AN ANALYSTS OF FACTORS ASSOCIATED WITH THE EFFECTIVENESS
OF COUNTY EXTEMSINON AGENTS IN THE STATE OF KAMNSAS

by

NEJ ET MUSTAFA

B, 3., Kansas State University, 96,

A MASTER'S THESIS

submitted in partial fulfillment of the

requirements for the degree

#ASTER OF SCTIENCE

School of Edueation

KANSAS STATE UNIVERSITY
Manhattan, Kansas

196

Approved by:




ii

ACKNOW NTS

The author is deeply grateful to Dr. Wilbur E. Ringler ard Dr.
Curtis Trent for their patient and v luable guidance in the preparation
and arrangement of this study.

Grateful acknowledgment s ziven to Dr, R, . and Dr,
Holly C.. Pryer for their very kind advice in the design and statistical
measures used in this study,

Gratitude is also expressed to the Kansas State Extension Service
for permitting the author access to the official files and documents

used and the collection of data which made this study possible.



TABLE

CHAPTER

I.

11,

INTRODTJCTION, . &« v 4 & « &
PUrPOSE & v o o o ¢ o o
Background., . . « ¢ « « o
Need of the Study . . . .
Statement of the Problem

Scope and Procedure . . .

CONTENTS

Statement of the Objeetives .

Definitions of Terms Used
REVIEW OF LITERATURE. ., . .
Introduction . . .. . .
Staffing Process. . . . .
Selection of Personnel. .
Selection Procedures. . .

Criteria for Establishing

Procedures,

Duties and Responsibilities of County Extension
Agents in Kansas., . . « ¢« o« ¢« ¢ o o ¢ s 2 o o ¢

Academic Qualifications Required of County Extension

Agents, . .

Qualifications of Good Extension Workers., . . . . «

and

Evaluating Selection

PAGE

O O Nl W e

10
12
12
12
15
17

21

23

23



iv
CHAPTER PAGE
Studies on Academic and Other Differential Charac-
teristics of the More and the less Effective
County Extension Agents. . . ¢« ¢ ¢ ¢ ¢ ¢ ¢ ¢ o o o & 26

ITI, ANA SIS OF FACTORS ASSOCIATED WITH THE COUNTY AGENTS!

EFFECTIVENESS ON THE JOB . . . & v ¢ o o s o o o o « » 36
ProcedUre. « « « « o o« o o o o s o o o o s o o o o s o 36
Method of FPresentation . . . & v & v ¢ ¢ ¢ o ¢ o ¢ o 39
The Statement of Hypotheses. . . « « ¢ ¢ « ¢ o o « o Lo
Tenure on the Job and Effectiveness. . . « « « « « + Ll
Age and Effectiveness of Agents, . . « o « o o « o o L3

Academic Major Field of Study in College and
Effectiveness. . . ¢ ¢ ¢ ¢ ¢ ¢« o ¢ o ¢ o o ¢ o o o &
Previous Job Experiences of Agents and Effectiveness , 50

College Undergraduate Grade-Point-Average and

Effectiveness of Agents. . o &« ¢ & o o ¢ o « o o o+ & 58

College Subject Matter Credits and Effectiveness , . . 60

IV, SU¥YMARY, CONCLUSINNS AND RECOMMENDATIONS . &« « & ¢ & « & 81
Introduction , . & ¢ o v ¢« ¢ ¢ ¢ o 0 o o o 0 0 v 0 e 81
Summary of Findings and Conclusions, . « « « « « « + & 83
Summary of Associations., . . ¢« . ¢ 4 ¢ ¢ o o . 4 . . 93
RecommendationsB., o o o o o o o ¢ o s o o o o o o o o o 96

BIBLI(X}RAPHY ¢ @ L4 * [ ] [ ] L] > . . . . . . . - . . . . . L L4 . . . 98



CHAPTER PAGE
APPEND ICES . ¢ e o o o e & o ¢ . . e » *« & o * & s * o o . e 101

Appendix A, Study Plan for Validetion of the Missouri

A g ent InVEnt ory L) * L] . . [ ] * [ . L3 L] L] [ ] L ] . ] . L] L] 102
Appendix B, The Missouri County Agent Inventory . . . 107
Appendix C, Personal Letter from Fred P, Frutchey . . 108

Appendix D, Kansas - Relationship Between New Invenw
tol'y SCOI‘eS and R&tings . . . . ] [ ] . . * [ ] . . . L[] . 110

Appendix E, An Individual Inventory. . . ¢« « « o o o & 111



LIST OF TABLES

TABLE PAGE

1. Comparison of Tenure on the Job Between the More and the

less Effective Groups of County Extension Agents

Employed in Kansas During June 1, 195 and July 30,

1963 by Range, Mean, and Total Months, . . . « « « « o o & 2
?. Distribution of the 30 County Extention Agents Employed

in Kansas Between July 1, 1958 and June 30, 1963 by

Mean Tenure in Months and Effectiveness, . . . . « . «. . . 3
3. Distribution of the 30 County Extension Agents Employed

in Kansas Between July 1, 1958 and June 30, 1963 by

Median Age and Effectiveness . . . . v v o v o o « o « o o 5
. Distribution of the More and the Less Effective 30

County Extension Agents Employed in Kansas Between

July 1, 1958 and June 30, 1963 According to Major

Field of Study at College. + o « ¢« « o ¢ ¢ ¢ ¢ o o o o o o 6
5. Distribution of the ifore and the Less Effective 30

County Extension Agents Employed in Kansas Between

July 1, 1953 and June 30, 1963 by Technical Major

Field of Study . . « ¢ ¢« ¢ ¢ ¢ ¢ ¢ ¢ ¢t e e 0o s eos.0o B
6. Distribution of the 30 County Extension Agents Employed

in Kansas Between July 1, 1958 and June 30, 1963 by

Dichotomized Major Field of Study and Effectiveness, . . . 9



vii
TABLE PA E
7. Previous Job Experiences of the More Effective and the
lLess Effective County Extension Acents in Kansas
Employad Between July 1, 195 and June 30, 1963 . . . . . s1
8. Distribution of the 30 County Extension Agents, Employed
in Kansas Between July 1, 1958 and June 30, 1963 by
Previous Job Experience in Sales, Vocational Agriculture
Teaching, <H and Agricultural Agent Work, and
Effectiveness , . o o o o o s o o 2 v o s o s 0 o 0 a0 0 52
9. Distribution of the More and the Less Effective 30 County
Extension Agents, Employed in Kansas Between July 1,
1958 and June 30, 1963 by Previous Job Experience in
the [, S. Army and National Guard . . . + & « « o o = « & 5
10. Distribution of the 30 County Extension Agents Employed in
Kansas Between July 1, 1958 and June 30, 1963 by Median
Months of Previous Job Experiences and Effectiveness. . . 56
11, Distribution of the 30 County Extension Agents Employed in
Kansas Between July 1, 1958 and June 30, 1963 by the Medi-
an Age and the Median Previous Job Experience . . . . . . 57
12, Distribution of the 30 County Extension Agents Employed in
Kansas Between July 1, 1958 and June 30, 1963 by College

Undergraduate Median G.P.A., and Effectiveness . . . . . . 59



viii
TABLE PAGE

13, SubjJect  tter Credit Courses Earned st College Graduate

and Undergraduate Levels by the More and the Less Ef-

fective 30 County Extension Agents Employed in Kansas

Between July 1, 1958 to June 30, 1963 . . . . . . « . « . 62

. Distribution of the 30 County Extension Agents Employed

in Kansas Between July 1, 1953 and June 30, 1963 by

Education Courses and Effectiveness . . . » « « « o « o & 63
15, Distribution of the 30 County Extension Agents Employed

in Kansas Between July 1, 19 and June 30, 1963 by

Extension Edueation Credits and Effectiveness . . . . . . 65
156, Distribution of the County Extension Agents Employed in

Kansas Between July 1, 1958 and June 30, 1963 by Mean

Credit Hours in Extension Education Courses and

Effectiveness ¢ o o« o o o o ¢ o o o o « s s o o 0 o o o o 66
17. Distribution of the 30 County Extension Agents Employed in

Kansas Between July 1, 1958 and June 30, 1943 by

Psychology Courses and Effectiveness. . . . « ¢« ¢« ¢« ¢ . & 68
18, Distribution of the 13 County Extension Agents Employed in

Kansas Between July 1, 195 and June 30, 1963 by Mean

Credit Hours in Psychology Courses and Effectiveness, . . 70
19. Distribution of the 30 County Extension Agents Employed in

Kansas Between July 1, 195 and June 30, 1963 by

Sociology Courses and Effectiveness , . « . ¢« + ¢ ¢ « o & 72



TABLE PAGE

20, Distribution of the 17 County Extension Agents Employed in

Kansas Between July 1, 1958 and June 30, 1963 by the Mean

Credit Hours in Sociology Courses and Effectiveness . . . . 73
21. Distribution of the 30 County Extension Agents Employed in

Kansas Between July 1, 1958 and June 30, 1963 by the Mean

Credit Hours in Speech and Journalism Courses and Ef=-

feCtiVeness « o « o vae o ¢ ¢ o o 0 o 0 06 0 o s o oo oo 15
22, Distribution of the 30 County Extension Agents Employed in

Kansas Between July 1, 195 and June 30, 1963 by Number

of Courses in Speech and Journalism and Effectiveness . . . 76
23, Distribution of the 30 County Extension Agents Employed in

Kansas Between July 1, 1953 and June 30, 1953 by

Humanity Courses and Effectiveness. . « « ¢« ¢ « « ¢ s« o o« « 18
2 . Distribution of the 26 County Extension Agents Employed in

Kansas Between July 1, 1958 and June 30, 1963 by the

Mean Credit Hours in Humanity Courses and Effectiveness ., 79



LIST OF FIGURES

FIGURE PAGE

1, Planned Segquence in Selectlon Procedure. « o o o o o « o 19



CHAFTHR 1
INTRODUCTION

Furpose

The purpoae of this study was to identify and explain some of the
background characteristics, college education, and other factors which
were assoclated with the effectiveness of county Extension apents in
Kansas,

It is hoved that the results of this study will provide anme
guidelines for the staffing process job analysis, recruitment, selection,
snd placement; in-gervice training; and curriculum for the personnel being

congidered for a position in the Cooperestive Extensinn Service,

Baekground

Cooperative Extension work in the nited States 1s a nationwide
tax supported out-pf-achool system of voluntary education for adults and
youth, It provides services and educstion designed to meet the needs of
veonle through a partnership between the Federsl Government, the Land-
Srant colleges, and the local sponsoring units, usually county govern-
ment=, The Smith-Lever Aet of 191 , amended in 1953 and 1955, provided
thig conperstive arrangement for county extension work on a nstional
bagis, Its fundamental objective is develaning people throurh helping
them learn to identify and =olve their various problems, but the course
of action to be taken is left to the people, individval or zroup, who

ke the decision in light »f their owm interest,



Seaman A. Knapg, a well-known Extension worker of the late
nineteenth century, said th t the fundamentsl objectives of Extension
should be "to develop resources, increase the harvest, mprove the
landecape, brighten the homes and flond the people with knowledge of
helpful things to readjust agriculture, to reconstruct the country
home, and to put rural life upon a higher plane. n this era of
nuclear and space aze, though the vroblems of agriculture and of rural
people change with increasing rapidity, the fundamentszl objectives of
the Ixtension Organization remain practically the same.2 The only
difference is that the present day nbjectives are broader., Several
decades azo objectives were directed towsard the farm people only, but
now they are directed to anybody who i3 engaged in agricultare. The
burden of achieving these ever-widening objectives rests on the county
Fxtension agents. "The county Extension workers are by far the largest
and the most important group in the Cooperative Extension Service."3
Their main functions, as listed by Kelsey and » are:

1. As teachers they help rural people to discover and under-

stand their problems and acquaint them with possible solutinng
and encourare their adoption,

R. K. Bliss (ed.), The Spirit and ¥hilosophy of Extensinn Work,
( ashington: Epsilon Sigma Phi Fraternity and the Graduate School,
8.D.A., Lybe), P 191,

?Lincoln D. Kelsey and Cannon C, He e, Cooperstive Extension
ork, (Third edition, Ithaca, New York: Comstock Publishing Asesoclates,
19 ), p. 27.

3vid., p. 7.



« As nrzanizers they help { rm veorle to understand how
group actisn may improve their sitnation,

3. A= leaders they are alert to situstions affecting the
welfsre of farm people and help them to {ind solutions to
problems srising from these situations,l

In addition, county Extension agents are responsible for the adminis-
tration of their county Extension office and staff,2 In Kansae, the
Director of Extension designates the county agricultural agzent as
director of the county Extensinn service, This is a duty assignment,
not an adminietrative title.3

Lnoking at the nbjectives of Extension and at the functionsg of

the county agents, broad qualificatione are required, These agents
have to be carefully selected for the job, so that they can cope with
the increasing demands of the people., Selection of gqualified personnel

by administrators is of vital importance because staff determines ef-

Fectiveneas of an organization,

Need of the Study

Tn recent years "selection tests" predicting job performance of
prospective county Extension agents have been developed with a certain
degree of accuracy. Such a selection test, a battery of questi:ns, was

developed by Ivan Nye. He found that 63 per cent »f variations associated

bid,, p. 9 21bid,,

3Handbook for County Agricultural Fxtension Counc ls, (Manhattan,
Kaneas: ~Kansas State University of Agric, » Applied ‘cliences, 1953),
Do




with the success of Exterslon agents could be explained; attitude con-
tributed nine per cent, voecational interest 11 p r cent, background and
training 1f per cent, and personality 23 rer cent., Nye pointed nut that
hi findings must be considered tentative, until, as he stated "further
research in addition to crors~validating present findinss, might seek
to ex lain some of the presently unexplained variations, "l

The Federal Extension Service recognizing the importance nf Nye's
findines, initiated additiosnal research, As stated, "Some factors have
been uncovered which more or less differentiate between the better and
prorer county agricultural a ents ...."* Since 1956 quite a substantial
amount of research has heen conducted in different states, Various char-
acteristics of successful agents have been outlined, These character-
istics sometime vary from one state to the other, and sometime they
even contradict nne another,

Frutchey referring to one of the studies conducted in ¥ichigan
reported that there was no statistically significant difference between
the more effective and the less effective agents, in age, tenure in

Fxtension, and college grade-point-average for all courses, W%While

Ivan Nye, The Relationship of Certain Factors to County Azent
Success, Agricultural kxperiment Statinn, Colleze of Agriculture, Re-
search Bulletin » (Columbia, ¥issouri: University of ¥isrouri,
ay 1952), p. 37.

2rred 7, Frutchey, "Differential Characteristics of the ore Ef-
fective and leas Effective Teachers,” A Summary Report of Nine Studies,
Yiade for the Office of Naval Research lepartment »f Navy, .S.D.A.,
Federal Fxtension Service, %ashington D.C., 1953, p. .
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in another study conducted in Wisconsin, Austman and Duncen list similar
background characteristics that do have relationship to high performance,
such as: scholastic achievement in collere, experience in some vocations
of professions, particularly in teaching, and age of agents within some
1.imits.l Howaver, these contradicting findings may not be faulty, or
unreliable, The differences may be due to different situations, Infor-
mation to date is far from complete. There are many variables which may
contribute to the effectiveness of agents on-the-~job, These factors de-
serve a thorough study before any useful conclusions can be drawn, John-
son and i Cormick pointed cut that "The field of selection tests offers
an interesting and much needed field of additional research to identify
the potential tests that might be applicable to Cooperative Extension

Service."2

Statement of the Problem
One must consider the tremendous cost involved in selecting an

employee who 1s not satisfactory, disregarding his effectiveness, after

Helgi H, Austman and James A, Duncan, "Job Performance of
Beginning New Cooperative Extension Agents in Wisconsin," A Report of
Research in Cooperative Extension, Depertment of Agriculture and Ex-
tension Education, University of Wisconsin, October, 1961, p. 15.

2A1ton C. Johnson and Robert W, McCormick, Staffing Decisions in
Cooperative Extension Service, National Agricultural Center for Ad=-
vanced Study and the Division of Management Operations, Federal Extension
Service, Cooperating, Fublication No, 1l (Madison 6, Wisconsin: Univer-
sity of Wisconsin, July 1962), p. 67.
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spending some years in training it may even be necessary to counsel him
out of the service.l This is wasted expenditure which can be eliminated
by better selection procedures, Whenever the need for selecting an employee
for a particular job arises due to a vacaney, a promotion or for any other
reason, a gond administrator always asks himself, "What kind of man do I
need to run this organizztion more effectively?" 1In selecting county Ex-
tension agents, one question constantly asked is, "What are the factors
which are characteristic of the more effective agents?" In making this
study some of the major questions that needed to be answered were as
follows
Jes the effectiveness of county Extension agents in Kansas associated
with:
1. Tenure on the job?
2. Age?
3. Major field of study at college?
. Previous Job experiences?
. College undergraduate grade-point average?
6. Subject matter credit hours earned at college?

This study attempts to provide answers to the above questions,

Scope and Procedure
The Federal Extension Service initiated further research in the

area of selection tests (see appendix A). The objectives of the study

Ybi4., p. 27.
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were to validate the predictive value of the Missouri County Agents Inven-
tory test in selecting new county arents, As a result Dr, Wilber E,
Ringler, Assistant Director of Cooperative Extension Service in Kansas,
conducted a study in cooperation with Dr, Fed F, Frutchey, Extension Re-
search Specialist in Teaching Methods, Division of Extension Research
ard Training, U.5.D.A., Federal Extension Service, The study group in-
cluded fifty-two county Extension agents who had served at least one year
between July 1, 1958 and June 30, 1963, and who had completed the Missouri
County Agents Inventory Test (appendix B) at the time of entering the
Kansas Extension Service,

Answers were scored and the agents listed in a descending order

the one with the highest score on top, and the one with the lowest score
on the bottom. The group was then divided into three more-or-less equal
parts-~top third, medium third and bottom third. The agents were alse
rated and divided again into three groups--seventeen in the top third,
seventeen in the mid-third and eighteen in the bottom third, by a panel
of Extension administrators and supervisors. All people involved in the
rating of agents were members of the Cooperative Extension Service, Kansas
State University. The criteria for rating job performance included:
(1) understanding of job--self-improvement; (2) developing, carrying out
and reporting county programs; (3) office management; ( ) leadership de-
velopment; (5) personal appearance; (6) professional competence; and (7)
communications ability.

The agentst scores and ratings were correlated and compared, In

short, the conclusions were that the Missouri County Agents Inventory Test



did not have any predictive value of success, Hence Frutchey made an
item analysis of the 61 questions in the Missouri County Agents Inven-
tory. He found that only 117 questions differentiated between the more
and the less effective agents (appendix C). Then he rescored the inven-
tories for the fifty-two agents, using a new key on the 117 questions, and
compared the new scores with the performance evaluation (ratings) of the
agents, The correlation was r .37. The 3 x 3 contingency table in the
appendix D shows this relationship., Thus Ringler, after adding some more
questions, develored a new County Agents Inventory for Kansas to be used
for future study with county Extension agents (appendix E),

The researcher in his study used part of the rated and the re-
scored agents of the above study as a criterion, and based his study on
it, When Frutchey correlated the rated and the rescored two group of
agents, some from the top and bottom third agents of each fell into the
mid-third group on the correlation contingency table., Those agents who
did not achieve a perfect correlation between their ratings and scores
were omitted from this study. 1In other words the universe of this study
is only the top and bottom third agents of the 3 x 3 contingency table
who had a perfect correlation between their scores and ratings. There
were fifteen agents in each group, Data related to the background, edu-
cation and other factors concerning these agents were collected from
records in the State Extension Office, The methods used in the analysis
of data were: Group comparisons by arithmetic mean, statistical median
and range; and Yule'!s "Q" to determine the degree and the direction of

associations between attributes under study. A more detailed explanation



of methods used in the analysis of data is given in Chapter III.

Statement of the Objectives
The objective for this study was to determine if there were
important associations between the county agents! effectiveness on
the job and:
1. Tenure in Extension,
2. Age.
3. Acadenmic major field of study at college,
Previous job experiences in:
a. Teaching Vocational Agriculture, Extension Service
and Sales work,
b, The U, S, Army and National Guard,
¢. Total months of all previous job experiences,
5. College undergraduate grade~point~average.
6., The subject matter credit hours earned at collece in:
a. FEducation courses,
b, Extension Education courses.
¢,  Psychology courses,
d. Sociology courses.
e. Speech and Journalism courses,

f. Humanity courses.
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Definitions of Terms Used

Definitiona of certain terms used in this study are as follows:

Background factors: Webster defines background as "the scenery or ground
behind something seen or represented." He writes further that,
"background is the sum of one's experience, training and education,"
Factor is defined as, "one of the elements that contribute to pro-
duee a result; a constituent,"” In this study background factors
are those constituents or characteristics of experience and aca-
demic education, obtained by the county Extension agents prior to
or during employment in the Kansas Extension Service,

County Extension agents: In this study it only refers to county agri-
cultural agents, -H club or youth agents and to assistant agri-
cultural agents,

Job performance: In this study it is defined to mean the execution or
exhibition of the skills required of the county Extension agents,

The more effective agents: In this study those agents who were rated
highest, by their administrators, and also scored highest on the
117 items of the Missouri County Agents Inventory Test are referred
to as the more effective or the more successful or the top one-
third acents interchangeably.

The less effective agents: They are those agents who were rated and also
scored the lowest points., Oftentimes they are referred to as bot-

tom one-third agents or the less successful agents,
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It should be noted that both the more and the less effective group
of agents were performing satisfactorily in the Extension Service. Frutchey
referring to the general learning ability of such selected agents wrote
that,
Since they are a selected group, the range of sbility ... is
much less than that of general population, and the correction be-
tween general learning ability and effectiveness would necessarily
be lower, Eighty per cent of the Missouri county Extension agents,
for example, scored_in the upper fifth on the Army General Clas-
sification test ...l
Manpower management: It is defined by Yo er to describe the whole in-
employment, development, and utilization of human resources,
"Tt includes both group and individual relationship, both labour
relations and personnel management."“ It also includes staffing,
recruitment, selection, and placement of job holders,
Personnel management: Yoder used it to describe activities dealing with
the employees as individuals, It includes such activities as

selection, rating, and counseling.3

1
Frutchey, op. cit., pp. 12-13.

2Dale Yoder, Personnel Management and Industrial Relations, (fourth
edition; ew Jersey: Prentice Hall, Inc., 195 ), p. 15.

3Ibid.




CHAPTER II

REVIEW OF LITERATURE

Intreduction

There were two major areas of interest in the review of literature,
The first half of this chapter deals with the Staffing Process of Manpower
Yanagement, The second half discusses research findings that are direetly
pertinent to this study. Considerable space was devoted to the research
findings and to the eriteria of measuring effectiveness or the procedures
used. in determining the more and the less effective agents, Also some
space was devoted to the findings of research that may contribute to a

better understanding of the problems of the least effective agents,

Staffing Process

Knowledge and understanding of the staffing process is hampered by
confusion in the use of words, This is because different authorities and
writers have used different terms in the field of Wanpower Management, to
explain the staffing process, The terms "Procurement," "Staffing," and
"Staffing Process" have been used by F'lippo,1 Yoder,2 and Johnson and

McCormick3 as synonymous terms,

lgdwin B, Flippo, Principles of Personnel Management (New York:
VcGraw-Hill Co., 1961), p. 115, ""

“Dale Yoder, Personnel Management and Industrial Relations (fourth
editions; New Jersey: Prentice Hall, Ine,, 1956), p. 15.

“Johnson and McCormick, op., cit., p. 10.
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Simply, staffing can be defined as, securing adequate manpower to
run an effective organization, firm, or agency. It includes: job analysis,
so as to provide guidelines to the type and quantity of employees needed;
the discovery of sources to these types and develop methods of recruiting;
selection; and placement of personnel.l’?

Staffing is a continuous process in any organization whether large
or small, The degree of complexity in staffing increases with an increase
in the size of the organization, 1In Cooperative Extension Service this
process is further complicated by the involvement of "lay" committees,
or by the county government officials.3

There are four basic steps or areas involved in the staffing process,
They are as follows:

1. Job analysis

2. Recruitment

3. Selection

L. Placement.h
These four basic areas also suggest that staffing i1s a comprehensive

process,” Job analysis is the process of pertinent information

1Dale Yoder and others, Handbook of Personnel Management qu Labor
Relations (New York: MecGraw-Hill Book Company, Inc., 19585, Sec. 5.3,

?Yoder, o . Cit., ppo —150

’Johnson and McCormick, op. cit., p. 11.

hYoder, loc. cit,

“Johnson and McCormick, loc. cit,



relating to the nature of a specific job by observation or study. "It

is the determination of the tasks which comprise the job and the skills,
knowledgze, abilities, and responsibilities required of the worker for
successful performance....."™ Recruitment is the process of locating

and contacting prospective candidates as prescribed by job snecifications,
and stimulating them to apply for positions in the Selection
is the screening process, And placement is the determination of the job

to which an aceepted candidate is to be assigned and his assignment to that
Job.” DMNone of these four areas can be ignored in an efficient organization,
All steps are of equal importance. For instance, placement of personnel

is incomplete without the selection process, so is selection without re-
cruitment, Above all is job analysis., Some authorities do not include

job analysis in the staffing process, because of its generality in use.
Yoder clearly stazted that it ig the number one task in the staffing pro-
cess, because it provided guidelines to the quality of manpower needed.h
Stone and Kendall wrote that out of this job analysis, job description

and job specifications were developed which were an absolute necessity

oder and others, loc. cit., citing War Manpower Commission,
"Training and References Manual for Job Analysis," Bureau of ilanpower
Utilization, Government Printing Office, Washington, June 19 , pp. 1-3,

2
Flippo, op. cit., p. 159.

3Yoder, op. cit., p. 203.

hYoder, loc, cit,



in the selection process.l Staffing process begins with job analysis
and ends with the placement and introduction of the new employee to his
Job, to his position, to his fellow employees and to the organization,
Finally, staffing process should be audited or revised periodically,
8o as to ascertain if the policies and procedures set forth a few years
back are still appropriate with the present conditions, And, if deemed
necessary, staffing process should be adjusted to meet the challenge of
the present conditions and that of the near future as well, This periodie
revision is essential, especially in a dynamic organization such as the
Cooperative Extension Service,
In the sections to follow the selection process is discussed in
some detail, The four basic areas or steps of staffing were just men-

tioned, only to show the place of selection in the overall process,

Selection of Personnel

The most important asset of an organization is its personnel,
Every organization, whether large or small, has some objectives to be
achieved, What an organization does, how well, and when it does it
depends largely on the quality of its constituents-~the staff, Quality

in an organization is controlled largely through proper selection, and

C. Harold Stone and William E., Kendall, Effective Personnel
Selection Procedures (Englewood Cliffs, N, J.: Prentice Hall, Inc.,
195 ), p. 3L,

2
Johnson and ¥cCormick, op. cit., pp. 75-76,
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of course good pay. Yoder defined selection as "the process in which
potential employees, recruited from various sources, are examined and
separsted into two classes--those to be offered employment and those who
are not."1

Selection is the next logieal step which follows reeruitment. It
is designated to be the negative counterpart of recruitment, and serves
the function of screening or separating the most likely and promising
applicants for employment among those made available by recruitment.9
Obviously, before the actual process of selection can be started, a con=
siderable amount of preliminary work is necessary on the part of any indi-
vidual organization, Flippo summarizes this preliminary work,which is an

absolute necessity for effective selection, as follows:

lyoder, loc. cit.

2Yoder and others, op. cit., sec. 8.2,
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There are three basic preliminary requirements before selection
can take place:

1. There must be & vacancy or a new position that needs to be
filled, which comes from employment requisitioning, as a result of work-
force and work-load analysis, to authorize "selectors" to initiate selection,

2. There must be a written statement of the personnel standard,
with which the "selectors" can compare prospective employees, This state-
ment is derived from Job specifications as developed through Job analysis,
This basic factor of selection is probably the most neglected, Literature
strongly emphasized that job analyslis is a must for a more objective and
effective selection,

3. There must be adequate applicants for the job from whom the
"gelectors” can select, This is provided by an effective recruitment
program, 1t is recommended that the recruitment program should be posi-

tive, as far as possible.1

Selection Procedures

The selection, hiring, or employment procedure is essentially a
series of steps arranged in such a manner to obtain pertinent information
about the appliecant, in line with the degree of importance of gqualities
the position demands, At each step more and more is learned about the
prospect, and the information obtained is compared with the pre-set

standard of personnel, If the prospect qualifies he moves along the

1Flippo, op. cit., p. 177.
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steps until hired, or he may be rejected from the process at any stage
if found unsuitable or unfit,t

There are several selectlon procedures that have come into general
use, Actually most organizations have copled these procedures and adapted
them according to their needs, Three examples of such models are as fol-
lows;

Uhrbrock has illustrated a planned sequence in the selection pro-
cedure, It is illustrated in Figure 1, It may be noted that the process
actually begins with a preliminary interview and ends up with a physical
examination, It also includes a waiting list of desirable applicants
not included in other procedures,

Another example is given by Jurgensen, He lists six steps as
follows:

1. Filling out an application blank,

2. PFilling out a job preference form, in which the applicant

gzg%s the ten factors that are of greatest importance to him in a

3. Interviews (structured to cover work history, schooling,

family and domestic background, financial status, and personal

history), and ratings,

L. Testing ability and aptitudes with test batteries adapted
to various jobs,

5. Physical examination,

6. Interviews with supervisors and actual hiring.2

1r11ppo, op. eit., pp. 177-178.

2c1ifford E. Jurgensen, A Scientific Selection Program (Conference
Board Management Record, Vol, 9 No, 10, October, 19 7). pp. 107-112,
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Fig, 1. Planned Sequence in Selection Procedure, (From R. S.
Uhrbrock, "Mental Alertness Test as Aids in Selecting Employees," Ferson-~
nel, Vol, 12, iday 1936, p. 231), cited by Yoder, op. cit., p. 211.
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A third example is that given by Johnson and McCormick, implying
its use -in Cooperative Extension Service., They discuss selection pro-
cedures under seven headings as follows:

1. The initial contact,

2. The applicatinn form,

3. The college transcript and records,

. Checking the applicant's background (references),

5. Selection interview,

6. Selection tests,
7. Physical examination.1

The above three examples of selection procedures are only sug-
gestions, The procedure will vary with the size of the organization, the
type of Job, and the philosophy of personnel management.2 There is no
standard procedure that can prescribe a sequence that would be appropriate
for all types of employees, 1In general, there is a tendency that a longer
and more complicated procedure is essential for more important positions,
while a shorter procedure is adequate for less important non-—supervisory
positions, But Yoder stated that, "The sequence may be more extended,
also, for those who are to hold sales or other jobs in which they repre-
sent the employer in dealing with public."3 Positions such as those held

by county Extension agents are of this nature, Extension agents are

ljohnson and McCormick, op. cit., pp. 56-68.

2F1ippo, op. cit., p. 181,

3Yoder, op. cit.,, p. 213,
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salesmen of ideas and at the same time they represent several Joint
employers., Obviously, such an important position deserves a carefully

planned procedure while selecting county agents,

Criteria for Establishing and Evaluating Selection Procedures

Since it is not possible to prescribe a standard sequence of steps
to be used by all employers and for every position, it is necessary that
every organization should make an effort to establish its own, rather
than copy conventional selection procedures. It is an absolute neces-
sity that some criteria be kept in mind to evaluate such a procedure.
Johnson and McCormick suggest the following questions to be answered:

1. Will this procedure provide valid data for making the de-
cisions to hire?

2. Will this procedure provide reliable data?

3. Will this procedure be feasible to administer? Does it involve
more details than an organization can handle?

. Will this procedure be compatible with the applicants? Will
he be willing and able to participate in this procedure without be-
coming discouraged or disgusted?

5. What about the cost of this procedure? 1Is it within financial
means of the organization?

6. Does the procedure relate to other procedures used and if used,
will it contribute information that is valid and useful?l

The above criteria can also be used to evaluate a selection pro-

cedure which is already in use. Questions pertinent to the above can be

Johnson and MeCormick, op. eit., p.
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included in the selection test or given before the physical examination,
if such a test is in use, This will provide data and facilitate evalua-
tion of the procedure,

Other criteria, in addition to the above, which can be used in
evaluating the selection procedure already in use are as follows:

1. Success and satisfaction of employees on the job,

2. Turnover figures may provide a clue,

3. Salary, earnings and productivity,

. Tests of job satisfaction compared with employees selected
by different methods,

5. Statistical techniques:

a. Output or earnings of employees compared between those
with favorable references, and those with relatively
poor references,

b. Seores on weighted application blanks may be correlated
with employee ratings, job satisfaction, or moral
scores,

¢. Turnover rates during the first six months of employ-
ment compared for itwo groups of firms or organizations
distinguished by their selection policies.1

The remainder of this chapter deals with more specific factors,
which affect selection of successful county agents in the Cooperative
Extension organization. The duties and responsibilities, and qualifi-
cations required of county agents are discussed with special emphasis

on those in the Kansas Extension Service. The sections to follow summarize

research findings which are pertinent to the objectives of this study.

1
Yoder, op. cit., pp. 230-231,
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Duties and Responsibilities of County Extension Agents in Kansas

Harold E. Jones, Director of the Kansas Extension Service, out-
lines the duties and responsibilities of county Extension agents as
follows:

1. The duties of Extension agents are to give instruction in
agriculture, home economics and ~H club work to the people of the
county, through practical demonstration and otherwise,

2.(a) County agricultural agents are directly responsible for
the development of all Extension activities, in such counties which
have no home economics and

(b) County Agricultural agents are directly responsible for
the develnpment of the agricultural program, and jointly responsible
with the home economics agents for the H club programs, in such
counties which have home economics agents but no li-H club agents,

(¢) County agricultural agent is directly responsible for the
agricultural program, and he will assume responsibility for the whole
Extension program to be balanced and properly coordinated, in such
counties which have both home economics and L-H club agent.

3. County Extension agents are specifically responsible for work
with members of the Agricultural Extension Council,

4. Administrative duties - office management and reports,
finance and budget, program planning and execution, administrative com-
munication with the state office, and in the case of the county agri-
cultural agent, administrative leadership,l

Academic Qualifications Required of County Extension Agents

The county Extension agent requires a large amount of technical
information to cope with the functions, duties and responsibilities of

the county Extension job, In Kansas Extension Service, minimum academic

"Organization Plan and Duties for Kansas Extension Service,"
Kansas N387-1 N387-25, revised January, 1960, Manhattan, Kansas:
Cooperative Extension Service, Kansas State University, pp. 17-23.
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requirement is a Bachelor's degree in agriculture from an accredited
college.1 Another unwritten requirement is to prefer candidates with
highest gradepsint averages. Johnson and McCormick are stating that
this requirement is due to the inereasing demand of advanced degrees
from Extension employees, coupled with the granting of leave for gradu-
ate study by the Extension Service.2 There is no mention in the litera-
ture as to what major or minor, in the subject matter areas, is most
desirable, Only general statements are made about the qualifications

required for good Extension workers,

Qualifications of Good Extension Workers

Harold E, Jones, Director of Cooperative Extension Service, Kansas
State University, Kansas, has emphasized the desirable qualifications for
a good Extension worker, as defined by the National Task Force on in-
service training, as follows:

1. An understanding of the social systems of Extension clientele.

2. An understanding of how people develop, both as individuals
and as soclal groups,

3. A good sense of public relations. Confidence is the foundation
of good public relations and successful teaching., Integrity, tact,
and judgment are important gqualifications of successful Extension
workers,

Handbook for County Agricultural Extension Council, Manhattan,
Kansas: Kansas State University of Agriculture and Applied Sciences,
1961. p. 21,

2 7ohnson and McCormick, op. eit., pp. 59-60.
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The ability to develop programs is a trait for which we are
demanding increased proficiency. Determination of problems and
interests, planning of work, management of time, ability to make
decisions, and ability to evaluate results are important functions
of program development,

5. Abilities in supervision and administration including
knowledge of Extension organization and policy, of office manage-
ment, and of personnel selection fall in this category....

6. Knowledge of education including knowledge of adult edu-
cation programs, the principles of learning and the principles of
teaching,...

7. A knowledge of communications, Great proficiency in com-
munications is required in the Extension teaching methods.,

8. Ability to interpret research., Extension has excelled in

transferring research facts into farm practices, particularly in
the field of production,...

9. A knowledge of technical subject matter....1
Looking to the above list of desirable qualifications for Extension
workers, some important questions come to mind: "How can one evaluate
these qualities objectively, so as to choose good Extension workers?" " What
does research say about these academic and non-academic gualifications?®
The sections to follow summarize and review the research findings
related to the academic and other background factors, which are designed

to identify such factors, characteristic to good or successful county

agents,

Harold E, Jones, "Extension As a Profession," Director of Exten-

sion, Kansas State University, Manhattan, Kansas: A paper prepared and
presented to the class of Extension Organization and Folicies, Fall,
196 . (1-691-2-200)
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Studies on Academic and Other Differential Characteristics of the More

and the Less Effective County Extension Agents

Possl studying academic background characteristics of county Exten-
sion agents in Michigan, used two criteria of performance: (1) ratings of
supervisors (2) satisfaction of county agents on the job, This study
involved 81 county agricultural agents and 8 county <H club agents,
Comparisons were made between the more effective and the less effective
agents, as rated by supervisors, His findings were as follows:

There was no statistically significant difference between the
more and the less effective agents in:

a. Age, The younger agents were equally as effective as older
agents,

b, Tenure in Extension,

¢, College grade-point-average for all courses,

d, Collere grade-point-average for technical courses only.

e. Number of hours of technical agriculture courses in college,

f. College majors or field of emphasis in college.

Posz also compared the more and the less satisfied agents as
determined by the adaptation of the Hoppock Job Satisfaction Blank
and came out with similar results as above, except that the more satis-

fied agents have had longer tenure in Extension,

A, Conrad Poss, "The Academic Background of Agricultural Ex-
tension Workers as Related to Selected Aspects of Work Adjustment,”
Mierofilm, Ed, D,, Thesis, Michigan State College, East Lansing,
Michigan, 1952,



27
In another partly similar study, Mathews?l compared the ratings of
agents, as rated by their supervisors and specialists every two years for
administrative purposes, with background characteristics of agents obtained
from their personal files, His findings were as follows:

There was a fairly high positive relationship between the ratings

and:
a. General psychology courses taken, (r = .71),
b. Tenure in Extension, (r = ,56),
There positive low relationship between the ratings and:

a. Quality of college record, (r = ,23),
b, Classroom teaching experience, (r = ,19),
¢. Graduate courses completed, (r = .15),
There was a low negative relationship between the ratings and:
a, Other agricultural experience, (r = ,27),

Austman and Duncan's? Wisconsin study explored the background
variables of 65 beginning county agents, that were believed to affect
performance, They used three measures or criteria to compare these
variables: (1) Role definition, as perceived by county agents and dis-

trict leaders (2) role fulfillment, as perceived by county agents and

Joseph L. Mathews, "A Method for Determining the Training Needs
of County Agents as the Basis for Planning Training Programs,” Microfilm,
Ph, D, Thesis, University of Chicago, 1951,

zHelgi H, Austman and James A, Duncan, "Job Ferformance of Beginning
New Cooperative Extension Agents in Wisconsin," A Report of Research in
Cooperative Extension, Department of Agriculture and Extension Education,
University of Wisconsin, October, 1961,
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(3) role performance, as perceived by each district lesder in the 38
Extension program funetions, These functions were divided into six
Extension program areas as follows:

1, Public and working relationship.

2, Program development,

3. Program implementation,

. leadership development,

5. Evaluation of accomplishments,

6. Professional improvement,

Part of their findings which are closely related to this study were as
follows:

The relationship between the background variables and the agents
performance, as perceived by the district leader, were found to be as
follows:

a, Tenure was associated negatively with performance to some
extent. This association occurred largely with: (1) program im-
plementation; (2) program development and (3) leadership develop-
ment funetions,

b. Age of agent was related positively to the agents per-
formance of five of the six funetion areas and also with the mean
performance score, Funetions in the area of leadership development
were the only ones showing no association with age.

c. Scholastic achievement in college, including grade~point-
averages, was quite highly associated in a positive direction with the
performance of all six of the function areas.

d. Grade point averages in humanities, agricultural courses,

social sciences, and the college major were the ones most frequently
asgociated with performance scores,
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Background variables which did not have any as-ociation or rela-
tionghip with performance were as followa:

a. Grade-point-average in Extension education courses was not
agsociated with many of the performance scores,

b, Grade-point-average in basic science courses had no relation-
ship with performance,

¢, Total number of course credits attained during college under-
graduate training had no relationship with performance.

Austman and uncan also studlied the relatlionship of background
factors of agents with perception of their own performance (role ful-
fillment), and importance of Extension functions (role definitioen),
Shortly they came out with the following results:

a, Tenure was associated positively with role fulfillment scores,

b. Age was associated, positively with role fulfillment scores
of some functinne and negatively related of other functions,

c. There was a relatively low positive relationship between age
and agent's role definition pertaining to several program development
and implementation functions,

d., There was a high positive correlation between scholastic
achievement in college including grade-point-averages and role definition
of agents,

The following background factors had 1little or no relationship
to role definition by agents:

a, Tenure of agents,

b, The number of vocational and job experience gained by the
agent during college,
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Stock! studied background characteristles, training and other
factors, associzted with the success of the 62 beginning male county
Extension agents in Wisconsin, He compared the top 23 and the bottom
23 agents as determined by (1) Mean performance scores, obtained from
administration of the Missouri County Agent Inventory and two other sup-
plementary inventories and (2) mean rating scores, obtained from ratings
of the distriect leaders. FPart of his findings direectly pertinent to the
present study are as follows:

1. The top twenty-three more effective agents had three or
more hours of sociology and psychology courses,

2. The bottom twenty-three less effective agents: (a) had
none to six hours of sociology and psychology courses; and (b) had
one to =six hours of agricultural zducation courses.

Nye'52 Missouri study made an attempt to discover background,
training, and other factors that when combined produced more effective
Extension agents. He used ten (10) raters to determine the more and
the less effective agents: (1) Three administrative--Assistant Director
of Extension, the state agent (district supervisor) of each district,

and the agent's salary, and two colleagues--subject matter specialistsg

(2) and five local people--three local leaders (farmer), and two from

Garfield R. Stock, "Development of an Aptitude Inventory for
Selecting Male Extension Agents in Wisconsin," (Master's thesis, Depart-
ment of Agriculture and Extension Education, University of Wisconsin,
1963), reported by Patrick G. Boyle, Research in Cooperative Extension
Work (7th in a series, Department of Agriculture and Extension Education,
University of Wisconsin, November, 1963), pp. 16-19.

2{van Nye, The Relationship of Certain Factors to County Agent Suc-
cess, Agricultural Experiment Station, College of Agriculture, Research
Bulletin 98 (Columbia, Missouri: University of Missouri, May 1952), 3 pp.
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local professional and business people who had taken active interest in
agricultural extension work. It is a side line interest to note that
the administrative group rated the agents lower than the local group.,
Correlation was ., 3., Nye compared the background characteristics,
academic and other, of the top one-third and bottom one-third agents,

Part of his findings pertinent to this study were as follows:

1, Collere grades had some asgociation with county agents success,
More of the most effective agents had high averages and fewer had low
averages than the least effective agents,

2. There were no significant differences betwaen agents:

a, Who specialiged narrowly in one agricultural department
and those who took broader but intensive training,

b. Who had graduate work and those who had not.

c. Who took vocational agriculture in high school and
those who did not,

d. General learning ability.

3. There were no statistically significant differences between
the effectiveness of agents trained in different way (in-gervice
training) or between agents who received in-service training and those
who didn't, Although differences favoring the agents with training
were near significant,

Merchants and Manufacturers Association California industrial

study, cited by Pigon and M ers,1

explored several characteristics of
50 successful and 50 non-successful employees. Criterion of success
and failure used was: (1) employees, who had separated from the company,

were considered failure group; (2) employees in the same occupation, who

lP'aul Figon and Charles A, Myers, Personnel Administration
(fourth edition, New York: McGraw-Hill Book Company, Inc., 1961), pp.
237"23 8.
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had good work histories with the company, were considered successful.
Several background factors of the two groups were compared, Part of
the findings wer as follows:

1. The successful group had an average age of 27 years.
2. The failure group had an average age of 2 1/2 years,

3. The majority of the failure group was hired during the
months of April through August,

L., The majority of the successful group was hired during the
months of August through November,

Collingsl in reviewing Cook's digsertation on the training needs
of county agricultural agents in Texas, reported his findings critically.
Fart of this research report which indirectly concerns this study was
as follows:

1., Seventy per cent of the county agents would like advanced
training in:

a, Extension education,
b, Soeciology and,
c. Psychology courses,

2. Eighty-eight per cent of the State staff would like to see
agents take advanced study in the above mentioned three fields,

3. A majority of the county agents did not have course work in
extension education, agricultural education, and psychology as under-
graduates, Most of the agents who had worked in these three fields
indicated that they were most helpful,

Mary Louise Collings, "Training Needs of County Agricultural
Agents in Texas," Research Summary No, 8, pocket R&T-52 (3-58),
Federal Extension Service, U.S.D.A., Washington, D, C., 1958,
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i, Four-fifths of the men county agents in Texas would take
leave to do advanced training if some financial aid were provided,

5. The size of the family does not greatly influence the agents!
desire to do advanced study.

6. County agents who have been in the service for five years or
less are more interested in advanced degrees,

7. County agents under years of age are the ones most willing
to take leave to do advanced study and will do so for a smaller financial
aid than older groups,

1

Federal Extension Service,™ summarizing research findings of some

18 studies on the differential characteristics of the more effective
and the less effective agents, reported the following:

1. The more effective agents had more advanced training since
gradustion from college,

2. The vocational interest of the more effective agents were
more like those of personnel directors and social science teachers,

3. The vocational interests of the less effective agents were
more like those of farmers and carpenters,

. The more effective agents liked their extension job better
and enjoyed better vocational adjustment,

5. The more effective agents spent more time in studying the
county situation, They assumed positive leadership in county program
planning, having a more widespread formal plamning group with member-
ship from all segments of the ropulation, They had in mind definite
objectives for their teaching program and were guided by those ob-
jectives in carrying out their plan of work, They related their an-
nual program objectives to the long-time prograsm objectives,

6. The more effective agents made a greater effort to reach
rural people personally.

Extension Research and Training, "Administrative Organization and
Management Characteristics of Successful Agents," Research Summary No., 8,
Federal Extension Service, U,S.,D.A., Washington, D, C., April 19 6,
Packet No, FR&T-50 (3-56).



7. The nore effective agents prepared many more news stories
during the year than did the less effective agents,

8. As supervisor and organizer of events the more effective
sgents used local leaders to perform this role more often than the
less effective agents,

9. As an organizer of groups, the more effeetive agents organized
and worked with more groups than less effective agents,

10. As salesmen of information and ideas the more effective agents:
Spent more time in performance of this role had more initiative and
originality in convincing people that they should use the service;
had more confidence in themselves; were more skillful in creating
confidence in themselves,

The researcher made an attempt to review ag many studies as pos-
sible directly relevant to the hypotheses under study, within the limits
of time available, Therefore the review has not been exhaustive, The
researcher observed that, even in the professional reviews there were
very few studies dealing with the following characteristics assumed to
affect the success of Extension agents: Age; previous job experience;
number of credit hours and grades of sociology, psychology, humanities
and extension education courses obtained at college. Nothing was cited
on number of hours in communications and journalism courses obtained at
college,

There is exhaustive research and a sizeable number of professional
reviews in the teaching profession of formal classes, but very little con-
cerning the teaching of informal voluntary masses of people. Also, business
and industry have devoted considerable attention to the problem of select-

ing more productive or more successful employees. In their case they can

measure productivity, but in extension work criteria or measuring yardsticks
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are just developing., It is not an easy task to measure the productivity
of a county Extension agent, The measuring of outcomes of instruction
has long been believed to be intangible. This belief has delayed studies

in this field,



CHAPTER TII

ANATYSIS OF FACTORS ASSOCIATED WITH THE COUNTY

AGENTS' EFFECTIVENESS ON THE JOB

Procedure

There were two main questions that had to be answered in regard
to the analysis of data: (1) Could the data be treated as a sample?

(2) And if the data were not to be considered a sample, what kind of
"descriptive" statistical measures could be used to show the associ-
ations or relationships between different variables?

In considering the first question, it was not easy to assume that,
the group of thirty county Extension agents under study, could have been
treated as a sample. The researcher, after consulting with his graduate
committee and the Head of the Statistics Department, Kansas State Uni-
versity, decided that the group could not be treated as a sample,

In the Scope and Procedure, outlined in Chapter I, it was men-
tioned how the thirty county Extension agents were obtained from the
fifty-two agents included in Ringlert's and Frutchey's studies., Of this
group only those arents having perfect correlation between scores and
ratings, in the top and bottom third, were chosen to represent the popu-
lation of this study (also see appendix D),

In answer to the second question, "®hat kind of desecriptive
statistical measures could be used to analyze the data of this study?"
there were several measures of relationship that could have been used,

If the nature of data was to suggest manifold square contingency tables,
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more than 5 x 5 cells, Pearson's "coefficient mean square contingency,"
as symbolized by the "C" formula, could have been used,! But in this
study it was not considered necessary to carry the analysis of data be-

yond a simple coefficient of association, The slightly altered Yule's

HQ n , 2

0w (AB)(ab) - (Ab)(aB)
(sB)(ab) + (Ab)(aB)

commonly called "the coefficient of association" was the most suitable
measure for the nature of data assembled, Advantages are that contingency
coefficients require no assumptions of any sort, continuous or discrete
variables, normal or skewed or any shape distributions for underlying
traits, ordered or unordered series, and combinations there of are per-
missible.3 The only requirement is dichotomizing data to fit the four-
fold (2x2) contingency table,

In similar studies nothing more in the analysis of relationships
is attempted other than a simple description of associations., This is

especially true in snciological studies, Hagood and Price wrote that

1

Yargaret J, Hagood and Daniel 2, Frice, Statistics for Socio-
logists (revised edition, New York: Henry Holt and Company, 19;25,
p. 370.

2
Tbid., p. 361.

3Quinn cNemar, Psychological Statistics (third edition, New York:
John Wiley and Sons, Inc., 1962), pp. 200=201,
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This is often the case when the study for the purpose of
learning about a group for a better understanding of their
particular situation, perhaps with a view toward changes in
policy or administration for that group.l
The "coefficient of association" represented by the symbol "Q"
was calculated to determine associations that existed between effective-
negs and various background and other characteristics of the county Ex-
tension agents, as spelled out by the hypotheses.2 The data from each
column were dichotomized with criteria based on merits of each column,
The coefficient of associations or "Q" values indicate the degree, the
direction and the existence of such associations, Statistical tests were
not used to determine the significance of these associations in order to
reject or accept the hypotheses. Instead the above mentioned qualities
of "Q" were used as a guide tn reject or accept the hypotheses, by an
arbitrary figure of + ,16 Q value. Any association between attributes,
at or below this value of "Q" was not considered an important enough
association to reject the null hyp-theses. The following values of "Q"
have been arbitrarily designated to describe the strength or the degree
of assnciations between attributes:
.00 No association

.01 - .16 + Very low association--not important

.17 = .33 + Low association

Hagood and Price, op. cit., p. 363.

2Ibid., pp. 3 =361.
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3 - .66 + Moderate association
b6 - .81 + High association
.85 - .99 + Very high association

1.00 + Perfect association,

Method of Presentation

The (2 x 2) contingeney tables were used in the analysis of data
to determine the degree and the direction of associations, The analysis
is presented in relation to the null hypotheses derived from the objective
set up for this study.

The objective was to determine if there were important associ-
ations between the county agents effectiveness on the job and:

1. Tenure in Extension

2, Age

3. Academic major field of study at college

. Previous job experiences in:
a. Teaching Vocational Agriculture, Extension Service
and Sales work

b. The U, S, Army and National Guard
¢c. Total months of all previous job experiences

5. College undergraduate grade point average

6. The subject matter credit hours earned at college in:
a, Education courses

b. Extension Eduecation courses

c. DPsychology courses



d. Sociology courses
e, Speech and Journalism courses

f, Humanity courses,

The Statement of Hypotheses

The following null hypotheses were developed to guide the col-

lection and analysis of data:

1.

There is no important association between the county agents!
effectiveness on the job and tenure in the Kansas Extension
Service,
There is no important association between age and the effective-
ness of county Extension agents in Kansas.
There is no important association between academic major field
of study in college and effectiveness of county Extension agents
in Kansas,
There is no important association between the effectiveness
of county Extension agents in Kansas and previous job ex-
periences in:

a, Teaching Vocational Agriculture, Extension Service and

Sales work,

b, The U, S, Army and National Guard,

c. Total months of all previous job experiences,
There is no important association between the effectiveness
of county Extension agents and their college undergraduate

grade-point-average,



6. There is no important association between the effectiveness
of county Extension agents in Kansas and the subject matter
credit hours earned in:

a, Eduecation courses

b, Extension Education courses
¢c. Psychology courses

d. Soclology courses

e, Speech and Journalism courses

f. Humanity courses,

Tenure on the Job and Effectiveness

Hypothesis 1, There is no important association between the
county agents! effectiveness on the job and tenure in the Kansas Ex-
tension Service,

The data on tenure for each agent were assembled from the
personnel and other documentary files of the Kansas Extension Service.
The analysis included only those agents who had a minimum of twelve
months of tenure and over, The criteria used to calculate the months of
tenure were agents' appointment date, and June 30th 1963 or agents!
resignation date from service, whichever came first, Not all agents
were employed in the Extension Service on June 30, 1963. Five of the
less effective and one of the more effective agents resigned from the
Service prior to this date,

One might expect that the more effective agents would have more

experience on the Job than the less effective agents, However, no



TABLE I

COMPARISON OF TENURE ON THE JOB BETWEEN THE MORE AND THE
LESS EFFECTIVE GROUPS OF COUNTY EXTENSION AGENTS
EMPLOYED IN KANSAS DURING JUNE 1, 1958 AND
JULY 30, 1963 BY RANGE, MEAN,

AND TOTAL MONTHS

Tenure on the;gpb

Group of Agents

Range Mean Total
Months Months Months
The more effective agents--
Top 1/3rd & v v v v 4o 4 v 0 o o 13-58 36,2 AN
The less effective agents—-
Bottom 1/3rd. . . . . ¢ 4 o 4 . 12-57 36.3 5L5
Group differences 0 .1 1l

differences were evident, The more effective group of agents had a
range of 13-58 months of tenure, with a difference of & months between
the least and the most experienced agent, The less effective group of
agents had a range of 12-57 months of tenure, with a difference of 5
months between the least and the most experienced agent, The difference
in range spread was gero, The average or mean tenure for the more ef-
fective group was 36,2 and 36,3 months for the other group of agents,
Total months of tenure for the more effective agents was 5 months
while the less effective agents had a total of 5 5 months, In view of
the ahbove, no further analysis was necessary. However, the data were
dichotomized on the bases of the mean or average tenure for the whole
group, Table II yielded a coefficient of association of -,13, This,

very low negative association between the two attributes, was not high



TABLE II

DISTRIBUTION OF THE 30 COUNTY EXTENSION AGENTS EMPLOYED
IN KANSAS BETWEEN JUIY 1, 19 8 AND JUNE 30, 1963
BY VWEAN TENURE IN MONTHS AND EFFECTIVENESS

Tenure on the job Effectiveness of agents

\Months Bottﬁg 1/3rd Topmi/Brd ngal
Above the mean of
36.3 . . L * L] L] * . . [ ] L] » [ ] . 7 6 13
Below the mean of
3603 . . . ') . . . . . . . . L} . 8 9 17
Total 15 15 30
Q '013

enough to reject the null hypothesis, Thus, the null hypothesis of no
important associstion between effectiveness and tenure was accepted.
However, this does not necessarily mean that experience on the job does
not contribute to the effectiveness, The only conclusion that can be
made is that factors other than tenure may have contributed to the ef-

fectiveness of agents in this particular study.

Age and Effectiveness of Agents

Hypothesis 2., There is no important association between age and
the effectiveness of county Extension agents in Kansas,

The data on age of agents were assembled from personal files,
The criterion utilized to calculate age to the nearest month, was each

agent's appointment date to the Kansas Extension Service,



The analysis showed that the more effective agents had an age
range of 27 =396 months with one exception of 583 months, The range
of the less effective agents was 2 8-373 months with an even distri-
bution, The median age of the more effective agents was 330 months,
while the median age of the less effective azents was 282 months, This
comparison shows that there was an important difference between the two
groups of agents, both in the range and the median age, To facilitate
further analysis, the age distribution, of both sroups combined, was
dichotomized to determine the degree of associations, Table III shows
this distribution and the dichotomy. The median age for both groups
was 311,5 months, Ten of the fifteen more effective agents were above
and five were below the median age. On the other hand, only five of
the fifteen less effective agents were above, and ten were below the
median age. The degree of association was +.,60. In other words, age was
positively related with the effectiveness, This was considered to be a
moderate association between age and the effectiveness of agents, The
maximum arbitrary "Q" value, set earlier by the researcher to assist
acceptance of the hypothesis, was +.16 and below, The association of
+.60 exceeds this figure, Thus, the null hypothesis of no important
association between age and effectiveness was rejected. This means
that older agents were more effective than younger agents, The reader
would recall from the previous analysis of data on hypothesis 1, that
both groups of agents practically had matched tenure on the job, This

coincidence created an ideal controlled condition to test the age of



TABLE III

DISTRIBUTION OF THE 30 COUNTY EXTENSION AGENTS EMPLOYED
IN KANSAS BETWEEN JULY 1, 1958 and JUNE 30, 1963
BY MEDIAN AGE AND EFFECTIVENESS

The median Effectiveness of agents

age of agents in Bottom 1/3rd Top 1/3rd ' otal
months

Above the median of

311. 5 months ] ] * . [ [ ] * [ 2 S 10 15
Below the median of

. - 3 . - * I . 10 5 15

Total 15 15 30

Q +.60

agents versug effectiveness, It is assumed that age and tenure are
¢losely interrelated, In this case one can gtate that the effective-
ness of older agents may not be due to tenure on the Jjob. Probably
another statement could be that agents above 26 years of age have more

potentiality for effectiveness in Extension work,

Academic Major Field of Study in College and Effectiveness

Hypothesis 3, There is no important association between academic
major field of study in college and effectiveness of county Extension
agents in Kansas,

The data on the academic major field of study at college were
determined from each agent's college transcript, as in Table IV,

First, to show similarity between groups, the major fields of



TABLE IV

DISTRIBUTION OF THE MORE AND THE LESS EFFTECTIVE 30 COUNTY
EXTENSION AGENTS EMPLOYED IN KANSAS BETWEEN
JUIY 1, 19 AND JUNE 30, 1963, ACCORDING
TO MAJOR FIELD OF STUDY AT COILLEGE

Major field of study in college Effectiveness of agents

Baccalaureate Masters Top 1/3rd Bottom 1/3rd

No, No,

Animal Husbandry Animal Husbandry 1 -
Horticulture Horticulture 1 -
Agric, Education Agric, Education 1 -
Agric, Economies Agric, Education 1% -
Agric, Education Animal Husbandry 1 -
Agron. An, Husb, Voc. Education -
Animal Husbandry Ext, Education 1 -
Agric, Education - 2+ 1
Agric, Economics - - 3
Agronomy - 2+ l
Animal Husbandry - 2% L
Dairy Husbandry - 2+ 2
Agric. Administration - - 1
Total 1 15

*311 of these agents had -21 hours advanced credits, probably
for another degree.

+One-half of these agents had 3-7 hours advanced credits probably
for another degree.



study were dichotomized as "technical' and on-technical" majors, The
technical major fields are animal and dairy husbandry, horticulture and
agronomy. The non-technical major fields are education, agricultural
economics and agricultural administration., With this dichotomy it can
be stated that "practically both groups of agents had similar major
fields of study." Table V shows this similarity. Eleven of the fifteen
more effective agents had technical majors--animal and dairy husbandry,
agronomy and horticulture, Four had non-technical majors—-education and
agricultural economics, Similarly, ten of the fifteen less effective
agents had technical majors--animal and dairy husbandry, agronomy, and
the remaining five had non-technical majors--education, agricultural
economics, and agricultural administration, The coefficient of associ-~
ation was determined from Table V., Here the coefficient of association
was used to reinforece the decision on the similarities of the two groups.
The degree of association was very low--Q +.,1 . Hence the two groups
had similar technical background,

Secondly another important phenomenon was that the two groups
had considerable difference in attitude toward a M, S, degree or ad-
vanced study. As reported in Table IV, seven of the fifteen more ef-
fective agents had Master of Science degrees, and two of these had
hours credit beyond the ¥.S. The remaining eight agents of this group
did not possess a masters degree, but five had 3-21 hours credit beyond
the B,.S., and only three did not show interest in a Master of Secience
degree, In comparison, none of the fifteen less effective agents had

an ¥, S, degree nor advanced credit, The difference between the two






