creation of the

Michigan Institute fer Exten-
sion Personnel Development, three
universities now offer graduate pro-
grams leading to a Ph.D. degree for
extension workers. The others are
Cornell University and the Univer-
sity of Wisconsin.

These three schools are among 10
which grant a master’s degree to both
agricultural and home economics ex-
tension workers. They include: Colo-
rado State University, Kansas State
College, University of Kentucky,
Louisiana State University, Missis-
sippi State College, and University of
Missouri.

The University of California offers
a Master of Education degree for ag-
ricultural agents. Graduate programs
at Tennessee and Oklahoma provide
masters’ degrees in home econemics.

Flexible Training

Based on 7 years’ experience at
Michigan State in planning graduate
study programs with more than 200
extension agents, the Michigan In-
stitute was founded on a flexible,
individualized, interdisciplinary con-
cept of training. It focuses the total
educational resources of the univer-
sity on the training of extension
workers.

According to Dr. John T. Stone,
staff training officer, the Institute
makes new and challenging pro-
fessional improvement opportunities
available to county agricultural
agents, home demonstration agents,
4-H Club agents, specialists, and sup-
ervisors. It was created in recognition
of the unique ever-changing training
needs of extension workers in a dy-
namic society.

Under today's rapidly changing
conditions, a single training program
cannot meet the needs of all exten-
sion workers. The Institute concept
encourages a systematic but individ-
ualized study approach to help each
extension worker equip himself to
meet new and different situations.
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The program is flexible to keep
pace with the ever-expanding scope
and growing responsibilities of ex-
tension. By carefully building their
study program around strong course
offerings throughout the university,
agents can receive special training
for the many different types of posi-
tions developing within the Exten-
sion Service.

Related Programs

Basically the Institute offers three
different yet related professional de-
velopment programs.

Graduate Degree Program: The
degree of Master of Science with a
major in extension is granted by
either the College of Agriculture or
College of Home Economics. Candi-
dates for a master’s or doctor of
philosophy degree in any department
in these two colleges may elect a
minor field in extension through the
Institute.

Considerable flexibility is permitted
in formulating graduate study pro-
grams, with a minimum eof required
courses. In planning the program, the
student’s background, experience, fu-
ture aspirations, and professional in-
terests are taken into consideration.

Past experience - indicates that a
program meeting the needs of most
extension workers consists of courses
in technical agriculture or home eco-
nomics, one-third; courses in social
sciences, one-third; seminar and re-
search problem courses combined
with optional ceourses in education
and/or communication arts, one-
third.

Professional Study and Research:
This program is designed for ex-
perienced extension workers desiring
to improve their professional com-
petence but not concerned about
earning an advanced degree.

Extension workers are encouraged
to take advantage of the facilities of
the Institute for self-improvement
study observations and research.
They may audit various courses of
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special interest or take them for col-
lege credit, even though not neces-
sarily working towards a degree.

Under this more informal pro-
gram, students make organized field
observations, study, and evaluate va-
rious phases of the Michigan exten-
sion program which are of particular
interest.

Work and Study Internships: This
is a special program offered by
the Institute for new workers in
the Michigan Cooperative Extension
Service. It offers both experienced
and inexperienced men and women
an opportunity to prepare for spe-
cific assignments in extension.

Agents accepted for this special
program are “agents in residence” for
3 to 12 months. Their study and work
experience program includes: getting
acquainted with staff members, study
of the Michigan Extension Service
and extension teaching methods, or-
ganized fleld experience, special re-
search assignments, and participation
in graduate courses and seminars.

APPLYING ON JOB
(Continued from page 11)

district sessions. Each group in-
cluded from 8 to 14 people. This ar-
rangement afforded her an excellent
opportunity to demonstrate through
group action some of the reasons
why groups “tick,” responsibilities of
leaders and members, and other
group promotion procedures. The of-
ficers were so enthusiastic that they
requested another similar meeting
later in the year.

She also has used experience gained
in project meetings to increase men-
tal involvement of the people. In a
project on economical use of the
freezer, she was able to lead indi-
viduals through group movement to
accomplish a goal which was much
more satisfying to them because it
was their own action.

This system could be applied to
meetings that we present as well as
to project leader training.

More of the same was applied in a
different way this fall at our annual
officers’ training school. This included
about 90 chairmen, secretaries, and
chairmen of standing committees.

John Frizzell, county staff chairman,
and I worked out an informal theory



presentation designed to be of max-

imum value to these new officers.
Utilizing an easel, we demonstrated
such principles as types of leadership
and their effect on a group, qualities
of good leadership, how one can be
a good leader, and some of the re-
sponsibilities of a leader.

Expressions on the faces of our of-
ficer trainees assured us that they
were beginning to think “back-home
application.” Since that time I have
attended meetings conducted by these
officers and have observed some good
results.

Leadership training workshops are
being conducted here this spring with
the help of the State staff. We an-
ticipate that the experience which we
have had will be of great advantage.

Mentioning all the ways in which
I have applied group development
knowledge on the job would be im-
possible. Most important, it has made
me aware of behavior in groups and
conscious of my own actions and re-
actions.

A considerable gap exists between
theory and its application. Neverthe-
less, there is a real challenge in try-
ing to close that gap by practicing
the application of group development
techniques.

A GOOD AGENT
(Continued from page 5)

them with current and new ideas.
The agent could easily become so
busy in day-to-day chores that the
people might become better informed
on current farm problems than the
agent.

Extension, as the educational arm
of the U. S. Department of Agricul-
ture, operates largely in the field of
adult education. Therefore, it is es-
sential that agents have an under-
standing of the educational process.

“Education involves meore than
making avalilable factual informa-
tion; and educational achievement is
attained only when interest is aroused,
understanding is developed, and ap-
propriate action is taken. An end ob-
jective of education is the develop-
ment of individuals to the point
where they are able to make deci-
sions as to possible alternative courses
of action with personal confidence in
the soundness of the decisions they

have reached.” (USDA report on
Scope of Extension’s Educational
Responsibility, 1946.)

Needs of Agents

In view of the foregoing situations
existing in our land today, I want
agents to be able to do many things
in being of service to agriculture.

I want agents to consider the eco-
nomic and social conditions existing
in their areas and to study the risks
involved in making recommendations
and suggestions. To do this they must
understand people, their social habits,
educational level and attitudes, as
well as have a good knowledge of
subject matter.

Agents must be good organizers
and know how to use leaders so as to
multiply their efforts. They must
delegate or share responsibillty with
others on the staff and give sincere
recognition for jobs well done.

I want agents to be congenial with
each other, to support each other and
create a climate before the public
that will command the respect and
confidence of the people and be con-
ducive to carrying out the family
approach in extension work. They
should have one program in the
county which will include youth,
home economics, and agriculture.
They should look at the farm and
home as one unit and recommend
practices that will support each other
to the end of using full resources.

Agents should be a part of their
community and participate in civic
organizations, church, school affairs,
and other activities. They should
have a genuine love for people and
a desire to be of service.

Work as a Team

Agents must keep in mind political
trends and their possible influence on
agricultural programs. They should
keep in close contact with local, State,
and national leadership of farm
people and be a closely integrated
part of the team with the land-grant
college and USDA. They must work
cooperatively with all other agencies
of the USDA in bringing about wiser
use of resources resulting in more
efficiency and greater service.

Educationally, I want agents to
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plan for advanced study, to take part
in all in-service training programs,
to spend some time reading and
studying while on the job and to
cultivate an open mind toward new
ideas and practices. The amount of
educational training that was once
sufficient for an agent is no longer
adequate. The educational process is
becoming more complex and the
agent cannot be complacent nor can
he consider himself educated.
Agents should have the capacity
for self-analysis and be able to eval-
uate, not only their program, but
themselves in relation to their pro-
gram. They should have a desire to
revise goals and activities in terms of
changing cenditions eof rural life.

Look in Future

Agents must look ahead and visu-
alize and even dream a little as to
what agricultural and home condi-
tions should be in their community
10 years hence. They must realize
that agricultural problems are no
longer conflned solely to farm prob-
lems but are intertwined with indus-
try. Through Rural Development and
other programs, industrialization is
coming to many of the rural areas.
Farmers and homemakers are ac-
cepting part-time employment in
these industries and at the same time
this movement brings urban people
into the country.

Today’s extension agent must be a
specialist -in several flelds and at the
same time a generalist in having the
ability to look at the total program.
I want agents to be able to develop a
program that blends the activities of
these people and to take the lead in
encouraging the fullest use of all re-
sources in the area toward the de-
velopment of a better farm and home
program.

I want agents to have access to,
and make full use of, subject matter
specialists and be able to develop an
approach that will make research
and the knowledge that comes with it
meaningful to those who have need
of it. As we advance to the future
and specialization becomes more
prominent, I suggest that the agents’
personal skills in the techniques of
farming may not be as important as
their ability to develop agricultural
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ideas and to counsel with farm
people.

And then I want agents to plan
some time for rest and recreation—
to have some time to spend with their
families and to participate in activ-
ities that include the entire house-
hold. Healthy, happy family relation-
ships give incentives to more efficient
operation.

GIVE A CHECKUP
(Continued from page 6)

standing, coupled with skill with
techniques, is the height of profes-
sional competency.

Skill at Inquiry: This is basic to
guidance or counseling. Without this
skill extension workers cannot help
people analyze their problems and
work out effective solutions.

The process of inquiry consists of
four primary steps:

1. Identifying the difficulty, prob-
lem, or need.

2. Discovering the focal point of
trouble.

3. Determining possible solutions.
4. Evaluating the alternative plans
of action and selecting the best.

Ability to Evaluate: With the ex-
pansion and growing complexity of
the extension program has come an
increasing need for operation on the
basis of facts rather than of opin-
ions—of knowing vs. guessing. On
what basis do extension workers ar-
rive at facts about programs, accom-
plishments, and ways to improve
them? Greater emphasis is being
placed on scientific inquiry as a
means of evaluation.

Identifying Competencies

In essence, evaluation is a process
by which one “looks to see” by using
valid and reliable methods. It is a
means of identifying what is actually
happening as a result of our efforts
and points at which our method may
be improved.

The basic significance of evaluation
lies in the fact that it is useful in
guiding our programs and teaching
efforts. It is an integral part of any
effective extension undertaking.

Competency means fitness for the
necessities of the job, ability to meet

all requirements of a professional as-
signment, skill to perform effectively
all the current tasks of the position.
What is known today about profes-
sional training all points to the ne-
cessity of clearly identifying the
competencies needed as a necessary
prerequisite for training. It is the
mark of a growing profession to give
thought to this problem.

The foregoing list is only prelimi-
nary and should be developed much
further. It is hoped that, even though
incomplete, it will stimulate further
thoughts about competencies needed.
In this same vein, I would like to pose
the following thoughts:

1. We are experiencing a period
in which standards for professional
proficiency are constantly rising in
all flelds of endeavor.

2. An important characteristic of
the 20th century is its requirement
of decisiveness in action.

3. It is clear that extension is
dealing with a dynamic parade, not
with a static congregation.

4. The quality of extension educa-
tion, like that in any prefession, can
never exceed the professional quality
of the people who carry it on.

5. Extension personnel with com-
petencies to perform effectively the
current professional tasks are our
best assurance against becoming lost
in the passing parade of progress.

6. Extension workers must con-
stantly seek to further clarify the
professional competencies needed and
to attain them as rapidly and as
completely as practicable.

GRADUATE TRAINING

(Continued from page 7)

a certain way. They would suggest
one or more ways in which I might
proceed, then leave the final decision
up to me.

Four Benefits

Looking back on my ten months at
the Center, I feel that there were
four areas of experience which were
valuable. First, the course work gave
me new knowledge and a different
slant on existing knowledge. My con-
cept of research changed consider-
ably through doing some actual re-
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search and writing it in thesis form.
Just getting away from the job long
enough to take a new look gave me
a new insight into extension. And in
my many associations with extension
workers from other states, I learned
that there is more than one good
way to do extension work.

As yet, I have not decided which of
the four areas was most valuable.
Perhaps it is not important to decide.
They all contributed to my total
learning experience.

The strength of the National Agri-
cultural Center for Advanced Study
lies in the staff that Dr. Clark has
assembled. Each one is outstanding
in his field. I found all staff members
at the Center cooperative and help-
ful. They have good working rela-
tionships with the rest of the Univer-
sity of Wisconsin faculty, which is an
asset to the graduate students who
take courses in several departments.

Family Adjustments

It was not easy for us to pull up
stakes and move to a different State
for nearly a year. The move meant a
completely new routine for me and I
looked forward to it with some mis-
givings. For my wife, it meant taking
care of the famlly in a different house
and shopping at strange stores.

Our 12-year-old daughter probably
had the greatest adjustment to make.
She had her friends in Indiana and
her relationships were well estab-
lished. I felt sure that the ten months
ahead looked much longer to her
than to me.

Our son, 6 at the time, looked on
the move as an adventure. His rela-
tionships were not as strongly estab-
lished as those of our daughter and
he was not leaving so much behind.

After about a month in Madison,
all of us felt at home. We had our
new routines established and every-
thing that had seemed strange at
first was now normal.

The real test of my advanced study
program is yet to come. Will I be able
to do a better job for the Extension
Service in Indiana? I hope the an-
swer is yes.

* L] .

A fertile mind is as important as a
fertile soil in successful and profit-
able farming.



STILL LEARNING
(Continued from page 19)

From then on I constantly thanked
my lucky stars that I had those ex-
periences in summer sessions and
graduate study. Situations were al-
ways coming up that couldn’t be
handled nearly as well without them.
My journalism course continued to
bear fruit as I wrote a weekly column
in the Western Livestock Journal for
5 years, plus many subject matter
articles in other publications.

I returned to county work in 1950
in Monterey County, Calif., and set-
tled down for a long tenure. Yet,
after 7 years I began to wonder about
myself and the county program.
I reasoned thus: I haven’t really
stopped to analyze what I have been
doing in a systematic scientific way.
Were the things I did really worth-
while? Had they made any lasting
effects on the people?

Early in 1957 I learned that an
evaluation course was to be taught
at Cornell extension summer school
by Fred Frutchey of the Federal Ex-
tension Service. I spent an enjoyable
and enlightening three weeks study-
ing the evaluation process and how
to apply it in my work.

On the way home my thoughts ran
along these lines: “Joe Muir, you've
been in extension for 22 years and
had many experiences in both county
and State work. With this knowledge
of evaluation, you had better make
an appraisal of your past werk, your-

self, the extension programs and their
long time accomplishments, with a
view to bettering the future. You have
at least another 10 to 15 years ahead
of you as-a career man in extension.
Now you should be in a position to
put your time to the best possible
use for the welfare of your farm
people.”

As I look back on my three post-
graduate school experiences, I am
very thankful that I took the time and
expense to go. I will be forever grate-
ful to the kind professors for their
generous help. Each time I went I
had a specific problem and went after
exact information to help solve it.
It has paid off in not only salary divi-
dends but more importantly in per-
sonal satisfaction that I have become
a better extension worker as a result
of the effort.

I would like to pass on a bit of
advice to my fellow extension work-
ers. By all means, look ahead. While
there is still a “kick in the old mule,”
keep up to date.

Attendance at summer school or
longer term graduate study will give
you the opportunity to get out and
get acquainted with new sclence,
new people, new ways of doing things.
It will develop your skills in working
with people. It will give you a new
view of yourself.

While away from the job you'll
find that people can get along with-
out you. This is humbling and gives
us an understanding of our limita-
tions. It makes us more tolerant.

Good group relations and advance publicity were credited for this large turnout for a

cattle demonstration.
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Extension is working with people.
Live, breathe, and be one of them.
Love, thrill, suffer with them. And
along the line, help prepare the way
for our farm people to continue to
progress and improve the rural scene.

Monthly Revisions in

Publications Inventory

Last month the article “Rack ’em
Right” explained the operation of a
new plan to aid county extension
offices in keeping bulletin supplies up
to date.

State publication distribution offi-
cers have been provided coples of the
Annual Inventory List of USDA Pop-
ular Publications for all county of-
fices. This is the first monthly sup-
plement to that list.

Bulletins that have been superseded
should be discarded. Titles of re-
placements and other new publica-
tions should be added to the list
and bulk supplies ordered under the
procedure set up by your publications
distribution officer.

New publications include:

FB 2109 Shelterbelts for the Northern Great
Plains

L417 Tobacco Cutworms—How to Con-
trol Them, Replaces F 1494

L419 Hauling Water for Range Cattle

L420 Blackleg of Cattle, Replaces F 1355

L4221 Mesquite Control of Southwestern
Rangeland, Replaces L 234

L426 Scab of Cereals, Replaces F 1599

L429 The Meal-Type Hog

G55 Potatoes in Popular Ways, Replaces

L 295

The following have been discon-
tinued but county offices may use any
copies they have on hand. The titles
should be removed from the inven-
tory list as USDA supplies are ex-
hausted.
FB 1418
FB 1881
FB 1931

Lettuce Growing in Greenhouses
Potato Diseases and Their Control
Care and Use of Rope on the
Farm
The Pepper Weevil
Protection of Turf from Damage
by Japanese Beetle Grub

The following is obsolete. All copies
should be discarded and the title re-
moved from the inventory list.
FB 1330 Parasites and Parasitic Diseases of
Sheep

L 226
L 290
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Plan to attend

SUMMER SCHOOL IN °58

University of Arkansas
Fayetteville
June 16-July 3

Principles and Procedures in Pro-
gram Development and Projection,
Charles A. Sheffield, Federal Exten-
sion Service

Principles of Extension Teaching (to
be announced)

Effective Use of Information Media
(to be announced)

Organization and Procedures in 4-H
Club Work, John Banning, Federal
Extension Service

Extension Education in Pubiic Affairs
(to be anneounced)

Use of Groups in Extension Work
(to be announced)

Colorado State University
Fort Collins
June 16-July 3

Family Financial Management, Star-
ley H. Hunter, Federal Extension
Service

Principles and Techniques in Exten-
sion Education, G. P. Summers,
Kentucky

Administration and Supervision in
Extension Work, F. E. Rogers, Mis-
souri

Basic Evaluation Adapted to Exten-
sion Teaching, Ward F. Porter,
Federal Extension Service

Public Relations in Extension Edu-
cation, William L. Nunn, Minnesota

Psychology for Extension Workers,
Fred P. Frutchey, Federal Exten-
sion Service

Principles in the Development of
Youth Programs, R. O. Monosmith,
California

Rural Recreation, Stewart G. Case,
Colorado

Principles in the Development of
Agricultural Policy, Tyrus R. Timm,
Texas

University of Wisconsin
Madison
June 9-28

Extension Communication,
White, Wiscoensin

Farm and Home Development, John
B. Claar, Federal Extension Service

Development of Extension Programs,
Gale VandeBerg, Wisconsin

Evaluation of Extension Work, J. L.
Matthews, Federal Extension Serv-
ice

4-H Club Organization and Proced-
ure, T. T. Martin, Missouri

Extension Methods in Public Affairs
(to be announced)

Administration of County Extension
Programs (to be announced)

Rural Sociology for Extension Work-
ers (to be announced)

M. E.
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Cornell University

Ithaca, New York
July 7.25

Farm Policy Education, Kenneth L.
Robinson, Cornell

Principles in the Development of 4-H
Club Werk, John Merchant, Ver-
mont

Farm and Home Development —
Techniques and Economic Consid-
erations, Starley Hunter, Federal
Extension Service, and Robert
Smith, Cornell

*Special Problems in 4-H Club Pro-
grams, Mylo Downey, Federal Ex-
tension Service

Program Bui.ding in Extension Edu-
cation, D. B. Robinson, Ohio

Psychology for Extension Workers,
Glenwood Creech, Wisconsin

Evaluation in Extension Work, Em-
ory Brown, Pennsylvania

Communications in Extension Work,
George Axinn, Michigan

Prairie View Agricultural
and Mechanical College
Prairie View, Texas

June 9-27

Agricultural Communication, Sher-
man Briscoe, Office of Information,
USDA

Rural Sociology for Extension Work-
ers, Kate Adele Hill, Texas

Development of Extension Programs,
Martin G. Bailey, Maryland

4-H Club Organization and Proced-
ure, Ben D. Cook, Texas

Farm and Home Development, Eula
J. Newman, Texas

Extension Supervision, P. H. Stone,
Federal Extension Service

* Advanced course open to extension
workers who have had elementary course
in 4-H Club work at one of the Regional
Summer Schools or to agents with at
least 10 years experience in 4-H Club
work, or State 4-H Club leaders.




ITY
GAN

1358

Are your tools equal to the task?



Prepared in

Division of Information Programs
Federal Extension Service, USDA
Washington 25, D.C.

Division Director: Lester A. Schlup

Editor: Edward H. Roche

In This Issue

Page

27 How's your batting average?

28 What makes groups click?

29 Communications training fits the parts
together

30 Do we help people help themselves?

31 Putting it across

32 What kind of meeting do people like

33 Working as a team

34 The visit — a multiple-use tool

35 Broader horizons for 4-H work

36 It's still a basic tool

37 We package the demonstration

38 A new look at my job

39 This recipe has the ingredients for
success

41 They put their jobs on display

43 News and views

47 Monthly revisions in publication
inventory

48 Something new has been added in 4-H
club projects

T he Extension Service Review is for Extension educators—

in County, State and Federal Extension agencies—who
work directly or indirectly to help people learn how to use the
newest findings in agriculture and home economics research
to bring about a more abundant life for themselves and their

community.

The Review offers the Extension worker, in his role of edu-
cational leader, professional guideposts, new routes, and tools
for speedier, more successful endeavor. Through this exchange
of methods, tried and found successful by Extension agents,
the Review serves as a source of ideas and useful information
on how to reach people and thus help them utilize more fully
their own resources, to farm more efficiently, and to make the
home and community a better place to live.

Vol. 29

February 1958

No. 2

EAR TO THE GROUND

Are Your Tools Equal to the Task?
This month’s issue takes a fresh look
at some of the methods used by
county workers and brings you up to
date on how these fit in with today’s
and tomorrow’s extension efforts.

We're living in a time of rapid
change. The extent and the speed
with which farm families adjust to
these changes may well determine
their future. One of Extension’s big
jobs is to use every method at its
command to help farm families make
the necessary adjustments as rapidly
and as painlessly as possible.

Are we ready for this job? The first
step in answering this question is to
look at the tools we're using and see
if they’re adequate. Then we have to
consider others that we might be
using to do an even better job. Fin-
ally, of course, we have to find ways
to fit all these methods together.

Next month we’re going to feature
Extension’s role in the Rural Devel-
opment program. We’ll also have
some articles on Extension activities
related to this work, showing how
they all contribute to a well-balanced
program.

Rural Development is underway
formally in less than 100 pilot coun-

ties but their experience offers sug-
gestions for all extension workers.
A broad study of a county’s resources
is a basic step in Rural Development.
Similar studies are valuable in pro-
gram projection in all areas. Studies
in the pilot counties have revealed
some human characteristics common
to all these counties. Perhaps they
offer some clues that will aid you
in planning ways to carry out your
program.

Proven extension methods are be-
ing used to carry out Rural Develop-
ment work. For example, families in
these areas have to analyze their
resources, study their alternatives,
and make some decisions if they are
to increase their income and improve
the family’s living standards. Thus
Farm and Home Development is a
good way to help these familles de-
velop their problem-solving abilities.

Rural Development also offers an
excellent example of inter-agency
cooperation. It has been defined as
“bringing to focus the resources of
all agencies . . . to increase income
opportunities of rural people and as-
sist them in improving the economy
of the area.” Certainly this is an ob-
jective not restricted to the 100 pilot
counties.—EHR

The Extension Service Review is published monthly
by direction of the Secretary of Agriculture as administra-
tive information required for the proper transaction of
the public business. Use of funds for printing this publica-
tion approved by the Director of the Bureau of the Budget

(July 31, 1955).

The Review is issued free by law to workers enguged
in extension activities. QOthers may obtain copies from the
Superintendent of Documents, Government Printing Office,
Washington 25, D. C,, at 15 cents per copy or by subscrip-

tion at $1.50 a year, domestic, and $2.00, foreign.
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How’s your batung

by GEORGE H. AXINN,

Assistant to Director of Extension, Michigan

uccess is important to all of us.

Each of us hopes to succeed in
our job. If you work on a production
line and produce yards of fabric, for
example, it's relatively easy to mea-
sure your success. You merely count
the number of yards you produce in
a day.

If you play professional baseball,
your batting and flelding averages —
your hits, runs, and errors — tell you
and the rest of the world how suc-
cessful you are. You may have a good
year or & poor year. But there is
never any question as to how well
you are doing on the job,

On the other hand, if you are a
county extension worker, it’'s very
difficult to know whether you are do-
ing the job effectively. It is difficult
to know what personal abilities your
job requires. And it's difficult to be
able to say without any question,
“I am a success.”

In spite of the difficulty, however,
every good county extension worker
does some self-evaluation. Riding
home from a meeting, an agent asks
himself, “Did it go well?” Walking
out of the radio studio, an agent says
to himself, “This was a good show.”
A flood of mail in response to the
home demonstration club meeting is
a clue to the effectiveness of tlic
home agent’s work.

Informal comments from our co-
workers continually tell us something
about how successful we are. And,
of course, the extension agent with
an honest and critical husband or
wife receives an evaluation of the
day-to-day job.

average?

NIl

This kind of personal evaluation
gives us some idea of the extent to
which we are successful. But there
are several reasons why it pays for
each of us to do a more systematic
job of evaluating ourselves and our
total jobs. For one thing, it will help
us increase our understanding of our
jobs and the level of our perform-
ance. It will improve our perform-
ance on the job and the effectiveness
of extension work, and should in-
crease the satisfaction that we get
from our jobs.

As with the fabric mill worker, the
easiest kind of measurement is to
determine the volume and quality of
production. Some service aspects of
the county extension job are mea-
sured this way. In our formal report-
ing systems we usually list the num-
ber of activities which we perform.
We record the number of days in
the office and the number in the
fleld. We total the telephone calls,
office callers, circular letters, and
bulletins distributed. We also count
the number of radio and television
programs, meetings, etc. in which we
are involved.

Measure Changes in Behavior

We count those things which are
easy to count—the activities in which
we are involved. We make few mea-
surements of the changes in be-
havior of people with whom we work
— the real goals of any educational
program. This suggests that one way
to evaluate ourselves is in terms of
our program. To what extent have
the goals and objectives of our pro-
gram been achieved?

This kind of evaluation can relate
to individual activities, such as a
corn fleld day, kitchen tour, or junior
livestock show. It can also be related
to our long-time effectiveness as an
extension worker.

To do this kind of self judgment,
we must first have some kind of a
planned program. Planning and eval-
uation are inseparable. Without spe-
cific, tangible, measurable goals and
objectives, it is impossible to evaluate
the extent to which we achieve those
objectives. Every county extension
agent, in order to demonstrate his
success on the job, must first develop
a written statement of the educa-
tional impacts he plans to bring to
bear upon the people with whom he
works and the changes to be effected.

Because the goals in our program
may be difficult to measure or im-
possible to claim credit for, we must
turn to certain evaluative criteria.
Here we rely on our own experience
and that of other extension workers,
as well as the small amount of re-
search which has been done on the
extension job. We look at the things
others have done which have been
associated with successful achieve-
ment of goals and objectives in ex-
tension programs.

Areas of Study

With regard to planning and devel-
oping the county program, for ex-
ample, we can ask ourselves how
carefully and systematically we have
analyzed the situation in our county.
We can ask whether we have assisted
our advisory groups and special in-
terest committees in a study of the
overall situation to determine in-
terests, needs, problems, and prior-
ities.

To what extent have we developed
the program cooperatively with these
various advisory groups? Do our
plans include a way of evaluating
what has been done? Has leadership
been developed by involving people
in program development?

With regard to our advisory groups,
we can ask ourselves: Have we
trained our advisory groups and other
local leaders to carry out their
responsibilities? Are our advisory
groups and committee memberships

(Continued on page 46)

Extension Service Review for February 1958 27



What
Makes

Groups
Click ?

by MAUD M. WALKER,
Group Development Specl., Oregon

HY are some committees produc-

tive while others can’t seem to
get started? Why does attendance
hold up in some 4-H Club groups
and fall off in others? Why do some
agents look forward to going to
county staff meetings while others
tolerate it as a requirement of the
job? These are some of the questions
which have been raised by extension
staff members in Oregon.

Much extension work is centered
in the small group—from the county
staff itself to county councils, 4-H
and home economics clubs, commit-
tees, and similar groups. If our pro-
gram is to be successful, we must
know how to work effectively and
harmoniously with people in groups.

Increases Output

The social scientists, in their re-
search In group dynamics, have
shown that there is greater produc-
tivity when people are involved in
the planning and setting of their
own goals. They've also pointed out
the importance of teamwork in
bringing about social change and the
effects of democratic vs. autocratic
or laissez-faire leadership.

Among their findings has been the
training value of joining a new group
in which one actively participates
and observes the development of the
group’s goals, standards, procedures,
leadership, and internal organization.
There may be evidence of competi-
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tion for leadership. Some people par-
ticipate freely, others remain silent.
The problem of an agenda arises.
How and who will decide what the
group talks about?

This is the unique experience which
106 agents in Oregon had in April
1957 when they attended two district
staff workshops in group develop-
ment.

The objectives of the workshops
were: to increase our effectiveness in
working with groups by increasing
our sensitivity and awareness of be-
havior in groups and its effect on
others, further developing and prac-
ticing leadership skills, and consid-
ering ways of using workshop experi-
ence “back home.”

The group development workshops
were scheduled in two parts of the
State and enrollment was voluntary.
Where possible, county staffs sent
half of their members to one work-
shop and half to the other. The first
workshop had an enrollment of 60
and the second 46, with 32 of the
36 counties in the State represented.

Changed Attitudes

Some of the agents had attended
workshops held 3 or 4 years earlier
and knew what to expect. Others
were wary. As the 4-day workshop
progressed, the negative attitude of
some agents changed to positive.
There was “something to this group
development business after all.” In
observing their own behavior and its
effect on others, as well as the be-
havior of group members, they began
to recognize familiar problem be-
havior on their own staffs and in
some of their extension groups.

There may be the prominent
farmer who has all the answers, the
staff member who won't “play on the
team,” the people who accept chair-
manships and don't carry through,
the person who distracts by clowning
because he is bored, the breakdown
of poor communication. With the
help of other members of the group,
ideas for dealing effectively with such
behavior were brought out.

The workshops were planned and
carried out by a staff of 8 persons,
6 from the State office and 2 agents
from the counties. Emphasis was
given to small work groups of 11 to
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12 members each because this discus-
sion and activity provides the “meat’”
of the learning experience.

One work group selected the county
staff conference as its major prob-
lem for discussion. They talked about
the purpose, ways that some staff
meetings fail to accomplish the pur-
pose, and what comprises an ideal
staff conference. They searched sin-
cerely for basic answers.

Binding Thread

Interpretation of what actually
went on in the work groups was
given in theory sessions held twice
daily. As one agent expressed it,
“The well organized presentation in
the theory sessions was the thread
that bound the whole experience to-
gether.”

Topics discussed included: the lead-
ership team, characteristics of a
group, a film forum on our invisible
committees, what is leadership, how
a group functions, steps in problem-
solving, and group development.

On the final day, a panel on back-
home application tied the workshop
to everyday activities in extension
work. The panel was composed of a
member from each work group who
reported how his group thought the
experience in the workshop might be
helpful in the county situation. This
proved to be one of the most in-
teresting sessions.

In the evaluation, the workshop
was rated helpful because of the “op-
portunity to discuss some common
problems and to exchange ideas and
solutions.” The agents said they liked
the small work group approach be-
cause of the “permissive” atmosphere
which allowed free expression of
ideas, interchange of experiences, and
opportunity for 100 percent partici-
pation.

One agent said, “I could watch the
group grow as the theory was ap-
plied. The practical experience gained
from this participation will help me
a great deal.”

A new agent commented, “The
group learning process was a real
experience, It was interesting to note
how much we depended on each other
as the sessions progressed.”—(inter-
dependence within the group).

(Continued on page 42)



COMMUNICATIONS TRAINING

fite
1
parte

together

by RALPH M. FULGHUM, Federal Extension Service

haven't got time to be trained.

I need help now in better reach-
ing the many people and doing all
the things that are part of my job.”
The Texas county agent who threw
that point into a communications
training discussion was probably
speaking for most of us.

Yet, during the last year more than
half our extension agents and spe-
cialists took the time to become
deeply involved in communications
training sessions. Most of them left
asking for more.

Thirty-six States and one territory
have made special efforts to equip
communications training teams—in-
cluding supervisors, specialists, train-
ing and information leaders. Are we
saying that this deeper, unit ap-
proach look at how people learn, act
in groups, and how we can better
communicate from their standpoint
is a kind of training that does help
with our everyday planning, involve-
ment, teaching and public relations
job? I think we are.

Core of Everything We Do
Communications — personal, oral,
written, visual, meetings, leaders,
press, TV, etc. — is the methods core
of everything we do. Good communi-
cation — two-way, audience-centered,

learn-by-doing — is a changing proc-
ess that we haven't studied enough.
We face vastly changing technology,
problems, audiences, we need to reach.
We have new tools involving the
speed of radio, the reach of the
press, the realness of TV, the simpli-
fying impact of visuals. We have to
mesh these with the proven values
of leader and personal contacts to
get helpful information faster to more
people with more impact.

Need to Sell Ourselves

We've done a good job of selling
farmers on the value of science.
“Book Farming” they called it in the
early extension days. Maybe we need
to do as good a job of selling our-
selves on the value of communica-
tions science. Call it “Book Teach-
ing” if you like. Much of the guidance
we need is in our own and other
research reports, educational and
other books. Communication research
and training is ferreting it out,
bringing it together so we can get
at it, make it a part of us and put
it to everyday use.

Part of our problem may be that
some of the terms the psychologists,
sociologists, and information special-
ists use are new and strange words.
So were learn by doing, helping

people help themselves, and other
once new, now common extension
terms. The terms are not important.
The big point is, can we break
through their meaning, make it our
own, and put the principles to work
in our own words. Such terms as
inductive learning, learning blocks,
social action, initiation, legitimation,
diffusion process, impact, and the
audience, message, channel treatment
concept have real meaning in our
everyday work.

Tune Up Methods

So, we are deep in communication
training. How can we use it? Those
of us using it in our daily efforts
say: To tune up our methods, to
reach more people, to better involve
people in developing their own pro-
grams, to concentrate on and still
spread the farm and home unit ap-
proach, to aim our special programs
more specifically at the target.

A number of you have said it dif-
ferently. The Georgia agronomist
who said, “Many times I failed to
communicate because I did not have
the people’s interest, they did not
have the background.” The Washing-
ton agent who said, “I am going to
keep this social action chart on my
desk, and before I go to a meeting
look at it so I don’t miss any of the
steps.” The Wyoming agent who
said, “It helped me understand the
way people act and react.” The spe-
cialists who said, “I want to learn
but sometimes I just resist being
taught. You moved the immovable.”
The training leader who said, ‘“‘Our
agents are thinking more about how
they are doing their job, how the
parts dovetail together.”

Reach More People

We are using better communications
to reach the people we need to reach
more quickly and effectively. We have
to if we are to meet the ever grow-
ing demands for more educational
work in marketing, in public affairs,
as the educational arm of USDA
and our institution, in getting re-
search results out faster and used;
with consumer, low income groups,
youth, suburbia, food handlers, others
who help pay us. We need to do all

(Continued on page 45)
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Do We Help People Help Themselves?

by WALTER H. HAYES, JR., Assistant Dean, College of General Studies,
George Washington University, Washington, D. C.

ILLY title? On first glance, prob-
S ably your answer is yes. But stop
a8 moment and reflect. Does the fol-
lowing monologue sound familiar?

“Sometimes I'm ready to give up.
Here we are, trying to help other
people — trying to show them how
to do a job. But will they do as we
say? We knock ourselves out trying
to pound ideas into their heads.
What good does it do? I give up! I
just don't understand these people!”

Familiar? If so, then the title is
not so silly, is it? In fact — and here
comes the $64,000 question—have we,
ourselves, ever said it?

If we are honest in answering, we
probably are a little embarrassed. We
have to answer in the affirmative.
We are embarrassed because we know
our answer means that we have
sometimes failed, at least to a degree.

Reasons for Failures

It might be a good idea to examine
this matter a little more closely. It
is interesting that, after close scru-
tiny, we find the reasons for our
failures do not lie so much with the
people we are trying to help but
rather with our own selves.

Let us start examining this matter
by looking at the nature of our work.

What is its primary aim? The an-
swer is easy. Our aim is to help
people do a job, or at least do the
job better.

What is required to achieve this
primary aim? First, we must be of
service to help people. Second, we
must be leaders. Third, we must have
knowledge both of their problems and
of the ways to solve them.

Thus we serve the people by using
our knowledge and skills to help them
conquer their problems. This is the
kind of leader which we must be —
a very special kind of leader — the
leader of service.

Let us look at this item: leader-
ship. It is a trait that ranges in

nature from the extreme authori-
tarian to the most democratic. We
see examples of these opposites in
politics. The authoritarian leader is
exemplified by ruthless dictators such
as Hitler; the democratic leader is
exemplified by the President of the
United States.

How does the authoritarian leader
work? He merely tells the people he
is leading what their problem is and
how they are to resolve it. He then
sits back and waits for them to
eliminate the problem.

This sounds good, doesn’t it? Par-
ticularly because it sounds easy. But
wait. Why is it that history shows
us that no dictator has ever reached
his goal?

The reason is simple. The dictator
tells his people what to do. The
people are willing to follow his or-
ders because they want to get out
from under the burden of their
problem. However, solutions are never
reached without obstacles. After be-
ing set back by several handicaps,
the people soon learn that “this thing
is easier said than done.” They soon
begin to wonder if the solution told
to them is a good one. Then they
begin to believe that it is not. After
all, it wasn’t their idea. All they did
was do what they were told to do.
Unfortunately, their source of au-
thority did not know so much.

As a result, the people either ac-
cept the problem and do nothing
further or they turn to another ap-
proach of resolving the problem. In
either case, the authoritarian leader
ceases to lead because to his followers
he has proven himself useless.

If we ourselves employ an approx-
imation to this type of leadership,
we frequently will find ourselves re-
citing our monologue about our futile
efforts “to help” other people.

Now let us look at the democratic
leader. How does he lead?

Does he tell the people what their
problem is? No. He works with the
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people as a group in deflning their
problem. He rapidly learns, as do the
people involved, that there is a prob-
lem. But all concerned, through
working together as a group, soon
learn that this problem means dif-
ferent things to different people.

By working together, the people
and leader come to define the prob-
lem in terms of their mutual rather
than the many individual interests
involved. Thus the leader not only
learns much about this now well-
defilned problem, but during this
process he has also learned much
about the people whom he must help.

Even more important, the leader
now has gathered around this mu-
tually accepted problem a coopera-
tive group of people ready to work
toward their common goal. They’re
thinking together constructively.

Planning Action

Next comes the plan of action.
Does the democratic leader tell the
people he is helping how to reach
their goal? Again, the answer is no.
The people, aided by the knowledge
and experience of their leader, de-
velop possible approaches, discuss the
merits of each, and finally agree upon
the approach to be tried.

Now the leader has a united group
working on a mutually accepted plan
toward a mutually accepted goal.
Therefore, when the people who are
attempting to carry out the accepted
plan are stopped by obstacles, they
do not give up. They work harder.
After all, this was their idea. It has
got to work. This is a part of them.
They are therefore ready to give more
of themselves.

Further, if the accepted plan
doesn’t work, the people can blame
no one but themselves. They cannot
point the blame of the failure at one
person. The leader does not become
the scapegoat. Instead, the people

(Continued on page 40)
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SHORT time ago I was visiting a

farmer friend and asked him
how the new assistant county agent
was doing. Stan’s reply was, “He’s a
smart fellow but he doesn’t know
anything.”

“Now Stan,” I said, “You are not
making much sense. If a fellow is
smart, he must know something.”

-“Well,” mused Stan, “What I really
mean is, he is smart but he just
can’t put it across.”

Stan’s second observation is a com-
mon one. “He can’'t put it across,”
is such an easy criticism, and yet it
really makes a very basic point. The
need for good communication is at
the heart of the whole extension
program.

Several Angles

Stan’s notion of communication
was much more than the bare me-
chanics of message sending and re-
ceiving. While he didn’t mention it
as such, the thing that was foremost
in his mind was what we might call
the public relations problem in com-
munication. Stan placed a lot of
emphasis on such things as “feeling
easy in the meeting, really learning
to know what extension is all about,
making a fellow feel as though he
knows something, and breaking things
down so they are clear.”

His wife, Marie, had some ideas,
too. She talked about “good judg-
ment, understanding woman talk, and
getting to do things that matter.”

Tom, a young 4-H’er volunteered:
“A county agent has gotta level with
ya. I don’t mean he’s gotta horse
around but, boy, he sure has to make

his stuff important if kids are .to
buy it.”

Now, let’s back up a little and see
if we can’t hang a little meat on this
can’t put-it-across skeleton. We shall
only work on the public relations
angle.

Defining Public Relations

Activities deliberately planned to
enlist public understanding and/or
approval and support for a plan of
operation may be considered public
relations. In addition, public relations
means cooperation with other per-
sons or. groups to an extent that
there is interest in each other’s pro-
gram and, no less important, mutual
respect. This is the planned part.

There is another way of looking at
public relations which is often over-
looked. Each person has a public re-
lations program whether he wants
it or not, or whether he realizes it or
not. People are continually sizing up
each other’s behavior and drawing
conclusions and inferences.

So public relations is part of the
day-to-day life of everyone. It in-
volves two broad categories of activ-
ity — those events which are more or
less deliberately planned and those
which constitute the day-to-day rou-
tine of living.

The idea of a general public is
not very helpful in considering the
public relations problem. An entire
county may know about the exten-
sion program but the people will look
at it in different ways. People are
apt to see what they most want to
see and believe what they most
want to believe. This ordinary trait

-

of human nature cannot be ignored.

The problem is one of translating
and interpreting the program. The
general objectives can be the same
for all but they must somehow be
made relevant to each person’s in-
terests, biases, and prejudices. They
must strike at the heart of his spe-
cial problems and, perhaps even more
important, at the special way he de-
fines his problems.

Many Publics

. One way to get a little practice
in thinking about your county as a
collection of special publics is to
compile a simple chart. List your
publics, including the county exten-
sion ‘office staff, county government
officials, commercial farmers, part-
time farmers, farm machinery deal-
ers, farm organizations, cooperatives,
rural nonfarm residents, pub-
lic schools, other public agencies in
the county, your next door neighbor,
and local business people.

Then select a major objective of
the county extension program. As you
go down the list of publics, how
would you vary the method of put-
ting this objective across.

Perhaps in some instances there
wouldn’t be much change. Some pub-
lics are closely related. And a person
can be a member of more than one
public. We need to recognize that as
people move from one group to an-
other, their points of view may
change. How does your next door
neighbor define your position? Do
you feel reasonably certain that he

(Continued on page 47)
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What Kind of Meeting
Do People Like?

by EDWARD V. POPE, Federal Extension Service

HIs is not an easy question to

think about, much less to an-
swer. Meetings are held for many
different purposes and involve many
different kinds of people and points
of view. There are staff meetings,
demonstrations, fairs, farm and home
visits, leader training meetings, an-
nual conferences, and the many
sessions of county and community
groups ranging in purpose from pol-
icy meetings to public social and
recreational get-togethers.

By reason of our broad charter of
sesponsibility in the educational field,
we find ourselves as extension work-
ers called upon to assume leadership
responsibility in all of these types of
meetings and many others. More-
over, the complexity and interdepend-
ence of modern life will probably
mean more rather than fewer meet-
ings, as the need for consultation
with people becomes more frequent.

Setting the Stage

Perhaps the most basic questions
in any meeting cluster around the
problems of communication. This is
not meant in the sense of how to get
people to accept what we decide is
“good for them.” The question is,
“How can we set the stage for com-
munication well enough so that peo-
ple progressively understand each
other and thus efficiently share ideas
and move toward greater consensus
with due consideration for all points
of view?”

The problems in creating this kind
of climate may appear insurmount-
able. Some people seem not to want
to be democratic; they want either
to tell or to be told what to do.
Others go to the opposite extreme in

denying the need for structure or
leadership at all. There are all grad-
ations between, and the same per-
son may react differently at different
times. Then again, the nature of the
job to be done, the time available,
and the pressures exerted by all those
with a stake in the outcome arouse
powerful temptations to shortcut or
circumvent important steps.

Yet the democratic imperative is
there. Within the inevitable limits,
we still must operate as though peo-
ple deeply like to experience the re-
spect for the individual which dem-
ocracy has as its premise.

Taking into account the varied
purposes of meetings and the indi-
vidual differences of people, are there
any common denominators we can
identify as fairly adequate conditions
for good communication?

For one thing, we can make clear
the purposes of the meeting, with an
indication of the type of participa-
tion for which opportunity is pro-
vided. This seems as obvious as a TV
commercial. Yet how often have you
left a meeting still wondering why
you were asked to come? And how
often have you experienced the un-
easiness of not knowing what was ex-
pected of you as a member of the
group? No matter what the situation,
confusion as to objectives and roles
gets in the way of good communi-
cation.

Important in this connection is the
choice of methods appropriate to the
purposes at hand. In planning for a
leader training meeting, for example,
the objectives are to help the leaders
both to understand the content and
to develop skill in conducting follow-
up meetings on their own. Preplan-
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ning will involve the selection of
methods encouraging the active par-
ticipation of each leader in the roles
of learner and teacher.

In a staff meeting to acquaint per-
sonnel with a new policy decided
upon at the last session of the legis-
lature, preplanning will consider
other questions: Does the person who
will explain the new policy really un-
derstand it? Can he explain it clearly
and accurately? Should there be time
for questions and discussion of the
policy’s implication for the work of
the staff? Should there be a place
for some good-humored griping at
this latest “‘directive from on high’* as
a safety valve for negative feelings?

Adaptable Methods

Flexibility of method within one
meeting is being widely practiced
nowadays. In this same staff meeting,
another item on the agenda may call
for the type of deliberation best
suited to small groups. The leader
who can adapt his methods as situ-
ations change, even within one meet-
ing, is quite likely to be helping
toward good communication.

Then again, respect for the indi-
vidual means taking care that the
group does not sense a “hidden
agenda,” and that, in fact, there is
none. Too often people have learned
to distrust meetings through experi-
encing the destructive effects of ex-
ploitation. They have been in meet-
ings which have seemed to be for
the purpose of gaining the semblance
of group sanction for a program
planned by a “privy council.” Even
with the finest of intentions, such an
inner circle, convinced that it knows
“What's best for people,” will cause
those same people to go away mut-
tering, “Why do they ask for our
opinions and then do what they want
to anyhow?”

In summary, clarity as to purpose
or objective, and appropriately chosen
methods for individual participation
in honest and open situations are
some important elements in encour-
aging cooperative attitudes and thus
in setting the stage for good commun-
ication. We can safely assume that
most people like meetings with these
qualities.



by J. W. SCHEEL, Assistant
Extension Director, Oregon
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ROGRAM integration or unification

has been discussed frequently in
recent years. Common questions are
“What is it?” “Is it practical?” and
‘““How do you go about accomplishing
it?”

The ultimate answers will be de-
veloped by county extension staffs.
By trying out a variety of ideas, they
will find the ones that are practical
for particular situations. Some such
trials are under way in Oregon, and
experience here may be useful to
agents in other States.

For example, the extension agents
in Yamhill County last year held a
highly successful “Know your meats”
meeting that was attended by at least
275 people. All agents took part in
planning and staging. The local live-
stock producers’ organization, meat
retailers, and consumers were in-
volved. And a demonstration of meat
cutting that was a major program
feature was handled by a livestock
specialist and a consumer education
specialist. Several other counties held
similar events with good results.

Joint Activity

This meat meeting is one type of
program integration. It represents a
joint activity by several agents in a
county that contributes simultane-
ously to several separate objectives of
the different projects involved.

A second type of program integra-
tion is the direct opposite—separate
activities by several agents that con-
tribute to a common objective for
all the projects involved. The De-

schutes County staff gave attention
to this possibility in one of their
weekly staff meetings early this year,
using the improvement of dairy farm
management through production
testing as an example.

Agents’ Role

The home agent might have a
unit meeting on keeping and analyz-
ing DHIA records, assisted by the
agricultural agent. The agent respon-
sible for 4-H Club work might de-
velop with local 4-H leaders some
club activities dealing with produc-
tion testing and maintaining records
of production. The agent responsible
for Farm and Home Development
could encourage a testing program
for the families with whom he was
working who had dairy enterprises on
their farms. Finally, if a tour were
being held in the county in connec-
tion with one of the agricultural
projects, a stop could be included at
a dairy farm where results of a good
program of cattle quality improve-
ment could be seen.

Still a third version of program
integration is staff teamwork in a
joint activity toward a common ob-
jective. One excellent example in
Oregon this year was a series of
leadership training meetings in Jeff-
erson County in which all the agents
collaborated, with the help of the
group development specialist from
the State staff.

These meetings were planned in
cooperation with a local committee
of leaders from a variety of agri-
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cultural, civic, and youth organiza-
tions. They were attended by some
80 people who were a good cross sec-
tion of the local community leader-
ship, both farm and town. The
series consisted of three meetings on
successive nights, each a workshop of
a different phase of the group pro-
cess.

Emphasis was on developing better
understanding of the human inter-
action that takes place in a discussion
group (such as a committee meeting)
and sharpening the leadership skills
of the participants by giving them
opportunity to observe and . practice
the use of different techniques. Re-
sponse was enthusiastic.

Common Problem

At least three other counties suc-
cessfully undertook a similar activity.
In each case, the extension staff rec-
ognized the need for a larger num-
ber of better-trained leaders as a
common problem and made accom-
plishment in that fleld a common
objective for a combined activity.

A similar type of integration was
the Great Decisions program in which
most Oregon counties took part early
this year. This program was intended
to improve public understanding of
a number of foreign policy issues
facing the Government of this coun-
try. It was made possible through the
help of the Foreign Policy Associa-
tion in providing fact sheets, discus-
sion guides, and organization plans.
As a piece of public policy education,

(Continued on page 42)
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THE VISIT—A MULTIPLE-USE TOOL

by KENINETH F. WARNER, Professor, Extension
Studies and Training, University of Maryland

EAR about it — think about it —

talk about it. Action is the goal,
of course, but action does not come
until folks feel that it is important
and necessary. How they feel depends
on thinking and talking. That is
where visits come in — person-to-
person discussions that analyze, com-
pare, and filnally approve.

In Extension, the long series of
line-fence and teacup discussions
builds up the ground swell of public
approval. When that ground swell
rolls into all corners of the county,
our job is done. Then we can switch
to the next item.

The visits you make are ‘seeds”
for the ones described above. Well-
planted in fertile soil, they are worth
the time and preparation needed.
Well-planned visits build the foun-
dation for planning and carrying out
programs.

Equipping Leaders

We extension workers can’t do the
whole job ourselves. We have to work
through others—through the million
and a quarter public-spirited local
leaders. Visits are key tools in equip-
ping leaders.

‘When a local person agrees to take
charge of a 4-H Club, become an
officer in the homemakers or the
chairman of a weed eradication com-
mittee, he steps out of the crowd.

These people move over to our side.
They put their status on the line
and become a target. We must equip
them to defend themselves, to ex-
plain their actions with clearness
and enthusiasm, to promote the se-
lected job with pride and conviction.

Person-to-person conversations,
face-to-face discussions are essential.
Only through such discussions can
the local person rehearse his infor-
mation. Only through such rehearsals
can we be sure we told the story

clearly and that we were understood.

Amid the turmoil of a program
that is expanding and adjusting to
a changing situation, visits may ap-
pear too time-consuming. There is no
better way to save time than through
well-planned key visits. Delay, con-
fusion, mistakes, and hostility result
from misunderstanding. The facts,
the plans, our attitudes are best ex-
plained face to face. Folks need to
know clearly what is to be done and
how. When they know, they take
pride in doing it themselves.

From this well-informed leader-
ship, the useful grapevine starts. It
reaches into the home, the neighbor-
hood, the town, the market. These
are the conversations that cause
people to consider, decide, and act.
These are the visits you planted but
did not have to make.

Potential Cooperators

There will be other, unplanned
visits outside your regular program.
Bugs in the shrubbery, brown spots
in the lawn, newcomers on strange
farms, sick cows, sick chickens. Some
of these unexpected calls will give
you your greatest satisfactions. All of
them will yield potential sources of
cooperators in your program.

These calls can come from people
who do not go to meetings, who do
not read your column, who do not

(Continued on page 45)

Agricultural Agent C. R. Spooner, Telfair County, Ga., and farmer R. H. Jones and son, talk
over Jones' farm plans and his son's 4-H projects. Well-planned visits build the foundation
for county programs.
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Broader Horizons

for 4-H Work

by GEORGE FOSTER, 4-H Club Specialist, and
FRED BERGGREN, Assistant Experiment Station

Editor, Tennessee

BACK in 1966, some of the sponsors
of the first Tennessee Valley Re-
gional Resource Development Con-
ference for Older 4-H Youth were
skeptical about its success. Now they
would quit sponsorship as soon as
a youth would quit courting the at-
tractive daughter and only child of
a middle Tennessee farmer—one who
owns a 500-acre farm all clear!

The seven States of the Tennessee
Valley mixed together generous help-
ings of the cream of their senior 4-H
Club members at Fontana, N.C.
Some 200 boys and girls took a clear-
eyed look at their natural and human
resources and came up with some
ideas abeut their:own responsibilities
and opportunities.

Plans are now well underway for
the third,annual conference. Fontana
Village, surrounded by inspiring for-
est, water, and mineral resources, will
again be the site.

C. B. Ratchford, assistant exten-
sion director of North Carolina, is
chairman of the 1958 planning com-
mittee. It includes representatives of
the cooperating State extension serv-
ices, and the other two sponsoring
groups — the Tennessee Valley Asso-
ciation of Test-Demonstration Farm
Families and the Tennessee Valley
Authority. You can see that this is
an excellent example of inter-exten-
sion, inter-agency as well as inter-
State cooperation.

A 4-H Club lead

I bers pose before visual aids they used

and 5 p

to discuss the future of forestry in 7 Tennessee Valley States.

How did this idea originate? Many
people have been concerned about
the depletion of the human and
natural resources of our region —
movement of youth off farms, migra-
tion of people to industrial centers
in other areas, a general lack of ap-
preciation for the physical and edu-
cational resources of the region;
failure of older boys and girls to con-
tinue in 4-H Club work; insufficient
recognition for those who stayed with
club work but failed to win national
honors. These and many related fac-
tors were of serious concern to our
agricultural leaders. The problem cer-
tainly was formidable.

Recognition of Resources

One leader in Kentucky explains
it this way: “If any area or State is
to fully develop its resources for the
betterment of its people, some pro-
gram must be initiated which will
first cause the people to recognize
these resources.” As a result, Ken-
tucky has developed a State-wide
4-H Club project in resource recog-
nition,

Conference ideas crystallized at a
meeting held in Chattanooga early
in 1956 and a committee was named
to represent the sponsoring agencies.
Their job was to develop plans for
a conference to include 4-H Club
delegates from valley coumties in the

seven States in the Tennessee Valley
region.

The following excerpts from the
announcement illustrate some of the
highlights of the first conference:

“The 4-H members attending will
spend 3 days at one of the most pop-
ular vacation spots in the region.
They will learn about the resources
of the Tennessee Valley and the en-
tire South; problems and opportun-
ities in the area; and possibilities for
developing their skills and talents to
take advantage of the area’s oppor-
tunities. They will visit and work
with 4-H members from other States,
and take part in discussion, work-
shops, and recreational activities.

“One boy or girl from each county
in the Tennessee watershed is eligible
to attend. (Now all' §tates can send
two delegates per county.) Delegates
must be over 15 years old, have out-
standing leadership abilities and good
project records, and agree to report
on the camp to other groups after
they return home.”

Officers and directors of the Ten-
nessee Valley Association of Test-
Demonstration Farm Families pro-
mote the valley-wide conference of
4-H boys and girls. The Extension
Service in the seven States and the
Tennessee Valley Authority help plan,
organize and conduct the conference
and use it to promote the develop-

(Continued on page 40)
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XTENSION is continually develop-

ing new ways to reach more
people with more information. Of all
the methods employed over the years,
the result demonstration continues to
be basic in serving all groups. It is
particularly effective with low-income
families.

These families see others profiting
from modern improvements in com-
munication and transportation, new
discoveries in science, and new in-
ventions. Often as not their own
woes are intensified and their plight
more keenly realized. Extension re-
sult demonstrations stir their interest
in seeking solutions to their problems.

Recent research indicates that
those in the low-income group in
general have less schooling, do not
participate as often in formal or-
ganizations, and are more limited in
physical resources. They depend a
great deal on everyday contacts with
neighbors, relatives, and friends for
new ideas in farming and home-
making. The result demonstration
has proved to be a successful method
of reaching such groups.

Encourage Adoption

Studies show that mass media, es-
pecially newspapers, farm journals,
and radio, serve mainly to inform
this group of new farm practices.
Other influences such as demonstra-
tions are usually required to encour-
age adoption of the practices.

Each result demonstration is a new
and different presentation and there-
fore endowed with the advantages of
variety, freshness, and newness. The
fact demonstrated may be old but
each version of it is new.

Result demonstrations, the core of
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extension teaching, provide basic in-
formation used by agents in news
articles, circular letters, radio and
television programs, meetings, and
other teaching methods. Like other
visual presentations, demonstrations
stimulate much more interest than
can ordinarily be developed through
the printed page or by talks.

Basic Role

While results obtained at experi-
ment stations lead some people to
try new practices, many more are
readily convinced by the experiences
of successful farmers and home-
makers in their own community. This
is the role of result demonstrations.

Well-staged demonstrations can be
more convincing than dozens of
printed pages or hours of talk. A
conveniently arranged demonstration
kitchen is far more interesting and
enlightening to a woman than a word
description of how to plan her
kitchen.

The demonstrator learns by follow-
ing the recommended practice, by
observing, and by keeping a record
of results. He becomes his own
teacher as well as the teacher of his
neighbors.

After successfully proving the worth
of a specific practice in the county,
extension agents can speak and write
more convincingly about it. The most
successful agents have increased the
educational value of this tool. By
better planning, conducting, and us-
ing the demonstrations, they not only
show proof of single practices, but
also a combination of practices such
as in Farm and Home Development.

An extension result demonstration
is used to prove the advantages of a
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It’s Still A Basic Tool

by GLADYS GALLUP, Federal Extension Service

recommended practice or combina-
tion of practices. It involves careful
advance planning, a substantial pe-
riod of time, adequate records, and
comparisons of results. It is designed
to teach others in addition to the
person who conducts the demonstra -
tion.

To be effective, result demonstra-
tions must be carried on systematic-
ally to prove that the recommended
practice is definitely superior to the
one it is to replace. Accurate records
are essential—records of labor, ma-
terials, costs, and results. Before-
and-after photographs often are a
valuable part of these records.

Combination of Practices

Proof from research or reports of
successful experiences showing the
advantages of a practice must pre-
cede a demonstration of it. Result
demonstrators do not discover new
truths, but they show to what extent
the research findings of the State ex-
periment stations, USDA, and other
agencies apply to local conditions.

In recent years the trend has been
toward fewer and better planned re-
sult demonstrations involving more
elements, Today’s demonstrations us-
ually involve a combination of sev-
eral practices which will increase
efficiency.

Demonstrations will always be an
integral part of extension teaching.
They provide local proof of the ad-
vantages of farm and home prac-
tices, especially those that are based
on recent research. Demonstrations
also help gain the confidence of new
farmers and homemakers and others
who have had little experience with
Extension.



we package the DEMONSTRATION

by BEN R. SPEARS, Extension Agronomist, Texas

ESULT demonstrations are on the
upswing in Texas. Packaged crop
demonstration kits have increased
both the number and effectiveness of
this basic extension teaching method.

Until we started using these kits,
result demonstrations in Texas fol-
lowed the same downward trend
noted in some other States. A major
reason for this decline, no doubt, is
the great amount of time required
for a county agent to organize, plan,
and complete any sizable number of
result demonstrations.

To offset this disadvantage, we
adopted the idea of the packaged
demonstration. County agents are
supplied with a complete kit includ-

g e e - e

ing seed, planting plan, report form,
variety identification signs, and road-
side sign calling attention to the
demonstration. In 1952 we started on
a trial basis with 36 corn variety
demonstrations. The kits’ value was
established and in 1954 grain sorg-
hum, forage sorghum, small grain,
pasture grass, and legume demonstra-
tions were added.

Acceptance Grows

The number of kits supplied to
counties has increased each year. By
1957 the total reached 693 corn, grain
sorghum, forage sorghum, and small
grain kits and the number of pasture
grass and legume kits jumped to 412.

Observations by farmers throughout the growing season encourage adoption of demonstrated
practices. This was one of 8 demonstrations last year in Hill County, Texas.

Thus this single idea was responsible
for more than 1,100 crop demonstra-
tions in the State in a year.

Other advantages have been ob-
served and passed on to us from the
counties. Since research facilities are
widely distributed in the State and
most counties are a considerable
distance from a substation, many
farmers do not have an opportunity
to observe the work being conducted
by the Texas Agricultural Experiment
Station. Local demonstrations which
utilize the latest production practices
as well as the planting of the newest
and best hybrids and varieties of
crops offer the next best best.

Application for the demonstration
kits is made by the county agent
through his district agent to the
State agronomy office. County agents
are limited to two demonstrations of
any one crop. Applications are ac-
cepted well in advance of the earliest
planting dates so there will be suf-
ficient time for the specialists to
work up the kits and other supplies.

Planting plans for the various dem-
onstrations are prepared in detailed
outline and mimeographed. The out-
line includes not only planting in-
structions but details for harvesting
and reporting results. Each partici-
pating agent receives a copy of the
plan when his request is confirmed
and another with the kit. The ad-
vance copy aids the county agent in
discussing the proposed demonstra-
tion with a prospective cooperator.

The varieties or hybrids to be used in
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each county or district are determined
on the basis of their adaptability.
Seed supplies are purchased from
seed companies with assistance from
the Foundation Seed Section of the
Texas Agricultural Experiment Sta-
tion. Inoculant is supplied for the
legume demonstrations. Each kit con-
tains an identification stake for each
hybrid or variety in each replication
of the demonstration.

Signs Increase Value

The kits are mailed to the county
agent 2 to 3 weeks before planting
time. When the demonstration has
been successfully established, the
agent is furnished a 16 x 30-in. road-
side sign. It is felt that much of the
value of the demonstration is lost
when signs and markers are not
used.

For crops such as corn and grain
sorghums, seed is provided to plant
about 720 row feet each of six vari-
etles or hybrids. Other seeds are
furnished proportionately. The plant-
ing plans are designed so that ac-
curate comparison of varieties or hy-
brids can be obtained.

After the demonstrations are har-
vested, the results are recorded on
forms furnished by the extension
agronomists. The reports are sent by
the county agent to the district agent
for his information and later trans-
mission to the extension agronomists.
When all reports are in, the results
are summarized and furnished in
mimeograph form to all county agri-
cultuml agents. Drought, floods, and
other causes take their toll of the
demonstrations each year but the
demand for more kits continues to
increase.

Hill County in central Texas has
made effective use of the kits. County
Agent C. H, Clark and his program
building committee use the demon-
strations for introducing a new crop
variety or hybrid. When the variety'’s
value has been established, demon-
strations on that particular crop are
discontinued.

In 1957, Clark used eight packaged
demonstrations. Two grain sorghums
were demonstrated because of the
great amount of interest in the new
hybrids; two corn and pasture grass
demonstrations were included because

distinctly new types of hybrids and
varieties had been released by the
Experiment Station; two forage sorg-
hums were used because of a need
for increased silage production in
the county’s dairy program.

County Agent Clark usually renders
whatever assistance is needed to in-
sure that the planting and harvesting
are done according to plan. This also
helps keep him familiar with the
progress and outcome of the demon-
stration.

Clark reports good attendance at
fleld days and tours but believes the
greatest good has been the observa-
tion of the demonstrations by farm-
ers throughout the season as evi-
denced by well-worn paths through
the demonstration areas. The dem-
onstrations have had an effect on
the farmers’ choice of varieties and
one seed dealer waits until the dem-
onstration results are complete be-
fore ordering his seed supplies.

Introduced New Hybrid

In Liberty County on the Gulf
Coast Prairie, Agent G. L. Hart used
a demonstration to introduce a new
corn hybrid which had been devel-
oped especially for that area. The
hybrid yielded well in comparison
with other hybrids and showed the
disease resistance claimed for it.
These results, along with publicity on
research tests, resulted in a demand
for seed which was in excess of the
supply.

Result demonstrations are not
needed on every improved practice
in order to gain public acceptance for
it. However, it continues to be one
of our best teaching methods and
should not be discarded in the county
program building process. All meth-
ods have their place.

The value of demonstrations for
introducing new crops is established
and agents and farmers like the
local testing. Demonstrations also
strengthen local mass media efforts
by providing agents with material for
news stories, radio and television
programs, and meetings. This pack-
aged demonstration program has en-
couraged county agents and farmers
to conduct more demonstrations in-
volving other phases of crop produc-
tion.
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A New Look
at My Job

by GAYLORD HAYNES, Extension
Agronomist, Oklahoma

FTER 6 years, 240,000 miles and

1,000 days in the fleld helping
county agents establish and harvest
demonstrations, hold tours, fleld days
and educational meetings, I have
come to the conclusion that my job
is to train agents rather than
farmers.

During most county visits the time
is consumed by many items with
which you are well familiar. Tele-
phone and office calls generally pre-
vent much discussion in the agent’s
office. District meetings are too large
and time too short for effecive dis-
cussion of technical information.

Considerable research, not only
from Oklahoma, but from through-
out the world, is available in every
fleld of agriculture. There are over
3,000 annual publications of scientific
literature on agriculture. Scattered
through these volumes of publications
is agronomic information valuable to
every county agent.

Practical experiences gained from
working with county agents, farmers
and research workers throughout
Oklahoma, as well as visiting experi-
ment stations and agronomists from
other states, can be of value to county
agents,

Heavy workloads prevent the county
agent from taking advantage of
these sources of information. Per-
haps I could bring many of these
bits of information to the county
agent in usable form.

In the coming year, I want to spend
more time working<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>