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CHAPTER I 

INTRODUCTION 

Purpose 

The purpose of this study was to identify and explain some of the 

background characteristics, college education, and other factors which 

were associated with the effectiveness of county Extension agents in 

Kansas. 

It is hoped that the results of this study will provide some 

guidelines for the staffing process; job analysis, recruitment, selection, 

and placement} in-service training; and curriculum for the personnel being 

considered for a position in the Cooperative Extension Service. 

Background 

Cooperative Extension work in the United States is a nationwide 

tax supported out-of-school system of voluntary education for adults and 

youth. It provides services and education designed to meet the needs of 

people through a partnership between the Federal Government, the Land-

Grant colleges, and the local sponsoring units, usually county govern-

ments. The Smith-Lever Act of 1914, amended in 1953 and 1955, provided 

this cooperative arrangement for county extension work on a national 

basis. Its fundamental objective is developing people through helping 

them learn to identify and solve their various problems, but the course 

of action to be taken is left to the people, individual or group, who 

make the decision in light of their own interest. 



Seaman A. Knapp, a well-known Extension worker of the l a t e 2 

nineteenth century, said that the fundamental o b j e c t i v e s of Extension 

should be "to develop resources, increase the h a r v e s t , improve the 

landscape, br ighten the homes and f lood the people with knowledge of 

h e l p f u l things t o readjust a g r i c u l t u r e , t o reconstruct the country 

home, and to put r u r a l l i f e upon a higher plane. In t h i s era of 

nuclear and space age, though the problems of a g r i c u l t u r e and of r u r a l 

people change with increasing r a p i d i t y , the fundamental o b j e c t i v e s of 

the Extension Organisation remain p r a c t i c a l l y the same.2 The only 

d i f f e r e n c e i s that the present day o b j e c t i v e s are broader. Several 

decades ago o b j e c t i v e s were d irected toward the farm people only , but 

now they are d i rected to anybody who i s engaged in a g r i c u l t u r e . The 

burden of achieving these ever-widening o b j e c t i v e s r e s t s on the county 

Extension agents . "The county Extension workers are by f a r the l a r g e s t 

and the most important group in the Cooperative Extension S e r v i c e . " 3 

Their main funct ions , as l i s t e d by Kelsey and Hearne, a r e : 

1 . As teachers they help r u r a l people to discover and under-
stand t h e i r problems and acquaint them with poss ib le so lut ions 
and encourage t h e i r adoption. 

R. K. B l i s s ( e d . ) , The S p i r i t and Philosophy of Extension Work, 
(Washington: Epsilon Sigma Phi Fratern i ty and the Graduate School, 

U . S . D . A . , 1952) p. 191 . 

^Lincoln D. Kelsey and Cannon C, Hearne, Cooperative Extension 
work, (Third e d i t i o n , I thaca, New York: Comstock Publishing A s s o c i a t e s , 

1963), P. 27. 

3 I b i d . , p . 75. 
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2. As o r g a n i z e r s t h e y h e l p farm p e o p l e t o understand how-
group a c t i o n may improve t h e i r s i t u a t i o n . 

3 . As l e a d e r s t h e y a r e a l e r t t o s i t u a t i o n s a f f e c t i n g t h e 
w e l f a r e of farm p e o p l e and h e l p them t o f i n d s o l u t i o n s t o 
problems a r i s i n g from t h e s e s i t u a t i o n s . I 

In a d d i t i o n , c o u n t y E x t e n s i o n a g e n t s a r e r e s p o n s i b l e f o r t h e a d m i n i s -

p 

t r a t i o n o f t h e i r c o u n t y E x t e n s i o n o f f i c e and s t a f f . In Kansas, t h e 

D i r e c t o r of E x t e n s i o n d e s i g n a t e s t h e c o u n t y a g r i c u l t u r a l a g e n t a s 

d i r e c t o r of the c o u n t y E x t e n s i o n s e r v i c e . T h i s i s a d u t y a s s i g n m e n t , •j 

not an a d m i n i s t r a t i v e t i t l e . J 

Looking a t t h e o b j e c t i v e s o f E x t e n s i o n and a t t h e f u n c t i o n s o f 

the county a g e n t s , broad q u a l i f i c a t i o n s a r e r e q u i r e d . These a g e n t s 

have t o be c a r e f u l l y s e l e c t e d f o r t h e j o b , so t h a t t h e y can cope w i t h 

t h e i n c r e a s i n g demands of t h e p e o p l e . S e l e c t i o n o f q u a l i f i e d p e r s o n n e l 

by a d m i n i s t r a t o r s i s o f v i t a l importance b e c a u s e s t a f f d e t e r m i n e s e f -

f e c t i v e n e s s o f an o r g a n i z a t i o n . 

Meed of t h e Study 

In r e c e n t y e a r s " s e l e c t i o n t e s t s " p r e d i c t i n g j o b performance o f 

p r o s p e c t i v e c o u n t y E x t e n s i o n a g e n t s have been d e v e l o p e d w i t h a c e r t a i n 

d e g r e e o f a c c u r a c y . Such a s e l e c t i o n t e s t , a b a t t e r y o f q u e s t i o n s , was 

d e v e l o p e d b y Ivan Nye. He found t h a t 63 per c e n t of v a r i a t i o n s a s s o c i a t e d 

1 I b i d . , p. 49 ^ lb i d . , p. 50. 

3 
Handbook f o r County A g r i c u l t u r a l Extension Councils» (Manhattan, 

Kansas: Kansas State University of A g r i c . T* Applied Sc iences , 1963), 
P. 
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with the success of Extension agents could be explained: a t t i t u d e con-

tr ibuted nine per cent , vocat ional i n t e r e s t 11 per cent , background and 

t ra in ing 15 per cent , and personal i ty 23 per cent . Nye pointed out that 

his f indings must be considered t e n t a t i v e , u n t i l , as he stated " further 

research in addit ion t o c r o s s - v a l i d a t i n g present f i n d i n g s , might seek 

to explain some of the present ly unexplained var ia t ions . " 1 -

The Federal Extension Service recognizing the importance of Nye's 

f i n d i n g s , i n i t i a t e d a d d i t i o n a l research. As s t a t e d , "Some f a c t o r s have 

been uncovered which more or l e s s d i f f e r e n t i a t e between the b e t t e r and 

poorer county a g r i c u l t u r a l agents Since 1956 qui te a s u b s t a n t i a l 

amount of research has been conducted in d i f f e r e n t s t a t e s . Various char-

a c t e r i s t i c s of s u c c e s s f u l agents have been out l ined. These c h a r a c t e r -

i s t i c s sometime vary from one s t a t e t o the other, and sometime they 

even contradic t one another. 

Frutchey r e f e r r i n g to one of the studies conducted in Michigan 

reported t h a t there was no s t a t i s t i c a l l y s i g n i f i c a n t d i f f e r e n c e between 

the more e f f e c t i v e and the l e s s e f f e c t i v e agents, in age, tenure in 

Extension, and c o l l e g e grade-point-average f o r a l l courses. While 

Ivan Nye, The Relat ionship of Certain Factors to County Agent 
Success, A g r i c u l t u r a l Experiment S t a t i o n , Col lege of A g r i c u l t u r e , Re-
search B u l l e t i n 498, (Columbia, Missouri: University of Missouri, 
May 1952), p. 37. 

?Fred P. Frutchey, " D i f f e r e n t i a l C h a r a c t e r i s t i c s of the More E f -
f e c t i v e and Less E f f e c t i v e Teachers," A Summary Report of Nine Studies , 
Made f o r the O f f i c e of Naval Research Department of Navy, U . S . D . A . , 
Federal Extension Service , Washington D.C. , 1953, p. 8. 
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i n a n o t h e r s t u d y c o n d u c t e d i n W i s c o n s i n , Austman and Duncan l i s t s i m i l a r 

b a c k g r o u n d c h a r a c t e r i s t i c s t h a t do h a v e r e l a t i o n s h i p t o h i g h p e r f o r m a n c e , 

s u c h a s : s c h o l a s t i c a c h i e v e m e n t i n c o l l e g e , e x p e r i e n c e i n some v o c a t i o n s 

o f p r o f e s s i o n s , p a r t i c u l a r l y i n t e a c h i n g , and a g e o f a g e n t s w i t h i n some 

l i m i t s . ' * " However, t h e s e c o n t r a d i c t i n g f i n d i n g s may n o t b e f a u l t y , or 

u n r e l i a b l e . The d i f f e r e n c e s may b e due t o d i f f e r e n t s i t u a t i o n s . I n f o r -

m a t i o n t o d a t e i s f a r from c o m p l e t e . T h e r e a r e many v a r i a b l e s w h i c h may 

c o n t r i b u t e t o t h e e f f e c t i v e n e s s o f a g e n t s o n - t h e - j o b . These f a c t o r s d e -

s e r v e a t h o r o u g h s t u d y b e f o r e any u s e f u l c o n c l u s i o n s c a n b e d r a w n . J o h n -

son and McCormick p o i n t e d o u t t h a t "The f i e l d o f s e l e c t i o n t e s t s o f f e r s 

an i n t e r e s t i n g and much needed f i e l d o f a d d i t i o n a l r e s e a r c h t o i d e n t i f y 

t h e p o t e n t i a l t e s t s t h a t m i g h t be a p p l i c a b l e t o C o o p e r a t i v e E x t e n s i o n 

S e r v i c e . " 2 

S t a t e m e n t o f t h e Problem 

One must c o n s i d e r t h e t remendous c o s t i n v o l v e d i n s e l e c t i n g a n 

employee who i s n o t s a t i s f a c t o r y , d i s r e g a r d i n g h i s e f f e c t i v e n e s s , a f t e r 

Helgi H. Austman and James A. Duncan, "Job Performance of 

Beginning New Cooperative Extension Agents in Wisconsin," A Report of 

Research in Cooperative Extension, Department of Agriculture and Ex-

tension Education, University of Wisconsin, October, 1961, p. 15u 

2 
Alton 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, Publication No. lit (Madison 6 , Wisconsin: Univer-

sity of Wisconsin, July 1962), p. 67. 
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spending some years in t ra in ing i t may even be necessary t o counsel him 

out of the service . 1 - This i s wasted expenditure which can be eliminated 

by b e t t e r s e l e c t i o n procedures. Whenever the need f o r s e l e c t i n g an employee 

f o r a p a r t i c u l a r job a r i s e s due to a vacancy, a promotion or f o r any other 

reason, a good administrator always asks h imsel f , "What kind of man do I 

need t o run t h i s organization more e f f e c t i v e l y ? " In s e l e c t i n g county Ex-

tension agents , one question constantly asked i s , "What are the f a c t o r s 

which are c h a r a c t e r i s t i c of the more e f f e c t i v e agents?" In making t h i s 

study some of the major questions that needed to be answered were as 

fo l lows: 

I s the e f f e c t i v e n e s s of county Extension agents in Kansas assoc iated 

with! 

1 . Tenure on the job? 

2. Age? 

3. Major f i e l d of study a t c o l l e g e ? 

4. Previous job experiences? 

5. College undergraduate grade-point average? 

6. Subject matter c r e d i t hours earned a t c o l l e g e ? 

This study attempts to provide answers t o the above quest ions. 

Scope and Procedure 

The Federal Extension Service i n i t i a t e d f u r t h e r research in the 

area of s e l e c t i o n t e s t s (see appendix A) . The o b j e c t i v e s of the study 

1 I b i d . , p. 27. 
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were t o v a l i d a t e the p r e d i c t i v e value of the Missouri. County Agents Inven-

tory t e s t in s e l e c t i n g new county agents. As a r e s u l t Dr. Wilber E. 

Ringler , Ass is tant Director of Cooperative Extension Service in Kansas, 

conducted a study in cooperation with Dr. Fed P. Frutchey, Extension Re-

search S p e c i a l i s t in Teaching Methods, Div is ion of Extension Research 

and Training, U.S.D.A. , Federal Extension S e r v i c e . The study group i n -

cluded f i f t y - t w o county Extension agents who had served a t l e a s t one year 

between July 1 , 1958 and June 30, 1963, and who had completed the Missouri 

County Agents Inventory Test (appendix B) a t the time of entering the 

Kansas Extension S e r v i c e . 

Answers were scored and the agents l i s t e d 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 

p a r t s — t o p t h i r d , medium th ird and bottom t h i r d . The agents were a l s o 

rated and divided again i n t o three groups—seventeen in the top t h i r d , 

seventeen in the mid-third and eighteen in the bottom t h i r d , by a panel 

of Extension administrators and supervisors . A l l people involved in the 

r a t i n g of agents were members of the Cooperative Extension S e r v i c e , Kansas 

S t a t e Univers i ty . The c r i t e r i a f o r ra t ing job performance included: 

(1) understanding of job—self- improvement; (2) developing, carrying out 

and reporting county programs; ( 3 ) o f f i c e management; ( 4 ) leadership de-

velopment; (5) personal appearance; (6) p r o f e s s i o n a l competence; and (7) 

communications a b i l i t y . 

The agents' scores and r a t i n g s were corre lated and compared. In 

short , the conclusions were that the Missouri County Agents Inventory Test 
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did not have any p r e d i c t i v e v a l u e of s u c c e s s . Hence F r u t c h e y made an 

i tem a n a l y s i s of t h e 46l q u e s t i o n s i n t h e M i s s o u r i County Agents I n v e n -

t o r y . He found t h a t o n l y 1 1 7 q u e s t i o n s d i f f e r e n t i a t e d between t h e more 

and t h e l e s s e f f e c t i v e a g e n t s (appendix C ) . Then he r e s c o r e d the i n v e n -

t o r i e s f o r the f i f t y - t w o a g e n t s , u s i n g a new key on t h e 1 1 7 q u e s t i o n s , and 

compared t h e new s c o r e s w i t h t h e per formance e v a l u a t i o n ( r a t i n g s ) o f t h e 

a g e n t s . The c o r r e l a t i o n was r = . 8 7 . The 3 x 3 c o n t i n g e n c y t a b l e i n t h e 

appendix D shows t h i s r e l a t i o n s h i p . Thus R i n g l e r , a f t e r adding some more 

q u e s t i o n s , deve loped a new County A g e n t s I n v e n t o r y f o r Kansas t o be used 

f o r f u t u r e s t u d y w i t h c o u n t y E x t e n s i o n a g e n t s (appendix E ) . 

The r e s e a r c h e r i n h i s s t u d y used p a r t of t h e r a t e d and the r e -

s c o r e d a g e n t s of the above s t u d y a s a c r i t e r i o n , and based h i s s t u d y on 

i t . When F r u t c h e y c o r r e l a t e d t h e r a t e d and the r e s c o r e d two g r o u p of 

a g e n t s , some from t h e t o p and bottom t h i r d a g e n t s of each f e l l i n t o t h e 

m i d - t h i r d group on t h e c o r r e l a t i o n c o n t i n g e n c y t a b l e . Those a g e n t s who 

d i d not a c h i e v e a p e r f e c t c o r r e l a t i o n between t h e i r r a t i n g s and s c o r e s 

were omitted from t h i s s t u d y . In o t h e r words t h e u n i v e r s e of t h i s s t u d y 

i s o n l y t h e t o p and bottom t h i r d a g e n t s of t h e 3 x 3 c o n t i n g e n c y t a b l e 

who had a p e r f e c t c o r r e l a t i o n between t h e i r s c o r e s and r a t i n g s . There 

were f i f t e e n a g e n t s i n each g r o u p . Data r e l a t e d t o t h e b a c k g r o u n d , e d u -

c a t i o n and o t h e r f a c t o r s c o n c e r n i n g t h e s e a g e n t s were c o l l e c t e d from 

r e c o r d s i n t h e S t a t e E x t e n s i o n O f f i c e . The methods used i n t h e a n a l y s i s 

o f d a t a w e r e : Group compar isons b y a r i t h m e t i c mean, s t a t i s t i c a l median 

and r a n g e ; and Y u l e ' s "Q" t o d e t e r m i n e t h e d e g r e e and t h e d i r e c t i o n of 

a s s o c i a t i o n s between a t t r i b u t e s under s t u d y . A more d e t a i l e d e x p l a n a t i o n 



of methods used i n the a n a l y s i s of data i s given in Chapter I I I . 

Statement of the Object ives 

The o b j e c t i v e f o r t h i s study was t o determine i f there were 

important assoc ia t ions between the county agents ' e f f e c t i v e n e s s on 

the job and: 

1 . Tenure in Extension. 

2. Age. 

3. Academic major f i e l d of study at c o l l e g e . 

4. Previous job experiences i n : 

a . Teaching Vocational A g r i c u l t u r e , Extension S e r v i c e 

and Sales work. 

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

c . Total months of a l l previous job experiences. 

5 . Col lege undergraduate grade-point-average. 

6 . The s u b j e c t matter c r e d i t hours earned at c o l l e g e i n : 

a . Education courses. 

b . Extension Education courses. 

c . Psychology courses . 

d. Sociology courses . 

e . Speech and Journalism courses. 

f . Humanity courses. 

9 
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D e f i n i t i o n s o f Terms Used 

D e f i n i t i o n s o f c e r t a i n terms used i n t h i s s t u d y a r e a s f o l l o w s : 

Background f a c t o r s : Webster d e f i n e s background a s " t h e s c e n e r y o r ground 

behind something s e e n o r r e p r e s e n t e d . " He w r i t e s f u r t h e r t h a t , 

"background i s the sum of o n e ' s e x p e r i e n c e , t r a i n i n g and e d u c a t i o n . " 

F a c t o r i s d e f i n e d a s , "one of t h e e l e m e n t s t h a t c o n t r i b u t e t o p r o -

duce a r e s u l t ; a c o n s t i t u e n t . " In t h i s s t u d y background f a c t o r s 

a r e t h o s e c o n s t i t u e n t s or c h a r a c t e r i s t i c s of e x p e r i e n c e and a c a -

demic e d u c a t i o n , o b t a i n e d b y t h e c o u n t y E x t e n s i o n a g e n t s p r i o r t o 

or d u r i n g employment i n t h e Kansas E x t e n s i o n S e r v i c e . 

County E x t e n s i o n a g e n t s : In t h i s s t u d y i t o n l y r e f e r s t o county a g r i -

c u l t u r a l a g e n t s , 4-H c l u b or youth a g e n t s and t o a s s i s t a n t a g r i -

c u l t u r a l a g e n t s . 

Job p e r f o r m a n c e : In t h i s s t u d y i t i s d e f i n e d t o mean t h e e x e c u t i o n or 

e x h i b i t i o n o f t h e s k i l l s r e q u i r e d of t h e c o u n t y E x t e n s i o n a g e n t s . 

The more e f f e c t i v e a g e n t s : In t h i s s t u d y t h o s e a g e n t s who were r a t e d 

h i g h e s t , by t h e i r administrators , and a l s o scored highest on the 

117 items of the Missouri County Agents Inventory Test are re ferred 

to as the more e f f e c t i v e or the more s u c c e s s f u l or the top one-

third agents interchangeably. 

The l e s s e f f e c t i v e a g e n t s : They a r e t h o s e a g e n t s who were r a t e d and a l s o 

s c o r e d t h e l o w e s t p o i n t s . O f t e n t i m e s t h e y a r e r e f e r r e d t o a s b o t -

tom o n e - t h i r d a g e n t s o r t h e l e s s s u c c e s s f u l a g e n t s . 
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I t should be noted that both the more and the l e s s e f f e c t i v e group 

of agents were performing s a t i s f a c t o r i l y in the Extension Serv ice . Frutchey 

re ferr ing to the general learning a b i l i t y of such selected agents wrote 

t h a t , 

Since they are a se lected group, the range of a b i l i t y . . . i s 
much l e s s than that of general population, and the correct ion b e -
tween general learning a b i l i t y and e f f e c t i v e n e s s would necessar i ly 
be lower. Eighty per cent of the Missouri county Extension agents, 
f o r example, scored in the upper f i f t h on the Array General C l a s -
s i f i c a t i o n t e s t . . . 1 

Manpower management: I t i s defined by Yoder to describe the whole i n -

employment, development, and u t i l i z a t i o n of human resources. 

" I t includes both group and individual r e l a t i o n s h i p , both labour 

r e l a t i o n s and personnel management." I t a l s o includes s t a f f i n g , 

recruitment, s e l e c t i o n , and placement of job holders . 

Personnel management: Yoder used i t t o describe a c t i v i t i e s dealing with 

the employees as indiv iduals . I t includes such a c t i v i t i e s as 

s e l e c t i o n , r a t i n g , and counsel ing. 3 

1 
Frutchey, eg. c i t . , pp. 12-13. 

2 
Dale Yoder, Personnel Management and Industr ia l Relat ions, (fourth 

e d i t i o n ; New Jersey: Prentice Hall , I n c . , 1958), p. 15. 

3 I b i d . 



CHAPTER I I 

REVIEW OF LITERATURE 

Introduction 

There were two major areas of i n t e r e s t in the review of l i t e r a t u r e . 

The f i r s t ha l f of t h i s chapter deals with the S t a f f i n g Process of Manpower 

Management, The second ha l f d iscusses research f i n d i n g s that are d i r e c t l y 

pert inent t o t h i s study. Considerable space was devoted t o the research 

f indings and t o the c r i t e r i a of measuring e f f e c t i v e n e s s or the procedures 

used, i n determining the more and the l e s s e f f e c t i v e agents . Also some 

space was devoted t o the f i n d i n g s of research that may contr ibute t o a 

b e t t e r understanding of the problems of the l e a s t e f f e c t i v e agents . 

S t a f f i n g Process 

Knowledge and understanding of the s t a f f i n g process i s hampered by 

confusion in the use of words. This i s because d i f f e r e n t a u t h o r i t i e s and 

w r i t e r s have used d i f f e r e n t terms in the f i e l d of Manpower Management, t o 

expla in the s t a f f i n g process . The terms "Procurement," " S t a f f i n g , " and 

" S t a f f i n g Process" have been used by Flippo, 1- Yoder , 2 and Johnson and 

McCormick^ as synonymous terms. 

1Edwin B. F l ippo , P r i n c i p l e s of Personnel Management (New York: 
McGraw-Hill Co. , 1961) , p. 115., """ 

'Dale Yoder, Personnel Management and I n d u s t r i a l Relat ions (fourth 
e d i t i o n ; New J e r s e y : Prent ice H a l l , I n c . , 1956), p . 15. 

•^Johnson and McCormick, op. c i t . , p. lO. 
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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; 
1 ? 

selection; and placement of personnel. * 

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. In 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 

U. Placement. k 

These four basic areas also suggest that staffing is a comprehensive 

process.-' Job analysis is the process of determining pertinent information 

*Dale Yoder and others, Handbook of Personnel Management and Labor 
Relations (New York: McGraw-Hill Book Company, I n c . , 1953), Sec. 5 .T. 

p 
Yoder, op. c i t . , pp. 1 4 - l 5 . 

•s 

Johnson and McCormick, og. c i t . , p. 1 1 . 

^Yoder, l o c . c i t . 

^Johnson and McCormick, l o c . c i t . 
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r e l a t i n g t o t h e n a t u r e o f a s p e c i f i c j o b by o b s e r v a t i o n or s t u d y . " I t 

i s t h e d e t e r m i n a t i o n of t h e t a s k s which comprise t h e j o b and t h e s k i l l s , 

knowledge, a b i l i t i e s , and r e s p o n s i b i l i t i e s r e q u i r e d of the worker f o r 

s u c c e s s f u l performance " R e c r u i t m e n t i s t h e p r o c e s s of l o c a t i n g 

and c o n t a c t i n g p r o s p e c t i v e c a n d i d a t e s a s p r e s c r i b e d b y j o b s p e c i f i c a t i o n s , 

and s t i m u l a t i n g them t o a p p l y f o r p o s i t i o n s i n t h e organization. c S e l e c t i o n 

i s t h e s c r e e n i n g p r o c e s s . And placement i s t h e d e t e r m i n a t i o n o f t h e j o b 

t o which an a c c e p t e d c a n d i d a t e i s t o b e a s s i g n e d and h i s a s s i g n m e n t t o t h a t 

j o b . None of t h e s e f o u r a r e a s can be i g n o r e d i n an e f f i c i e n t o r g a n i z a t i o n . 

A l l s t e p s a r e o f e q u a l i m p o r t a n c e . For i n s t a n c e , p lacement of p e r s o n n e l 

i s i n c o m p l e t e w i t h o u t t h e s e l e c t i o n p r o c e s s , so i s s e l e c t i o n w i t h o u t r e -

c r u i t m e n t . Above a l l i s j o b a n a l y s i s . Some a u t h o r i t i e s do n o t i n c l u d e 

j o b a n a l y s i s i n t h e s t a f f i n g p r o c e s s , b e c a u s e of i t s g e n e r a l i t y i n u s e . 

Yoder c l e a r l y s t a t e d t h a t i t i s t h e number one t a s k i n the s t a f f i n g p r o -

c e s s , b e c a u s e i t p r o v i d e d g u i d e l i n e s t o t h e q u a l i t y of manpower needed.^ 

S t o n e and K e n d a l l wrote t h a t out of t h i s j o b a n a l y s i s , j o b d e s c r i p t i o n 

and j o b s p e c i f i c a t i o n s were d e v e l o p e d which were an a b s o l u t e n e c e s s i t y 

Yoder and o t h e r s , l o c . c i t . , c i t i n g War Manpower Commission, 
" T r a i n i n g and R e f e r e n c e s Manual f o r Job A n a l y s i s , " Bureau of Manpower 
U t i l i z a t i o n , Government P r i n t i n g O f f i c e , Washington, June 1944, pp. 1 - 3 , 

2 

F l i p p o , op. c i t . , p . 1 5 9 . 

3 Y o d e r , op. c i t . , p . 203. 
Ii 

Y o d e r , l o c . c i t . 
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in the s e l e c t i o n process,"*" S t a f f i n g process begins with job a n a l y s i s 

and ends with the placement and introduction of the new employee t o h i s 

job , to h i s p o s i t i o n , t o h i s f e l l o w employees and to the organizat ion. 

F i n a l l y , s t a f f i n g process should be audited or revised p e r i o d i c a l l y , 

so as to a s c e r t a i n i f the p o l i c i e s and procedures set f o r t h a few years 

back are s t i l l appropriate with the present condit ions . And, i f deemed 

necessary, s t a f f i n g process should be adjusted to meet the chal lenge of 

the present condit ions and that of the near future as w e l l . This per iodic 

r e v i s i o n i s e s s e n t i a l , e s p e c i a l l y i n a dynamic organizat ion such as the 

Cooperative Extension S e r v i c e . 

In the s e c t i o n s t o f o l l o w the s e l e c t i o n process i s discussed i n 

some d e t a i l . The four bas ic areas or s teps of s t a f f i n g were j u s t men-

t ioned, only t o show the place of s e l e c t i o n in the o v e r a l l process . 

S e l e c t i o n of Personnel 

The most important a s s e t of an organizat ion i s i t s personnel. 

Every organizat ion, whether large or smal l , has some o b j e c t i v e s to be 

achieved. What an organizat ion does, how w e l l , and when i t does i t 

depends l a r g e l y on the q u a l i t y of i t s const i tuents—the s t a f f . Qual i ty 

in an organizat ion i s control led l a r g e l y through proper s e l e c t i o n , and 

C. Harold Stone and William E. Kendall, E f f e c t i v e Personnel 
S e l e c t i o n Procedures (Englewood C l i f f s , N. J . : Prent ice Hal l , I n c . , 
1958), p. W . 

2 
Johnson and McCormick, og. c i t . , pp. 75-76. 
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of course good pay. Yoder defined s e l e c t i o n as "the process in which 

potent ia l employees, recruited from various sources, are examined and 

separated into two c lasses—those to be o f fered employment and those who 

are n o t . " 1 

Select ion i s the next l o g i c a l step which fol lows recruitment. I t 

i s designated to be the negative counterpart of recruitment, and serves 

the function of screening or separating the most l i k e l y and promising 
o 

applicants f o r employment among those made a v a i l a b l e by recruitment. 

Obviously, before the a c t u a l process of se lec t ion can be s t a r t e d , a con-

siderable amount of preliminary work i s necessary on the part of any i n d i -

v idual organization. Flippo summarizes t h i s preliminary work,which i s an 

absolute necess i ty f o r e f f e c t i v e s e l e c t i o n , as f o l l o w s : 

^Yoder, loc. cit. 

2 Yoder and others, o£. cit., sec, 8.2. 
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There are three b a s i c preliminary requirements before s e l e c t i o n 

can take p l a c e : 

1 . There must be a vacancy or a new pos i t ion that needs t o be 

f i l l e d , which comes from employment r e q u i s i t i o n i n g , as a r e s u l t of work-

force and work-load a n a l y s i s , t o authorize " s e l e c t o r s " t o i n i t i a t e s e l e c t i o n . 

2. There must be a w r i t t e n statement of the personnel standard, 

with which the " s e l e c t o r s " can compare prospective employees. This s t a t e -

ment i s derived from job s p e c i f i c a t i o n s as developed through job a n a l y s i s . 

This basic f a c t o r of s e l e c t i o n i s probably the most neglected. L i terature 

strongly emphasized that job a n a l y s i s i s a must f o r a more o b j e c t i v e and 

e f f e c t i v e s e l e c t i o n . 

3. There must be adequate appl icants f o r the job from whom the 

" s e l e c t o r s " can s e l e c t . This i s provided by an e f f e c t i v e recruitment 

program. I t i s recommended that the recruitment program should be p o s i -

t i v e , as f a r as p o s s i b l e . 1 

S e l e c t i o n Procedures 

The s e l e c t i o n , h i r i n g , or employment procedure i s e s s e n t i a l l y a 

s e r i e s of s teps arranged i n such a manner t o obtain pert inent information 

about the a p p l i c a n t , in l i n e with the degree of importance of q u a l i t i e s 

the pos i t ion demands. At each step more and more i s learned about the 

prospect , and the information obtained i s compared with the p r e - s e t 

standard of personnel. I f the prospect q u a l i f i e s he moves along the 

^Flippo, og. c i t . , p. 177 . 
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steps u n t i l h ired, or he may be r e j e c t e d from the process a t any stage 

i f found unsuitable or u n f i t . 1 

There are severa l s e l e c t i o n procedures that have come i n t o general 

use. Actua l ly most organizations have copied these procedures and adapted 

them according to t h e i r needs. Three examples of such models are a s f o l -

lows : 

Uhrbrock has i l l u s t r a t e d a planned sequence in the s e l e c t i o n pro-

cedure. I t i s i l l u s t r a t e d in Figure 1 . I t may be noted that the process 

a c t u a l l y begins with a preliminary interv iew and ends up with a phys ica l 

examination. I t a l s o includes a wait ing l i s t of d e s i r a b l e appl icants 

not included i n other procedures. 

Another example i s given by Jurgensen. He l i s t s s i x steps as 

f o l l o w s s 

1 . F i l l i n g out an a p p l i c a t i o n blank. 

2. F i l l i n g out a job preference form, in which the appl icant 
ranks the t e n f a c t o r s that are of g r e a t e s t importance to him i n a 
j o b . 

3. Interviews (structured to cover work h i s t o r y , school ing, 
family and domestic background, f i n a n c i a l s t a t u s , and personal 
h i s t o r y ) , and r a t i n g s . 

It. Testing a b i l i t y and apt i tudes with t e s t b a t t e r i e s adapted 
to var ious j o b s . 

5 . Physical examination. 

6 . Interviews with supervisors and a c t u a l h i r i n g , 2 

1 F l i p p o , op. c i t . , pp. 177-178. 

2 C l i f f o r d E. Jurgensen, A S c i e n t i f i c S e l e c t i o n Program (Conference 
Board Management Record, Vol . 9, No. lO, October, 1947). pp. 107-112. 



F i g . 1. Planned Sequence in Se lect ion Procedure. (From R. S. 
Uhrbrock, "Mental A ler tness Test as Aids in Se lec t ing Employees," Person-
n e l , Vol . 12, May 1936, p. 231) , c i t e d by Yoder, op. c i t . , p. 211 . 

19 
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A third example i s that given by Johnson and McCormick, implying 

i t s use in Cooperative Extension Serv ice . They discuss s e l e c t i o n pro-

cedures under seven headings as f o l l o w s : 

1 . The i n i t i a l contact . 

2. The appl icat ion form. 

3. The co l lege t ranscr ipt and records. 

4. Checking the a p p l i c a n t ' s background (re ferences) . 

5. Se lect ion interview. 

6. Se lect ion t e s t s . 

7. Physical examination. 1 

The above three examples of se lec t ion procedures are only sug-

gest ions . The procedure w i l l vary with the s i z e of the organizat ion, the 

type of j o b , and the philosophy of personnel management.2 There i s no 

standard procedure that can prescribe a sequence that would be appropriate 

for a l l types of employees. In general , there i s a tendency that a longer 

and more complicated procedure i s e s s e n t i a l f o r more important pos i t ions , 

while a shorter procedure i s adequate for l e s s important non-supervisory 

pos i t ions . But Yoder stated t h a t , "The sequence may be more extended, 

a l s o , for those who are to hold sales or other jobs in which they repre-

sent the employer in dealing with public ."3 Posit ions such as those held 

by county Extension agents are of t h i s nature. Extension agents are 

^Johnson and McCormick, op. c i t . , pp. 56-68. 

2 Flippo, op. c i t . , p. 181. 

3 
Yoder, o£. c i t . , p. 213, 
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salesmen of ideas and a t the same time they represent severa l Joint 

employers. Obviously, such an important pos i t ion deserves a c a r e f u l l y 

planned procedure while s e l e c t i n g county agents . 

C r i t e r i a f o r Establ ishing and Evaluating S e l e c t i o n Procedures 

Since i t i s not possible t o prescribe a standard sequence of s teps 

t o be used by a l l employers and f o r every p o s i t i o n , i t i s necessary that 

every organization should make an e f f o r t to e s t a b l i s h i t s own, rather 

than copy conventional s e l e c t i o n procedures. I t i s an absolute neces-

s i t y that some c r i t e r i a be kept in mind to evaluate such a procedure. 

Johnson and McCormick suggest the fo l lowing questions to be answered: 

1 . W i l l t h i s procedure provide v a l i d data f o r making the de-
c i s i o n s t o h ire? 

2. W i l l t h i s procedure provide r e l i a b l e data? 

3 . Wil l t h i s procedure be f e a s i b l e t o administer? Does i t involve 
more d e t a i l s than an organization can handle? 

4. W i l l t h i s procedure be compatible with the appl icants? W i l l 
he be w i l l i n g and able to p a r t i c i p a t e in t h i s procedure without b e -
coming discouraged or disgusted? 

5. What about the cost of t h i s procedure? I s i t within f i n a n c i a l 
means of the organization? 

6, Does the procedure r e l a t e t o other procedures used and i f used, 
w i l l i t contr ibute information that i s v a l i d and useful?^ 

The above c r i t e r i a can a l s o be used to evaluate a s e l e c t i o n pro-

cedure which i s a lready i n use. Questions pert inent to the above can be 

Johnson and McCormick, og. c i t . , p. 55 
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included in the s e l e c t i o n t e s t or given before the phys ica l examination, 

i f such a t e s t i s i n use. This w i l l provide data and f a c i l i t a t e evalua-

t i o n of the procedure. 

Other c r i t e r i a , in addit ion to the above, which can be used in 

evaluating the s e l e c t i o n procedure already in use are as f o l l o w s : 

1 . Success and s a t i s f a c t i o n of employees on the j o b . 

2. Turnover f i g u r e s may provide a c l u e . 

3. Sa lary , earnings and p r o d u c t i v i t y . 

4. Tests of job s a t i s f a c t i o n compared with employees se lected 
by d i f f e r e n t methods. 

5 . S t a t i s t i c a l techniques: 

a . Output or earnings of employees compared between those 
with favorable r e f e r e n c e s , and those with r e l a t i v e l y 
poor r e f e r e n c e s . 

b . Scores on weighted a p p l i c a t i o n blanks may be c o r r e l a t e d 
with employee r a t i n g s , job s a t i s f a c t i o n , or moral 
scores . 

c . Turnover r a t e s during the f i r s t s i x months of employ-
ment compared f o r two groups of f irms or organizat ions 
dist inguished by t h e i r s e l e c t i o n pol icies.^-

The remainder of t h i s chapter d e a l s with more s p e c i f i c f a c t o r s , 

which a f f e c t s e l e c t i o n of s u c c e s s f u l county agents i n the Cooperative 

Extension organizat ion. The dut ies and r e s p o n s i b i l i t i e s , and q u a l i f i -

cat ions required of county agents are discussed with s p e c i a l emphasis 

on those in the Kansas Extension S e r v i c e . The sect ions to f o l l o w summarize 

research f indings which are pert inent to the o b j e c t i v e s of t h i s study. 

^Yoder, op. c i t . , pp. 230-231. 
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Duties and R e s p o n s i b i l i t i e s of County Extension Agents in Kansas 

Harold E. Jones, Director of the Kansas Extension Serv ice , out-

l i n e s the dut ies and r e s p o n s i b i l i t i e s of county Extension agents as 

follows. ' 

1 . The d u t i e s of Extension agents are t o g ive i n s t r u c t i o n i n 
a g r i c u l t u r e , home economics and 4-H club work t o the people of the 
county, through p r a c t i c a l demonstration and otherwise. 

2 . ( a ) County a g r i c u l t u r a l agents are d i r e c t l y responsible f o r 
the development of a l l Extension a c t i v i t i e s , in such counties which 
have no home economics and 4-H club agent. 

(b) County A g r i c u l t u r a l agents are d i r e c t l y responsible f o r 
the development of the a g r i c u l t u r a l program, and j o i n t l y responsible 
with the home economics agents f o r the 4H club programs, i n such 
counties which have home economics agents but no !j-H club agents . 

(c) County a g r i c u l t u r a l agent i s d i r e c t l y responsible f o r the 
a g r i c u l t u r a l program, and he w i l l assume r e s p o n s i b i l i t y f o r the whole 
Extension program t o be balanced and properly coordinated, in such 
counties which have both home economics and li-H club agent. 

3. County Extension agents are s p e c i f i c a l l y responsible for work 
with members of the A g r i c u l t u r a l Extension Counci l . 

I4. Administrative dut ies - o f f i c e management and reports , 
f inance and budget, program planning and execution, administrat ive com-
munication with the s t a t e o f f i c e , and in the case of the county a g r i -
c u l t u r a l agent, administrat ive l e a d e r s h i p . ! 

Academic Q u a l i f i c a t i o n s Required of County Extension Agents 

The county Extension agent requires a large amount of t e c h n i c a l 

information t o cope with the f u n c t i o n s , dut ies and r e s p o n s i b i l i t i e s of 

the county Extension j o b . In Kansas Extension S e r v i c e , minimum academic 

"Organization Plan and Duties f o r Kansas Extension S e r v i c e , " 
Kansas N387-1 N387-25, revised January, i960, Manhattan, Kansas: 
Cooperative Extension S e r v i c e , Kansas State Univers i ty , pp. 17-23. 



requirement i s a Bachelor*s degree i n a g r i c u l t u r e from an accredi ted 

c o l l e g e . ^ Another unwritten requirement i s t o p r e f e r candidates with 

highest gradepoint averages. Johnson and McCormick are s t a t i n g t h a t 

t h i s requirement i s due to the increasing demand of advanced degrees 

from Extension employees, coupled with the granting of leave f o r gradu-

ate study by the Extension Service .^ There i s no mention i n the l i t e r a -

ture as t o what major or minor, in the subject matter areas , i s most 

d e s i r a b l e . Only genera l statements are made about the q u a l i f i c a t i o n s 

required f o r good Extension workers. 

Q u a l i f i c a t i o n s of Good Extension Workers 

Harold E. Jones, Direc tor of Cooperative Extension S e r v i c e , Kansas 

State Univers i ty , Kansas, has emphasized the des irable q u a l i f i c a t i o n s f o r 

a good Extension worker, as defined by the National Task Force on i n -

s e r v i c e t r a i n i n g , as f o l l o w s : 

1 . An understanding of the s o c i a l systems of Extension c l i e n t e l e . 

2. An understanding of how people develop, both as indiv iduals 
and as s o c i a l groups. 

3. A good sense of public r e l a t i o n s . Confidence i s the foundation 
of good public r e l a t i o n s and s u c c e s s f u l teaching. I n t e g r i t y , t a c t , 
and judgment are important q u a l i f i c a t i o n s of s u c c e s s f u l Extension 
workers. 

Handbook f o r County A g r i c u l t u r a l Extension Council , Manhattan, 
Kansas: Kansas State University of Agr icul ture and Applied Sc iences , 
1 9 6 1 . p . 2 1 . 

g 

Johnson and McCormick, op. c i t . , pp. 59-60. 
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4. The a b i l i t y t o develop programs i s a t r a i t f o r which we are 
demanding increased p r o f i c i e n c y . Determination of problems and 
i n t e r e s t s , planning of work, management of time, a b i l i t y t o make 
d e c i s i o n s , and a b i l i t y t o evaluate r e s u l t s are important funct ions 
of program development. 

5. A b i l i t i e s in supervision and administration including 
knowledge of Extension organization and p o l i c y , of o f f i c e manage-
ment, and of personnel s e l e c t i o n f a l l in t h i s c a t e g o r y . . . . 

6. Knowledge of education including knowledge of adult edu-
cat ion programs, the p r i n c i p l e s of learning and the p r i n c i p l e s of 
t e a c h i n g . . . . 

7. A knowledge of communications. Great p r o f i c i e n c y i n com-
munications i s required in the Extension teaching methods. 

8. A b i l i t y to i n t e r p r e t research. Extension has exce l led in 
t r a n s f e r r i n g research f a c t s i n t o farm p r a c t i c e s , p a r t i c u l a r l y in 
the f i e l d of p r o d u c t i o n . . . . 

9. A knowledge of t e c h n i c a l subject m a t t e r . . . . * 

Looking to the above l i s t of d e s i r a b l e q u a l i f i c a t i o n s f o r Extension 

workers, some important questions come t o mind: "How can one evaluate 

these q u a l i t i e s o b j e c t i v e l y , so as to choose good Extension workers?" "What 

does research say about these academic and non-academic q u a l i f i c a t i o n s ? " 

The s e c t i o n s to f o l l o w summarize and review the research f i n d i n g s 

r e l a t e d to the academic and other background f a c t o r s , which are designed 

to i d e n t i f y such f a c t o r s , c h a r a c t e r i s t i c to good or s u c c e s s f u l county 

agents . 

Harold E. Jones, "Extension As a P r o f e s s i o n , " Direc tor of Exten-
s ion, Kansas State Univers i ty , Manhattan, Kansas: A paper prepared and 
presented t o the c l a s s of Extension Organization and P o l i c i e s , F a l l , 
1964. (1-691-2-200) 
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Studies on Academic and Other D i f f e r e n t i a l C h a r a c t e r i s t i c s of the More 

and the Less E f f e c t i v e County Extension Agents 

Posz-*- studying academic background c h a r a c t e r i s t i c s of county Exten-

sion agents in Michigan, used two c r i t e r i a of performance: ( 1 ) r a t i n g s of 

supervisors; (2) s a t i s f a c t i o n of county agents on the j o b . This study 

involved 81 county a g r i c u l t u r a l agents and 48 county 4-H club agents . 

Comparisons were made between the more e f f e c t i v e and the l e s s e f f e c t i v e 

agents, as rated by supervisors . His f indings were as f o l l o w s : 

There was no s t a t i s t i c a l l y s i g n i f i c a n t d i f f e r e n c e between the 

more and the l e s s e f f e c t i v e agents i n : 

a . Age. The younger agents were equal ly as e f f e c t i v e as older 

agents. 

b . Tenure in Extension. 

c . Col lege grade-point-average f o r a l l courses. 

d . College grade-point-average f o r t e c h n i c a l courses only. 

e . Number of hours of technica l agr icu l ture courses i n c o l l e g e . 

f . Col lege majors or f i e l d of emphasis in c o l l e g e . 

Posz a l s o compared the more and the l e s s s a t i s f i e d agents as 

determined by the adaptation of the Hoppock Job S a t i s f a c t i o n Blank 

and came out with s i m i l a r r e s u l t s as above, except that the more s a t i s -

f i e d agents have had longer tenure i n Extension. 

A. Conrad Posz, "The Academic Background of A g r i c u l t u r a l Ex-
tension Workers as Related to Se lected Aspects of Work Adjustment," 
Microfi lm, Ed. D. , Thesis , Michigan State C o l l e g e , East Lansing, 
Michigan, 1952. 
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In another p a r t l y s imi lar study, Mathews* compared the r a t i n g s of 

agents , as rated by t h e i r supervisors and s p e c i a l i s t s every two years f o r 

administrat ive purposes, with background c h a r a c t e r i s t i c s of agents obtained 

from t h e i r personal f i l e s . His f indings were as f o l l o w s : 

There was a f a i r l y high p o s i t i v e r e l a t i o n s h i p between the r a t i n g s 
and: 

a . General psychology courses taken, (r * . 7 1 ) . 

b . Tenure i n Extension, (r « . 5 6 ) . 

There was a p o s i t i v e low r e l a t i o n s h i p between the r a t i n g s and: 

a . Quality of c o l l e g e record, ( r « . 2 3 ) . 

b . Classroom teaching experience, (r » . 1 9 ) . 

c . Graduate courses completed, ( r » . 1 5 ) . 

There was a low negative r e l a t i o n s h i p between the r a t i n g s and: 

a . Other a g r i c u l t u r a l experience, (r * . 2 7 ) . 

Austman and Duncan's2 Wisconsin study explored the background 

v a r i a b l e s of 65 beginning county agents , that were b e l i e v e d to a f f e c t 

performance. They used three measures or c r i t e r i a to compare these 

v a r i a b l e s : (1) Role d e f i n i t i o n , as perceived by county agents and d i s -

t r i c t leaders; (2) r o l e f u l f i l l m e n t , as perceived by county agents; and 

Joseph L. Mathews, "A Method f o r Determining the Training Needs 
of County Agents as the B a s i s f o r Planning Training Programs," Microfi lm, 
Ph. D. Thesis , University of Chicago, 1951. 

2 
Helgi H. Austman and James A. Duncan, "Job Performance of Beginning 

New Cooperative Extension Agents in Wisconsin," A Report of Research i n 
Cooperative Extension, Department of Agriculture"*and Extension Education, 
University of Wisconsin, October, 1961. 
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(3) r o l e performance, a s perceived by each d i s t r i c t leader i n the 38 

Extension program f u n c t i o n s . These funct ions were divided i n t o s i x 

Extension program areas as f o l l o w s : 

1 . Public and working r e l a t i o n s h i p . 

2. Program development. 

3. Program implementation. 

4. Leadership development. 

5 . Evaluation of accomplishments. 

6. Profess ional improvement. 

Part of t h e i r f i n d i n g s which are c l o s e l y related t o t h i s study were as 

f o l l o w s : 

The r e l a t i o n s h i p between the background v a r i a b l e s and the agents 

performance, as perceived by the d i s t r i c t l eader , were found to be as 

f o l l o w s : 

a . Tenure was associated negat ive ly with performance to some 
e x t e n t . This a s s o c i a t i o n occurred l a r g e l y w i t h : ( 1 ) program im-
plementat ion (2) program development; and (3) leadership develop-
ment f u n c t i o n s . 

b . Age of agent was re lated p o s i t i v e l y t o the agents per-
formance of f i v e of the s i x function areas and a l s o with the mean 
performance s c o r e . Functions in the area of leadership development 
were the only ones showing no a s s o c i a t i o n with age . 

c . Scholast ic achievement in c o l l e g e , including grade-point-
averages, was quite highly assoc iated in a p o s i t i v e d i r e c t i o n with the 
performance of a l l s i x of the funct ion a r e a s . 

d. Grade point averages in humanities, a g r i c u l t u r a l courses, 
s o c i a l sc iences , and the c o l l e g e major were the ones most frequently-
associated with performance scores . 
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Background v a r i a b l e s which did not have any a s s o c i a t i o n or r e l a -

t ionship with performance were as f o l l o w s : 

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

b . Grade-point-average in bas ic science courses had no r e l a t i o n -
ship with performance. 

c . Total number of course c r e d i t s attained during c o l l e g e under-
graduate t ra in ing had no r e l a t i o n s h i p with performance, 

Austman and Duncan a l s o studied the r e l a t i o n s h i p of background 

f a c t o r s of agents with perception of t h e i r own performance ( r o l e f u l -

f i l l m e n t ) , and importance of Extension funct ions ( ro le d e f i n i t i o n ) . 

Shortly they came out with the fo l lowing r e s u l t s : 

a . Tenure was associated p o s i t i v e l y with ro le f u l f i l l m e n t scores . 

b . Age was a s s o c i a t e d , p o s i t i v e l y with r o l e f u l f i l l m e n t scores 
of some funct ions and n e g a t i v e l y re la ted of other funct ions . 

c . There was a r e l a t i v e l y low p o s i t i v e r e l a t i o n s h i p between age 
and a g e n t ' s r o l e d e f i n i t i o n perta ining t o s e v e r a l program development 
and implementation f u n c t i o n s . 

d. There was a high p o s i t i v e c o r r e l a t i o n between s c h o l a s t i c 
achievement in c o l l e g e including grade-point-averages and r o l e d e f i n i t i o n 
of agents . 

The fol lowing background f a c t o r s had l i t t l e or no r e l a t i o n s h i p 

to ro le d e f i n i t i o n by agents: 

a . Tenure of agents. 

b . The number of vocat ional and job experience gained by the 
agent during c o l l e g e . 
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Stock^ studied background c h a r a c t e r i s t i c s , t ra in ing and other 

f a c t o r s , assoc iated with the success of the 62 beginning male county 

Extension agents in Wisconsin. He compared the top 23 and the bottom 

23 agents a s determined by: (1) Mean performance s c o r e s , obtained from 

administration of the Missouri County Agent Inventory and two other sup-

plementary inventories; and (2) mean r a t i n g scores , obtained from r a t i n g s 

of the d i s t r i c t l e a d e r s . Part of h i s f indings d i r e c t l y pert inent to the 

present study are as f o l l o w s : 

1 . The top twenty-three more e f f e c t i v e agents had three or 
more hours of soc io logy and psychology courses . 

2. The bottom twenty-three l e s s e f f e c t i v e agents : (a) had 
none t o s i x hours of sociology and psychology courses} and (b) had 
one to s ix hours of a g r i c u l t u r a l education courses. 

Nye 's 2 Missouri study made an attempt t o discover background, 

t r a i n i n g , and other f a c t o r s that when combined produced more e f f e c t i v e 

Extension agents . He used ten (lO) r a t e r s to determine the more and 

the l e s s e f f e c t i v e agents: ( 1 ) Three a d m i n i s t r a t i v e — A s s i s t a n t Director 

of Extension, the s t a t e agent ( d i s t r i c t supervisor) of each d i s t r i c t , 

and the a g e n t ' s s a l a r y , and two c o l l e a g u e s — s u b j e c t matter s p e c i a l i s t s } 

(2) and f i v e l o c a l people—three l o c a l leaders ( farmer), and two from 

G a r f i e l d R. Stock, "Development of an Aptitude Inventory f o r 
Se lec t ing Male Extension Agents in Wisconsin," (Master's t h e s i s , Depart-
ment of Agriculture and Extension Education, University of Wisconsin, 
1963), reported by Patr ick G. Boyle , Research in Cooperative Extension 
Work (7th in a s e r i e s , Department of Agr icul ture and Extension Education, 
University of Wisconsin, November, 1963). pp. 16-19. 

2 Ivan Nye, The Relat ionship of Certain Factors to County Agent Suc-
c e s s , A g r i c u l t u r a l Experiment S t a t i o n , Col lege of A g r i c u l t u r e , Research 
B u l l e t i n 498 (Columbia, Missouri: University of Missouri, May 1952), 43 pp. 
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l o c a l p r o f e s s i o n a l and business people who had taken a c t i v e i n t e r e s t i n 

a g r i c u l t u r a l extension work. I t i s a side l i n e i n t e r e s t t o note that 

the administrat ive group rated the agents lower than the l o c a l group. 

Corre lat ion was .53. Nye compared the background c h a r a c t e r i s t i c s , 

academic and other , of the top one-third and bottom one-third agents . 

Part of h i s f indings pert inent t o t h i s study were as f o l l o w s : 

1 . College grades had some a s s o c i a t i o n with county agents success . 
More of the most e f f e c t i v e agents had high averages and fewer had low-
averages than the l e a s t e f f e c t i v e agents . 

2. There were no s i g n i f i c a n t d i f f e r e n c e s between agents : 

a . Who s p e c i a l i z e d narrowly i n one a g r i c u l t u r a l department 
and those who took broader but intens ive t r a i n i n g . 

b . Who had graduate work and those who had n o t . 

c . Who took vocat ional a g r i c u l t u r e in high school and 
those who did not . 

d. General learning a b i l i t y . 

3. There were no s t a t i s t i c a l l y s i g n i f i c a n t d i f f e r e n c e s between 
the e f f e c t i v e n e s s of agents trained i n d i f f e r e n t way ( i n - s e r v i c e 
t r a i n i n g ) or between agents who received i n - s e r v i c e t ra in ing and those 
who d i d n ' t . Although d i f f e r e n c e s favoring the agents with t ra in ing 
were near s i g n i f i c a n t . 

Merchants and Manufacturers Associat ion C a l i f o r n i a i n d u s t r i a l 

study, c i t e d by Pigon and Myers, 1 explored s e v e r a l c h a r a c t e r i s t i c s of 

00 s u c c e s s f u l and 00 non-successful employees. C r i t e r i o n of success 

and f a i l u r e used was: ( 1 ) employees, who had separated from the company, 

were considered f a i l u r e group; (2) employees in the same occupation, who 

"'"Paul Pigon and Charles A. Myers, Personnel Administration 
( fourth e d i t i o n , New York: McGraw-Hill Book Company, I n c . , 1961) , pp. 
237-233. 
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had good work h i s t o r i e s with the company, were considered s u c c e s s f u l . 

Several background f a c t o r s of the two groups were compared. Part of 

the f indings were as f o l l o w s : 

1 . The s u c c e s s f u l group had an average age of 27 y e a r s . 

2. The f a i l u r e group had an average age of 24 1/2 y e a r s . 

3. The majority of the f a i l u r e group was hired during the 
months of A p r i l through August. 

It. The majority of the s u c c e s s f u l group was hired during the 
months of August through November. 

Col l ings* in reviewing Cook's d i s s e r t a t i o n on the t r a i n i n g needs 

of county a g r i c u l t u r a l agents in Texas, reported h i s f i n d i n g s c r i t i c a l l y . 

Part of t h i s research report which i n d i r e c t l y concerns t h i s study was 

as f o l l o w s : 

1 . Seventy per cent of the county agents would l i k e advanced 
t ra in ing i n : 

a . Extension education, 

b . Sociology and, 

c . Psychology courses. 

2. Eighty-e ight per cent of the State s t a f f would l i k e to see 
agents take advanced study i n the above mentioned three f i e l d s . 

3. A majority of the county agents did not have course work in 
extension education, a g r i c u l t u r a l education, and psychology as under-
graduates. Most of the agents who had worked in these three f i e l d s 
indicated t h a t they were most h e l p f u l . 

Mary Louise C o l l i n g s , "Training Needs of County A g r i c u l t u r a l 
Agents in Texas," Research Summary No. 48, pocket ER&T-52 (3-58), 
Federal Extension S e r v i c e , U.S.D.A. , Washington, D. C . , 1958. 
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In F o u r - f i f t h s of the men county agents i n Texas would take 
leave t o do advanced t r a i n i n g i f some f i n a n c i a l aid were provided. 

5>. The s i z e of the family does not g r e a t l y inf luence the agents ' 
d e s i r e t o do advanced study. 

6. County agents who have been in the s e r v i c e f o r f i v e years or 
l e s s are more interested in advanced degrees. 

7. County agents under 40 years of age are the ones most w i l l i n g 
to take leave to do advanced study and w i l l do so f o r a smaller f i n a n c i a l 
aid than older groups. 

Federal Extension S e r v i c e , * summarizing research f i n d i n g s of some 

18 s tudies on the d i f f e r e n t i a l c h a r a c t e r i s t i c s of the more e f f e c t i v e 

and the l e s s e f f e c t i v e agents , reported the f o l l o w i n g : 

1 . The more e f f e c t i v e agents had more advanced t r a i n i n g s ince 
graduation from c o l l e g e . 

2. The vocat ional i n t e r e s t of the more e f f e c t i v e agents were 
more l i k e those of personnel d i r e c t o r s and s o c i a l science teachers . 

3. The vocat ional i n t e r e s t s of the l e s s e f f e c t i v e agents were 
more l i k e those of farmers and carpenters . 

4. The more e f f e c t i v e agents l i k e d t h e i r extension job b e t t e r 
and enjoyed b e t t e r vocat ional adjustment. 

5 . The more e f f e c t i v e agents spent more time in studying the 
county s i t u a t i o n . They assumed p o s i t i v e leadership in county program 
planning, having a more widespread formal planning group with member-
ship from a l l segments of the population. They had in mind d e f i n i t e 
o b j e c t i v e s f o r t h e i r teaching program and were guided by those ob-
j e c t i v e s i n carrying out t h e i r plan of work. They r e l a t e d t h e i r an-
nual program o b j e c t i v e s t o the long-time program o b j e c t i v e s . 

6. The more e f f e c t i v e agents made a greater e f f o r t t o reach 
r u r a l people personal ly . 

Extension Research and Training, "Administrative Organization and 
Management C h a r a c t e r i s t i c s of S u c c e s s f u l Agents ," Research Summary No. 8, 
Federal Extension S e r v i c e , U.S.D.A. , Washington, D. C . , A p r i l 1956. 
Packet No. ER&T-50 (3-56) . 



7 . The more e f f e c t i v e a g e n t s prepared many more news s t o r i e s 34 
d u r i n g t h e y e a r t h a n d i d t h e l e s s e f f e c t i v e a g e n t s . 

8. As s u p e r v i s o r and o r g a n i z e r o f e v e n t s t h e more e f f e c t i v e 
a g e n t s used l o c a l l e a d e r s t o perform t h i s r o l e more o f t e n than t h e 
l e s s e f f e c t i v e a g e n t s . 

9 . As an o r g a n i z e r o f g r o u p s , t h e more e f f e c t i v e a g e n t s o r g a n i z e d 
and worked w i t h more groups than l e s s e f f e c t i v e a g e n t s . 

l O . As sa lesmen o f i n f o r m a t i o n and i d e a s the more e f f e c t i v e a g e n t s : 
Spent more t ime i n performance o f t h i s r o l e ; had more i n i t i a t i v e and 
o r i g i n a l i t y i n c o n v i n c i n g p e o p l e t h a t t h e y should use t h e s e r v i c e ; 
had more c o n f i d e n c e i n t h e m s e l v e s ; were more s k i l l f u l i n c r e a t i n g 
c o n f i d e n c e i n t h e m s e l v e s . 

The r e s e a r c h e r made an a t t e m p t t o r e v i e w a s many s t u d i e s as p o s -

s i b l e d i r e c t l y r e l e v a n t t o t h e h y p o t h e s e s under s t u d y , w i t h i n t h e l i m i t s 

o f t ime a v a i l a b l e . T h e r e f o r e t h e r e v i e w h a s not been e x h a u s t i v e . The 

r e s e a r c h e r observed t h a t , e v e n i n t h e p r o f e s s i o n a l r e v i e w s t h e r e were 

v e r y f e w s t u d i e s d e a l i n g w i t h t h e f o l l o w i n g c h a r a c t e r i s t i c s assumed t o 

a f f e c t t h e s u c c e s s of E x t e n s i o n a g e n t s : A g e ; p r e v i o u s j o b e x p e r i e n c e ; 

number of c r e d i t hours and g r a d e s of s o c i o l o g y , p s y c h o l o g y , h u m a n i t i e s 

and e x t e n s i o n e d u c a t i o n c o u r s e s o b t a i n e d a t c o l l e g e . Nothing was c i t e d 

on number of h o u r s i n communications and j o u r n a l i s m c o u r s e s o b t a i n e d a t 

c o l l e g e . 

There i s e x h a u s t i v e r e s e a r c h and a s i z e a b l e number o f p r o f e s s i o n a l 

r e v i e w s i n t h e t e a c h i n g p r o f e s s i o n o f f o r m a l c l a s s e s , b u t v e r y l i t t l e c o n -

c e r n i n g t h e t e a c h i n g o f i n f o r m a l v o l u n t a r y masses of p e o p l e . A l s o , b u s i n e s s 

and i n d u s t r y have d e v o t e d c o n s i d e r a b l e a t t e n t i o n t o t h e problem of s e l e c t -

ing more p r o d u c t i v e or more s u c c e s s f u l e m p l o y e e s . In t h e i r c a s e t h e y can 

measure p r o d u c t i v i t y , b u t i n e x t e n s i o n work c r i t e r i a or measuring y a r d s t i c k s 
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are j u s t developing. I t i s not an easy task t o measure the product iv i ty 

of a county Extension agent. The measuring of outcomes of i n s t r u c t i o n 

has long been be l ieved to be i n t a n g i b l e . This b e l i e f has delayed s tudies 

in t h i s f i e l d . 



CHAPTER I I I 

ANALYSIS OF FACTORS ASSOCIATED WITH THE COUNTY 

AGENTS' EFFECTIVENESS ON THE JOB 

Procedure 

There were two main q u e s t i o n s t h a t had t o be answered i n r e g a r d 

t o t h e a n a l y s i s o f d a t a : ( 1 ) Could t h e d a t a be t r e a t e d as a sample? 

( 2 ) And i f t h e d a t a were not t o be c o n s i d e r e d a sample, what k i n d o f 

" d e s c r i p t i v e " s t a t i s t i c a l measures c o u l d b e used t o show t h e a s s o c i -

a t i o n s o r r e l a t i o n s h i p s between d i f f e r e n t v a r i a b l e s ? 

In c o n s i d e r i n g t h e f i r s t q u e s t i o n , i t was not e a s y t o assume t h a t , 

t h e group o f t h i r t y c o u n t y E x t e n s i o n a g e n t s under s t u d y , c o u l d have b e e n 

t r e a t e d a s a sample . The r e s e a r c h e r , a f t e r c o n s u l t i n g w i t h h i s g r a d u a t e 

committee and t h e Head of t h e S t a t i s t i c s Department, Kansas S t a t e U n i -

v e r s i t y , d e c i d e d t h a t t h e group c o u l d not be t r e a t e d a s a sample . 

I n t h e Scope and P r o c e d u r e , o u t l i n e d i n C h a p t e r I , i t was men-

t i o n e d how t h e t h i r t y c o u n t y E x t e n s i o n a g e n t s were o b t a i n e d from t h e 

f i f t y - t w o a g e n t s i n c l u d e d i n R i n g l e r ' s and F r u t c h e y ' s s t u d i e s . Of t h i s 

group o n l y t h o s e a g e n t s h a v i n g p e r f e c t c o r r e l a t i o n b e t w e e n s c o r e s and 

r a t i n g s , i n t h e t o p and bot tom t h i r d , were chosen t o r e p r e s e n t t h e popu-

l a t i o n of t h i s s t u d y ( a l s o s e e appendix D ) . 

In answer t o t h e second q u e s t i o n , "What k ind of d e s c r i p t i v e 

s t a t i s t i c a l measures c o u l d be used t o a n a l y z e t h e d a t a of t h i s s t u d y ? " 

t h e r e were s e v e r a l measures o f r e l a t i o n s h i p t h a t c o u l d have been u s e d . 

I f t h e n a t u r e o f d a t a was t o s u g g e s t m a n i f o l d square c o n t i n g e n c y t a b l e s , 
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more than 5 x 5 c e l l s , P e a r s o n ' s " c o e f f i c i e n t mean square c o n t i n g e n c y , " 

as symbol ized b y t h e "C" f o r m u l a , c o u l d have been used.-*- But i n t h i s 

s t u d y i t was not c o n s i d e r e d n e c e s s a r y t o c a r r y t h e a n a l y s i s o f d a t a b e -

yond a s i m p l e c o e f f i c i e n t of a s s o c i a t i o n . The s l i g h t l y a l t e r e d Y u l e ' s 

"Q", 2 

0 « (AB)(ab) - ( A b ) ( a B ) 
(AB) (ab) + (Ab )(aB) 

commonly c a l l e d " t h e c o e f f i c i e n t o f a s s o c i a t i o n " was the most s u i t a b l e 

measure f o r the n a t u r e o f d a t a a s s e m b l e d . Advantages are t h a t c o n t i n g e n c y 

c o e f f i c i e n t s r e q u i r e no assumptions o f any s o r t , c o n t i n u o u s o r d i s c r e t e 

v a r i a b l e s , normal o r skewed or any shape d i s t r i b u t i o n s f o r u n d e r l y i n g 

t r a i t s , ordered or unordered s e r i e s , and c o m b i n a t i o n s t h e r e o f a r e p e r -

m i s s i b l e . ^ The only r e q u i r e m e n t i s d i c h o t o m i z i n g d a t a t o f i t t h e f o u r -

f o l d (2x2) c o n t i n g e n c y t a b l e . 

I n s i m i l a r s t u d i e s n o t h i n g more i n t h e a n a l y s i s of r e l a t i o n s h i p s 

i s at tempted o t h e r t h a n a s imple d e s c r i p t i o n of a s s o c i a t i o n s . T h i s i s 

e s p e c i a l l y t r u e i n s o c i o l o g i c a l s t u d i e s . Hagood and P r i c e w r o t e t h a t 

1 
Margaret J . Hagood and D a n i e l 0. P r i c e , S t a t i s t i c s f o r S o c i o -

l o g i s t s ( r e v i s e d e d i t i o n , New Y o r k ! Henry H o l t and Company, 1 9 5 2 ) , 
p. 370. 

2 I b i d . , p. 3 6 1 . 

3 
Quinn McNemar, P s y c h o l o g i c a l S t a t i s t i c s ( t h i r d e d i t i o n , New Y o r k : 

John Wi ley and Sons , I n c . , 1 9 6 2 ) , pp. 200-201. 
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T h i s i s o f t e n t h e c a s e when t h e s t u d y f o r t h e purpose of 
l e a r n i n g a b o u t a group f o r a b e t t e r u n d e r s t a n d i n g of t h e i r 
p a r t i c u l a r s i t u a t i o n , perhaps w i t h a v i e w toward changes i n 
p o l i c y or a d m i n i s t r a t i o n f o r t h a t g r o u p . 1 

The " c o e f f i c i e n t o f a s s o c i a t i o n " r e p r e s e n t e d b y t h e symbol "Q" 

was c a l c u l a t e d t o d e t e r m i n e a s s o c i a t i o n s t h a t e x i s t e d between e f f e c t i v e -

n e s s and v a r i o u s background and o t h e r c h a r a c t e r i s t i c s of t h e c o u n t y E x -

t e n s i o n a g e n t s , a s s p e l l e d out by t h e h y p o t h e s e s . 2 The d a t a from each 

column were d i c h o t o m i z e d w i t h c r i t e r i a based on m e r i t s of each column. 

The c o e f f i c i e n t o f a s s o c i a t i o n s or "Q" v a l u e s i n d i c a t e t h e d e g r e e , t h e 

d i r e c t i o n and t h e e x i s t e n c e of such a s s o c i a t i o n s . S t a t i s t i c a l t e s t s were 

not used t o d e t e r m i n e t h e s i g n i f i c a n c e of t h e s e a s s o c i a t i o n s i n o r d e r t o 

r e j e c t o r a c c e p t t h e h y p o t h e s e s . I n s t e a d t h e above mentioned q u a l i t i e s 

o f "Q" were used as a g u i d e t o r e j e c t or a c c e p t t h e h y p o t h e s e s , by an 

a r b i t r a r y f i g u r e of + . 1 6 Q v a l u e . Any a s s o c i a t i o n between a t t r i b u t e s , 

a t o r be low t h i s v a l u e o f "Q1' was n o t c o n s i d e r e d an i m p o r t a n t enough 

a s s o c i a t i o n t o r e j e c t t h e n u l l h y p o t h e s e s . The f o l l o w i n g v a l u e s of "Q" 

have b e e n a r b i t r a r i l y d e s i g n a t e d t o d e s c r i b e t h e s t r e n g t h o r the d e g r e e 

o f a s s o c i a t i o n s between a t t r i b u t e s : 

.00 No a s s o c i a t i o n 

. 0 1 - . 1 6 + Very low a s s o c i a t i o n — n o t i m p o r t a n t 

. 1 7 - .33 + Low a s s o c i a t i o n 

Hagood and P r i c e , op. c i t . , p . 363. 

2 I b i d . , pp. 3 5 8 - 3 6 1 . 
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.34 - .66 + Moderate a s s o c i a t i o n 

.67 - .84 + High a s s o c i a t i o n 

.85 - .99 + Very h i g h a s s o c i a t i o n 

1 . 0 0 + P e r f e c t a s s o c i a t i o n . 

Method of P r e s e n t a t i o n 

The ( 2 x 2 ) c o n t i n g e n c y t a b l e s were used i n t h e a n a l y s i s of d a t a 

t o d e t e r m i n e t h e d e g r e e and t h e d i r e c t i o n of a s s o c i a t i o n s . The a n a l y s i s 

i s p r e s e n t e d i n r e l a t i o n t o t h e n u l l h y p o t h e s e s d e r i v e d f rom t h e o b j e c t i v e 

s e t up f o r t h i s s t u d y . 

The o b j e c t i v e was t o d e t e r m i n e i f t h e r e were i m p o r t a n t a s s o c i -

a t i o n s b e t w e e n t h e c o u n t y a g e n t s e f f e c t i v e n e s s on t h e j o b a n d : 

1 . Tenure i n E x t e n s i o n 

2 . Age 

3 . Academic major f i e l d of s tudy a t c o l l e g e 

4. P r e v i o u s j o b e x p e r i e n c e s i n : 

a . Teaching V o c a t i o n a l A g r i c u l t u r e , E x t e n s i o n S e r v i c e 

and S a l e s work 

b . The U. S . Army and N a t i o n a l Guard 

c . T o t a l months o f a l l p r e v i o u s j o b e x p e r i e n c e s 

5 . C o l l e g e u n d e r g r a d u a t e g r a d e p o i n t a v e r a g e 

6 . The s u b j e c t m a t t e r c r e d i t hours earned a t c o l l e g e i n : 

a . E d u c a t i o n c o u r s e s 

b . E x t e n s i o n E d u c a t i o n c o u r s e s 

c . P s y c h o l o g y c o u r s e s 
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d. Sociology courses 

e . Speech and Journalism courses 

f . Humanity courses . 

The Statement of Hypotheses 

The fo l lowing n u l l hypotheses were developed to guide the c o l -

l e c t i o n and a n a l y s i s of data: 

1 . There i s no important a s s o c i a t i o n between the county agents ' 

e f f e c t i v e n e s s on the job and tenure in the Kansas Extension 

S e r v i c e . 

2. There i s no important a s s o c i a t i o n between age and the e f f e c t i v e -

ness of county Extension agents in Kansas. 

3. There i s no important a s s o c i a t i o n between academic major f i e l d 

of study in c o l l e g e and e f f e c t i v e n e s s of county Extension agents 

in Kansas. 

4. There i s no important a s s o c i a t i o n between the e f f e c t i v e n e s s 

of county Extension agents in Kansas and previous job e x -

periences i n : 

a . Teaching Vocational A g r i c u l t u r e , Extension Service and 

Sales work. 

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

c . Tota l months of a l l previous job experiences. 

There i s no important assoc iat ion between the e f f e c t i v e n e s s 

of county Extension agents and t h e i r c o l l e g e undergraduate 

grade-point-average. 
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6. There i s no important assoc ia t ion between the e f f e c t i v e n e s s 

of county Extension agents i n Kansas and the subject matter 

c r e d i t hours earned i n : 

a . Education courses 

b . Extension Education courses 

c . Psychology courses 

d. Sociology courses 

e . Speech and Journalism courses 

f . Humanity courses . 

Tenure on the Job and E f f e c t i v e n e s s 

Hypothesis 1 . There i s no important a s s o c i a t i o n between the 

county agents ' e f f e c t i v e n e s s on the job and tenure in the Kansas Ex-

tension S e r v i c e . 

The data on tenure f o r each agent were assembled from the 

personnel and other documentary f i l e s of the Kansas Extension Serv ice . 

The a n a l y s i s included only those agents who had a minimum of twelve 

months of tenure and over. The c r i t e r i a used to c a l c u l a t e the months of 

tenure were agents ' appointment date , and June 30th 1963 or agents ' 

res ignat ion date from s e r v i c e , whichever came f i r s t . Not a l l agents 

were employed i n the Extension Service on June 30, 1963. Five of the 

l e s s e f f e c t i v e and one of the more e f f e c t i v e agents resigned from the 

Service pr ior t o t h i s date . 

One might expect t h a t the more e f f e c t i v e agents would have more 

experience on the job than the l e s s e f f e c t i v e 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 job 
Group of Agents R a n g e M e a n T o t a ] _ 

Months Months Months 

The more e f f e c t i v e a g e n t s — 
Top 1/3 rd 13-58 36.2 5bl 

The l e s s e f f e c t i v e a g e n t s -
Bottom 1/3 rd 12-57 36.3 5h5 

Group d i f f e r e n c e s 0 . 1 1 

d i f f e r e n c e s were evident . The more e f f e c t i v e group of agents had a 

range of 1 3 - 5 8 months of tenure, with a d i f f e r e n c e of 45 months between 

the l e a s t and the most experienced agent. The l e s s e f f e c t i v e group of 

agents had a range of 12-57 months of tenure, with a d i f f e r e n c e of 45 

months between the l e a s t and the most experienced agent. The d i f f e r e n c e 

in range spread was zero . The average or mean tenure f o r the more e f -

f e c t i v e group was 36.2 and 36.3 months f o r the other group of agents . 

Tota l months of tenure f o r the more e f f e c t i v e agents was 544 months 

while the l e s s e f f e c t i v e agents had a t o t a l of 545 months. In view of 

the above, no f u r t h e r a n a l y s i s was necessary. However, the data were 

dichotomized on the bases of the mean or average tenure f o r the whole 

group. Table I I y ie lded a c o e f f i c i e n t of a s s o c i a t i o n of - . 1 3 . This , 

very low negative a s s o c i a t i o n between the two a t t r i b u t e s , was not high 

42 
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TABLE I I 

DISTRIBUTION OF THE 30 COUNTY EXTENSION AGENTS EMPLOYED 
IN KANSAS BETWEEN JUIY 1 , 1958 AND JUNE 30, 1963 

BY MEAN TENURE IN MONTHS AND EFFECTIVENESS 

Tenure on the job 

Months 

E f f e c t i v e n e s s of agents 
Bottom 1/3rd 

No. 
Top 1/3rd Tota l 

No. Mo. 

Above the mean of 
36.3 

Below the mean of 
36.3 

7 

8 
6 

9 

13 

17 

Tota l 15 15 30 

Q -.13 

enough t o r e j e c t the n u l l hypothesis . Thus, the n u l l hypothesis of no 

important a s s o c i a t i o n between e f f e c t i v e n e s s and tenure was accepted. 

However, t h i s does not n e c e s s a r i l y mean that experience on the job does 

not contribute to the e f f e c t i v e n e s s . The only conclusion that can be 

made i s that f a c t o r s other than tenure may have contributed to the e f -

f e c t i v e n e s s of agents i n t h i s p a r t i c u l a r study. 

Age and E f f e c t i v e n e s s of Agents 

Hypothesis 2. There i s no important a s s o c i a t i o n between age and 

the e f f e c t i v e n e s s of county Extension agents i n Kansas. 

The data on age of agents were assembled from personal f i l e s . 

The c r i t e r i o n u t i l i z e d to c a l c u l a t e age t o the nearest month, was each 

a g e n t ' s appointment date to the Kansas Extension S e r v i c e . 
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The a n a l y s i s showed that the more e f f e c t i v e agents had an age 

range of 274-396 months with one exception of 583 months. The range 

of the l e s s e f f e c t i v e agents was 258-373 months with an even d i s t r i -

but ion. The median age of the more e f f e c t i v e agents was 330 months, 

while the median age of the l e s s e f f e c t i v e agents was 282 months. This 

comparison shows that there was an important d i f f e r e n c e between the two 

groups of agents , both i n the range and the median age. To f a c i l i t a t e 

f u r t h e r a n a l y s i s , the age d i s t r i b u t i o n , of both groups combined, was 

dichotomized to determine the degree of a s s o c i a t i o n s . Table I I I shows 

t h i s d i s t r i b u t i o n and the dichotomy. The median age f o r both groups 

was 3 1 1 . 5 months. Ten of the f i f t e e n more e f f e c t i v e agents were above 

and f i v e were below the median age. On the other hand, only f i v e of 

the f i f t e e n l e s s e f f e c t i v e agents were above, and ten were below the 

median a g e . The degree of a s s o c i a t i o n was +.60. In other words, age was 

p o s i t i v e l y r e l a t e d with the e f f e c t i v e n e s s . This was considered t o be a 

moderate a s s o c i a t i o n between age and the e f f e c t i v e n e s s of agents . The 

maximum a r b i t r a r y "Q" v a l u e , s e t e a r l i e r by the researcher t o a s s i s t 

acceptance of the hypothesis , was +.16 and below. The a s s o c i a t i o n of 

+.60 exceeds t h i s f i g u r e . Thus, the n u l l hypothesis of no important 

a s s o c i a t i o n between age and e f f e c t i v e n e s s was r e j e c t e d . This means 

that older agents were more e f f e c t i v e than younger agents . The reader 

would r e c a l l from the previous a n a l y s i s of data on hypothesis 1 , that 

both groups of agents p r a c t i c a l l y had matched tenure on the j o b . This 

coincidence created an i d e a l contro l led condit ion t o t e s t the age of 
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TABLE I I I 

DISTRIBUTION OF THE 30 COUNTY EXTENSION AGENTS EMPLOYED 
IN KANSAS BETWEEN JULY 1 , 1908 and JUNE 30, 1963 

BY MEDIAN AGE AND EFFECTIVENESS 

The median 
age of agents in 

months 

Ef fec t iveness of agents 
The median 

age of agents in 
months 

Bottom 1/3rd Top l/3rd ' T o t a l 

Above the median of 
311.5 months 

Below the median of 
5 

lO 

lO 

5 

15 

15 

Total 15 15 30 

Q = +.60 

agents versus effectiveness. It is assumed that age and tenure are 

closely interrelated. In this case one can state that the effective-

ness of older agents may not be due to tenure on the job. 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 
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TABLE IV 

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 

Major f i e l d of study in c o l l e g e E f f e c t i v e n e s s of agents 

Baccalaureate Masters Top 1/3rd Bottom l/3rd 
No. No, 

Animal Husbandry Animal Husbandry 1 -

Horticulture Hort iculture 1 -

A g r i c . Education A g r i c . Education 1 -

A g r i c . Economies A g r i c . Education 1 * -

A g r i c . Education Animal Husbandry 1 -

Agron. An. Husb. Voc. Education -

Animal Husbandry Ext. Education 1 -

Agric . Education — 2+ 1 

A g r i c . Economics — - 3 

Agronomy — 2+ U 

Animal Husbandry — 2* h 

Dairy Husbandry — 2+ 2 

A g r i c . Administration — — 1 

Total 15 15 

*"A11 of these agents had 4-21 hours advanced c r e d i t s , probably 
f o r another degree. 

+One-half of these agents had 3-7 hours advanced c r e d i t s probably 
f o r another degree. 
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study were dichotomized as " technica l " and "non-technical" majors. The 

t e c h n i c a l major f i e l d s are animal and dairy husbandry, h o r t i c u l t u r e and 

agronomy. The non-technical major f i e l d s are education, a g r i c u l t u r a l 

economics and a g r i c u l t u r a l administrat ion. With t h i s dichotomy i t can 

be stated t h a t " p r a c t i c a l l y both groups of agents had s i m i l a r major 

f i e l d s of s tudy ." Table V shows t h i s s i m i l a r i t y . Eleven of the f i f t e e n 

more e f f e c t i v e agents had technica l majors—animal and dairy husbandry, 

agronomy and h o r t i c u l t u r e . Four had non-technical majors—education and 

a g r i c u l t u r a l economics. S i m i l a r l y , ten of the f i f t e e n l e s s e f f e c t i v e 

agents had technica l majors—animal and d a i r y husbandry, agronomy, and 

the remaining f i v e had non-technical majors—education, a g r i c u l t u r a l 

economics, and a g r i c u l t u r a l administrat ion. The c o e f f i c i e n t of a s s o c i -

a t i o n was determined from Table V. Here the c o e f f i c i e n t of a s s o c i a t i o n 

was used to r e i n f o r c e the decis ion on the s i m i l a r i t i e s of the two groups. 

The degree of a s s o c i a t i o n was very low—Q = + . 1 5 . Hence the two groups 

had s imi lar t e c h n i c a l background. 

Secondly another important phenomenon was that the two groups 

had considerable d i f f e r e n c e in a t t i t u d e toward a M. S. degree or ad-

vanced study. As reported in Table IV, seven of the f i f t e e n more e f -

f e c t i v e agents had Master of Science degrees, and two of these had 4-8 

hours c r e d i t beyond the M.S. The remaining e ight agents of t h i s group 

did not possess a masters degree, but f i v e had 3-21 hours c r e d i t beyond 

the B . S . , and only three did not show i n t e r e s t in a Master of Science 

degree. In comparison, none of the f i f t e e n l e s s e f f e c t i v e agents had 

an M. S. degree nor advanced c r e d i t . The d i f f e r e n c e between the two 
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TABLE V 

DISTRIBUTION OF THE MORE AND THE LESS EFFECTIVE 30 COUNTY 
EXTENSION AGENTS EMPLOYED IN KANSAS BETWEEN 

JULY 1 , 1958 AND JUNE 30, 1963 BY 
TECHNICAL MAJOR FIELD OF STUDY 

Major f i e l d of study 
a t c o l l e g e 

E f f e c t i v e n e s s of agents 
Major f i e l d of study 

a t c o l l e g e Bottom l/3rd 
No. 

Top 1/3rd 
No. 

Total 
No. 

Technical major f i e l d 
of study 

Non-technical major f i e l d 
of study 

lO 

5 

1 1 

4 

21 

9 

Totals 15 15 30 

Q - +.15 

groups was ev ident . Here i t was not necessary to determine the c o e f -

f i c i e n t of a s s o c i a t i o n between e f f e c t i v e n e s s and a t t i t u d e on advanced 

degrees, because the "Q" value would be +1.00 or a p e r f e c t a s s o c i a t i o n . 

Third ly , the most important phenomenon in the a n a l y s i s of data 

presented in Table IV, was that over 50 per cent of a l l agents had majors 

i n the f i e l d of Education and almost a l l were from the more e f f e c t i v e 

group. The data were dichotomized on the b a s i s of Education majors and 

non-Education majors. 

Table VI shows t h i s comparison between the two groups. I t was 

found t h a t seven of the f i f t e e n more e f f e c t i v e agents had such majors as 

A g r i c u l t u r a l Education, Vocational Education and Extension Education, 

while only one of the f i f t e e n l e s s e f f e c t i v e agents had majored i n 


