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CHAPTER I

DESCRIPTION OF THE STUDY

The Cooperative Extension Service is challenged to provide an
effective and expanded educational program which will assisﬁ families
with solving individual, family and community problgms. A need for a
broader and expanded educational program has been brought about by the
rapid technological, social and economic developments in contemporary
American society. The rapid changés in society have focused en the
need to expand and adjust the educational program in the three‘major
program areas of extension - agriculture, home economics and youth.

In order to provide an effective and expanded extensiom program
in each of the three major progfam areas, competent staff is needed to
identify, plan, implemgnt and evgluate the educational program which
is to be provided. Personnel with special competences is needed for
the Cooperatiye,Extension Service to function effectively in program
development. Special competencés'in program developmgnt to ggprovg
educational programs are needed by personnel in all of the thrée major
program phases of extension; but this study is.concerned specifica}ly
;;th the personnel responsible for an extension home ecgnpmics program.

‘Administrative leaders in extension are seeking to identify and
define the specific roles for their personnel in order to determine

the skills and abilities'needed for competences. More specifically,



administrators are seeking to determine the skills and abilities needed
to improve the total program development process so that a broader edu-
cational program will be provided.

A review of extension studies and research indicates thatvmany
different skills and abilities are needed by home economists in exten-
sion for effective program development. Some of these skills and
abilities are those which make it possible for home economists in ex-
‘tension to function effectively as leaders, followers, organize;s,
teachers and supervisors. To this group, Turner! would add those
unique skills and abilities needed for serving as a program organizer.
She believes that competences as a program organizer are essential for
the modern home economist in providing programs in extension to help
clientele find answers to questions and problems in the complex soci-
ety of today. However, another study by Ussery2 of the educational
training needs for all county extension agent positions found that
most home economists in extension and other county extension personnel
do not recognize the need, accept this need or know how to function as
program organizers. The belief of Turner in the need for competences
as a program organizer and the finding of Ussery that most home econo-
mists in extension do not recognize the need to function as program
organizers supported the writer's belief that further research was

needed about the competences of a program organizer.

‘1He1en D. Turner, "Extension Companion on a New Path," Journal of
Home Economics, LIV, (February, 1962), p. 96-99.

2Margaret Ann Ussery, "An Analysis of The Educational Needs of
County Extension Agents in Tennessee,' (Unpublished Ph.D. dissertation,
University of Wisconsin, 1963), p. 158-171.



Administrators in extension have recognized thelr re@pansibility
for providing contimuvipg educational opportunities for personmnel as a
part of imservice education training programs. Extension research
studies3 show that most presently employed extension personnel gradu-
ated from colleges ten to twenty years ago with a bachelor of science
degree in agriculture or home economics. These personnel need re-
training and updating of skills for the responsibilities in extension
work of today. One of the major perplexities of extension administram
tion is to identify or to determine what competences personnel need
in order to provide a broader educational program. Competences as a
program organizer can enhance and support the program development
process for providing a broader educational program. Competences as a
program organizer are only part of the many competences persomnel need.
Home economists im extension must also possess competences which im-
velve many other skills and abilities in order to function in the many
roles needed in carrying out the total program development job. How-
ever, this study was concerned mainly with one of the many roles in
program development for the competences needed by home economics
personnel to provide a broader and expanded extemsion program, namely,

the competences as a program organizer.
Statement of the Problem and Objectives

The study was concerned with seeking to identify and to evaluate

the specific competences needed by home economist in extension as a

3. c. Saunders, et. al., The Cooperative Extension Service.
Englewood Cliffs, New Jersey: Prentice-Hall, Inc., 1966. Chapter 37.




program organizer and to identify and to state the comcepts for these
competences to use in planning for inserviece education. The compe-
tences as a program organizer represent only one of the groups of com-
petences needed by a home economist in extemsion to broaden an educa-
tional program through effective program development.

The objectives of the study were:

(1) 7To identify the competenceg for home ecomomist in extemsion
as a program organizer that were considered.essgntial by selected
leaders within extension.

(2)_ To develop an instrument to‘eValuate the competences of
selected home economist im extensiom as a program organizer.

(3) To identify and teo state the concepts needed for developing
the competences of a home economist in extension as a program organ-

izer that could be used for plamning inservice education.
Significance of the Study

The competences which are hegded by home economists in extension
were chosen for study for the following reasoms: (1) the entire field
of competences needed by home ecomomics personnel would be too large
in scope, (2) research related to competences bty home economist for
extension program development is limitgd, {3) research related to
competences as a program organizer is even more limited, (4) previous
training of home economics persbnnel in extension has not emphasized
the gkills gndaabilities needed for competences as a program organizer
and (5) the writer is particularly interested in the competences of a

program organizer because of job responsibilities in extension home



economics program devalopment.

The term program organizer as used in this study refers to the
skills and abilities of arramging, coordinsting, working with other
educators, and using available resources in (1) idemtifyimg, (2) plan-
ning, (3) implementing and (4) evaluating the home economics program
in extension. Competences as a program organizer are important for
home econcmist because conditions of society teday are challenging
the extensioen service to broaden and expand educatiomal programs. The
extension service, to broaden and extend an educationzl program, will
need the assistance of personnel from other agencies and resources;
therefore it is essential that a home economist in extension have com-
petences as a program crganizer.

The writer believes that a study of the competences of a pregram
organizer would be a gignificant comtribution to home economics pre-
grams in extension because a broader extension educational program is
needed, because there sre few research studies related to these com-
petences and because previous training of home economics personmel has

not stressed these competences.
Definition of Terms

Definitions were formulated and adapted from the educational liter~
ature that was reviewed as background information for conducting the
study. Specific attention was given to establishing:definitiong that
had unique and accepted meaning for the Cooperative Extension Sexvice.

For the purpose of this study, the following terms are defined.



Clientele

Clientele is the term used to identify people who are served by
the educational program of the Cooperative Extension Service. (lien-
tele participate voluntarily in an educational program.
Competences

Competences are the skills and abilities a persomn is expected to
develop in order to perform at an effective level in the under-
standing and carrying out of the essemtial pripciplas, techniques and
tasks of a particular profession.

Competences as a Program Qrganizer

Competences as a program organizer are one of the groups of
skills and abilities needed by a home economist in extension. Com-
petences as a program organizer are the skills and abilities of
arranging, coordinating, working with other educators, and using
available resources in (1) identifying, (2) planning, (3) imple-
menting and (4) evaluating the.home economics program in extension.
Concepts

Concepts for the competences as a program organizer are the key
ideas that an imservice education program would seek to provide for
home economist in extension in order that broad understanding of the
concepts would result.

District Supervisors

District supervisors are the personnel responsible for program
development in the designated districts of the State of Florida.
District supervisors perform this responsibility through the recruit-

ment, traiming and supervision of home econemists in extemsion.



Extension
Exténsi@n refers to that phase of the land-grant institutien
which is known by variocus names as the Cooperative Extension Service,

the Agricultural-Home Economics Extensiom Service, the Extensien
Service or the Extension Division. Extension provides an informal
educational‘pr@gram to cli@ntelgg

Home Economics Extension Program

The home economics extension program is the informal educational
program provided to clientele by home economists employed in exten-
siom.

Home Economists in Extemsion

Home economigts in extemsion are home economics college graduates
employed by the Cooperative Extension Service of the state land-granmt
institution. A‘home economist in extension is a field representative
for a local geographic area. In some states this person 18 called a
home demonstration agent. Florida personnel have an official appoint-
ment title as County Extension Home Economics Agent.

Inservice Education

Inservice education is the'pr@cess‘provided by extension in a
planned, coordinated and continuous manner to develop personnel.
Objectives of inservice education are to develop concepts, skills amd
values that maximize personnel effectiveness toward the goals and
functions of the organization. In extension, imservice education is
referred to as inservice training.

Program Development

Program development is the process used by extension to conduct



an educational program in a given geographic area for a given group of
clientele. The process involves identifving, planning, implementing

and evaluating the extension program.
Limitations of the Study

The major limitati@ng.@f the study were:

1. The competences to be studied were limited to the skills and
abilities needed by a home economist in extensiom to function as an
effective program organizera

2. The identification of competences as a program organizer
were limited to selected extension persomnel at the state and federal
level who were considered leaders in program development and inservice
education and who met the criteria for selection.

3. The evaluation of the competences of home economist in exten-
sion as a program organizer was limited to home ecomomists in exten-
sion at the county level with the title of County Extension Home Eco-
nomics Agent and their district supervisors in the State of Florida.

4. The instruments used for obtaining data were developed by the

researcher.
Procedures

To conduct the study of competences of home economist in exten-
sion as a program organizer the following procedure was used:

1. Literzture in the areas of extensigg eﬁudation, ingervice
é&ucation, and behavioral sciences was reviewed to gain information

to assist: (1) in identifying some of the competences of home econo-



mist in extemsion as a program orgsnizer, (2) in developing the in-
strument to evaluate the competences of home econemist in extension as
a program crganizer, and (3) inm identifying the concepts for the com-

9

petences of home ecomomist in exten

5]

sion as a8 program eorganizer for use

o

in insexvice education.

2. Criteris were formulated f@ﬁ selecting the extensiom person-
nel at the state and f@de;al level to identify the competences
needed by home economist in extension as a program organizer.

3. The extension personmnel were selected at the state and fed-
eral level to idemntify the competené@s of home e@onom;st in exten-
sion as a program organizer on the basis of the criteria developed in
procedure number two.

4. A rating instrument for idemtifying the importance of the
competences of home economist iﬁ extension as a program organizer was
constructed and a pretesting of the instrument was conducted with
representative personnel of the Cklahoma Extension Service,

5. The rating imstrument for identifying the competences of
home ecomomist in extension as a program organizer was revised for
mailing to the selected leaders in extension. The rating instruments
were mailed to persomnel in ten states and to persomnel in the federal
@ffiée in Washington, D.C.

6. The dats from the selected leaders in extemsion were tabu-
lated and analyzed.

7. Findings from the rating instrument for identifying the com-
petences of home ecomomist in extension as a program organizer were

used to develop am instrument to evaluate the competences of home

K]



economist in extensgilom as & program organizer.

nome econo-

=ty

8. The evaluation instrument of th

&)

e competences o
mist in extemsion as a program organizer was comstructed and a pre-

testing of the imstrument was conducted with representative homs

[

economists in extension and their district supervisors in the Oklahoma
Extension Service.

9, The evaluation instvument of the competences of home econo-
mist in extension .ag a program organizer was revised and mailed to
the home e©©n©ji$t5 in extension and their district supervisors im the
state of Florida.

10. The data from the Florida County Extension Home Economics
Agents and from their district supervisors were tabulated and ana-
lyvzed.

11. Findings from the review of literature, the rating instru-
ment and the evaluatiqn instrument were used to identify weaknesses
in competences. From these wesknasses concepts for the competences
of home economist im extension as a program organizer were identified
and stated to be used in planning inservice education.

12. Conclusions were made based on regulté of the study and
ré@ommendati@ns and implications for future resszarch formulated.

13. A written report of thg study was prepared.

The description and significance for the study, objectives, pro-
cedures and other information relevant to the development of the prob-
lem have been outlined in this chapter. In Chapter {I, a study cf the
related 1i£eratur@ and research that served as the theoretical frame

work for the problem sre presented. The findings of the study and the



interpretations of these findings are presented in Chapters Y71, IV
and V. Chapter VI includes the summary of the study, conclusions and

implications concerning future related resgearch.

il



CHAPTER 11
SUPPCRTING EDUCATIONAL BELIEFS

The purpose of this chapter is to present a review of the related
literature and research that was considered pertinent to the study.
The literature was reviewed to provide support for the educational
beliefs of the writer. The beliefs concerning extension philesophy
and programs, continuing education, and inservice education formed the
théoretical framework for the study of the competences of a program
organizer as one of ﬁhe group of skills and abilities needed by a home
economist in extension to provide broader educational programs.

In the review of the various sources three related lines of in-
quiry were pursued (1) extension philosophy and program trends, (2}
continuing education and broader programs and (3) inservice educd-
tional trends. First a brief historical review will be given of the
circumstances and influences which shaped educational programs from
the beginning of the Cooperativé Extension Service. Second an ana-
lytical study will be made of factors and educational movements which
are helping to shape the future of extension programs. And finally
the trends and status of inservice education in extension in ghe

United States and Floridé will be examined.

12



Extension Philoscophy and Program Trends

Traditionally, the purpose of the Cooperative Extension Service
as established by the Smith-Lever Act of 1914 and subsequent legisla-
tion was to aid in the diffusion and assimilation of knowledge zond
information in agriculture, home economics and related areas to ths
people of the United States and to encourage the application and use
of this knowledge.l At the time of the early beginnings of Cocpera-
tive Extension work in 1914, interpretation of this act resulted in
educational programs to help rural people to improve farm and home
practices. In the home economics program major content emphases were
placed on production and preservation of a home food supply and home
management practices to take the drudgery out of farm life and house-
keeping thue making the tasks easier.

Characteristically, these early program efforts were concen-
trated on teaching simple agricultural and homemaking practices
through informal methods. For example, method demonstratioms on how
to can tomatoes were presented to rural women and girls. The success
of the early work, the needs for improved and faster food production
and the need for home efficiency in connection with World War I and
the depression years gave impetus to programs that worked to develop
leadership and group action abilities of farm people as well as tradi-
tional skills in farming and homemaking.

Improved economic standards after World War II added consumer

1 ] ""Amendment Smith-Lever Act of May 8, 1914," Public
Law 83-83 Congress, 157:5:16:79.
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education, family economics and family life education te the tradi-
tional extension home economics program areas of food and nuirition,
cleothing construction and textiles agd home improvement that empha-
sized home production and @fficiency in homemaking practices. These
program trends in general reflect the national and also program con-
tent for Florida in a brief form.2

Through approximately the first half of the twentieth century the
educational program of the Cooperative Extension Service, nationwide
and in individual state programs as in Florida, grew without specific
educational program guidelines on a planned basis from extension ad-
ministrators. The first major national effort to give guidance and
direction to educational programs was a policy statement in 19483 by
the Extension Committee on (rganization and Policy. This statement
of policy mainly spelled ocut overall subject matter areas of responsi-
bility in home economics and agriculture and outlined working rela-
tionships between various levels of government and agencies in rela-
tion to Cooperative Extension work. More specific program areas of
work were outlined during the next ten years. In 1958, Federal and
State Cooperative Extension Service leaders developed amnd published A

Statement of the Scope and Responsibility of the Cooperative Extension

2 Agnes E. Harris, éThe Origin of Home Demonstration Work in
Florida." Tallahassee: State Home Demonstration Office, 1940.
(Mimeographed) .

3 The 1948 Joint Policy Statement of Objectives," The Extension
Committee on Organization and Policy and The Land-Grant College
Association.
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Service. % This publication listed the nine major areass of program ra=
spongibility of the Cooperative Extension Service as:

1. Efficiency in agricultural production.

2, Efficiency in marketing, distribution and utilization.

3. Conservation, development and use of natural resources.

4. Management on the farm and in the home.

5. Family living.

6. Youth development.

7. Leadership development.

8. Community improvement and rescurce development.

9. Public affairs.

This federal scope report was a concentrated effort to give
direction to programs and most states followed the national pattern
and developed state scope reports. Florida developed such a state
report with the same major program areas. One exception was that
program area number five was listed as home economic¢s rather than
being limited to family living.

Since the development of an overall program direction in the
federal and state scope reports, leaders in extension and in the home
economics profession have attempted to interpret the meanings of pro-
grams listed as responsibilities in the scope reports for program con-

tent, organization, clientele and educational methods. Watts? expands

4paul A. Miller, et. al., A Statement of Scope and Responsibility
of The Cooperative Extension Service, Washington: Federal Extension
Service, 1959.

5C, A. Vines, Lowel H. Watts and W. Robert Parks, "Extension’s
Future, Broadening Challenges," Journal of Cooperative Extension, 1
(Winter, 1963), p. 240-241.
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on the educaticnal philescophy of extension "to help people help them-
selves' by stressing that the Ccooperative Exteansion Service ig organ-
ized to provide feedback from the local area problems and nesds into
the institution. Aceording to Olson® the trends of educational objec-
tives in current éxtensiom programs is to bring the total resources of
the land-grant imstitutioen to bear on the problems of people.

Legans/ states that the supreme and centrasl function of the Coopera=-
tive Extension Service is to promote the development of people econowm-
ically, socially and culturally by means of education.

Leaders of the home economics profession assisted with the devel-
opment of the philosophy and program trends in home ecoromics in ex-
tengion because the educational eobjectives of home economics programs
in extension are based on beliefs of the home economics professicon.

8

In Home Economics New Directions® an overall philesophy of home eco-

nomics iz stated as:

Though home economics is not the only professional field
dealing with one or more of the aspects of family living, it is
the only field dealing with all of them, with their inter-rela-
tionships and with the total pattern which they form. It is
the only field concerned with helping families shape both the
parts and the whole of the pattern of daily living.

6 Kenneth S. Olson, "Education Objectives in View of Current Ex-
tension Program Trends," Proceedings Extension Curriculum Study
Seminar, University of Colorado, August, 1964.

7 3. Paul Legans, Developing Professional Leadership in Extension
Education, New York: Cornell University, CP-5M, 1963, p. 5.

8 Dorothy Scott, et. al., Home Economics New Directions, A
Statement of Philosophy and Objectives, Washington: American Home
Economics Association, 1960,
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The responsibilities of the home economicsz extensiosn educaticnal
program were defined by a national committee of home economists repre-
senting the various land-gramt institutions throughout the nation.

The educational program was tc be focused on the development of fami-
lies and was stated as:
Phases of the home economics extension program are designed
to help families acquire the knowledge, the experience, and

the understanding that will enable them to adjust to the

ever-changing social and economic conditions of the world.

The focus is on the development of the individual and his

potentials, and the oppertunity to strengthen fawmily living

through meeting the problems faced by families as they work

to improve the quality of their life at home and in the

community.

The gradual shifting of emphasis in programs from skill and sub-
ject matter content to problem solving for the development of people
has resulted in the restatement of educational cbjectives for exten-
sion home economics programs. The objectives of home economics exten-

sion programs are to contribute to:

1. The optimum development of children, youth and adults as
individuals and a2s members of a family and community.

2. The management of human and material resources to achieve
goals the family considers important.

3. The assistance to family members in attaining a high level
of competence in the needed homemaking skills and techmiques.

4. The promotion and maintenance of good health, including the
establishment and wise use of health facilities and services.

5. The further development of an informed leadership equipped
to appraise and selve its own problems in a democratic

9Lela 0'Toole, et. al., Home Economics in Land Grant Colleges
and Universities, A Statement of Objectives and Future Directions,
Washington: American Association of Land Grant Colleges and State
Universities, 1960, p. 8.
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society through effective individual and group pavticipation
in a solution of the variocus problems a2ffecting the welfare
of the family and community.
6. The orientation of programs toward interests and needs of all
families ~ rural amd urban. Thug programs are to be adjusted
to the stages and development of the family, such as the
young homemaker, the working wife, the mother and the eld-
erly persen.
7. The identification of research problems and the encourage-
ment of an expanded research program in home economics
areas. -4
In 1962 leaders of the home economics extension programs of the
Southern Region expressed beliefs about desirable trends for home
economics program content. These trends were: (1) programs will need
to emphasize better ccordination with all educational agencies: (2}
programs will need to provide a wider range of program content; and
(3) program content needs to be adapted to specific audiences. 11

The program trends of the extension scope reports and the state-
ments of home economics directions and objectives can be traced to
changes in society and patterns of living of people that cause clien-
tele to need broader informal educational programs. The present day
problems of extension clientele result from a process of societal
evolution that affects the family and family living. According to
recent literature, leading authorities list some of the societal

forces that contribute to family problems as: (1) the shift of the

home and family from a production to a consumption unit; (2) the

101bid.

YUEunice Heywood, "Accelerating Desirable Trends," Report of
Workshop for Leaders of Home Economics Extension Program Scuthern
Region, Atlanta, Georgia, October, 1962, p. 23.
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urbanization and mobilization of livimg units; (3) the employment of
women and changing roles of family wmembers: (4) the continued growth
and changes in populatioms; (5) the rise in educational levels and the
demands for many kinds of educational programs from pre-gchool through
higher education and to continuing education; and (6) the techno-
logical developments that cause economical, secial, and peliticel
changes. These societal forces and their interaction with resulting
problems have caused a concern of society for the kind of educational
program needed f@r families to help themselves. This concern is im-
plied in the national domestic problems of unemployment and poverty
and the federal legislation of the Economic Opportunity Act of 1964,
the Higher Education Act of 1965 and the Medicare and Social Security

legislation of 1965 and 1966.
Continuing Education and Broader Extension Programs

The need for broader extension preograms must be viewed in the
perspective of all educational programs in the United States, espe-
cially in relatiom to trends in continuing education being developed
in recent federal legislation. Continuing education, extension serv-
ices and adult education are terms being used by educators, government
officials, industry and business leaders and the general public to
;mply a kind of education that citizems need to continue throughout
life to assist them to functionally operate in the environment of the
moment as they live throughout life. This continuing educational
movement is brought about by efforts to carry out seme of the major

national goals currently relating to health, juvenile delinquency,



senior citizens, disadvantaged people and humen rights. These geals
involve the solving cof complex interwoven problems with many socio-
economic, employment and educational implications.

The philosophy which undergirds the United States system of edu-
cation reflects the ideals of a democratic society. This philosophy
implies that public education should serve as a major instrument for
promoting social and ec@n@mic well-being among all citizens of the
United States. It is this democratic concept of the role of public
education which is responsible for the central issue in education
today. This issue is how to provide the best continuing educatiomal
opportunitiegs for all citizens, commensurate with their sbilities and
the needs of the nation.

The following pressures exert a profound effect on the course of
the American way of life and on continuing education challenges and
programs.

1. The international crisis and the technological revolution

in their natural interaction bring unheralded demands for

new knowledge, skills, insights, and understanding om the
part of cur citizens.

2. The continuing accumulation of knowledge at a breath
taking pace now places us in a position where we must
educate people to what nobody knew yesterday, and prepare
people for what no cone knows yet, but what some people
must know tomorrow. '

3. The growth in total pepulation and life expectancy account
for constant increases in the number of adults who represent
a waiting market for extengion services.

4. A continuing upswing in the standard of living and im the
amount of leisure available to more and more Americans
gives these citizens both the money and the time to engage
in higher learning experiences.

5. The major movement of our population from farm to
metropolitan areas is accompanied by needs for new kinds of
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educational programg cencerned legs with agricultural pro-
duction and more with all aspects of urban life.

6. The sustained impact of World War IL in orienting adults
toward sesking continuing educational experiences is now
coupled with a rise in the number of public and private adult
education ventures.

7. Economic, social, political and spiritual shifts in the
American way of life demand readjustment on the part of
countless individuals.l?

An outcome of the overall continuing education sceme indicated
above has been a vast asmount of literature pertaining to American
educational systems. Recommendations for change and reform have come
from scientists, schelars, statesmen and from professionals in eduea-

. . \ ; 12 . : . s
tional fields at all levels. Weeks™™ in review of this extensive
literature for public affairs issues of education drew four conclu-

sions. These are:

1. Public education in the United States is related to national
survival.

2., In the wake of changing technology and scientific advance-
ment, & new concept of the life pattern of modern man is
emerging. Automation snd efficiency in production provides
new alternatives for use of leisure and personal resources.

3. The pressing preblem in educstion 13 public action in

defining goals and procedures and in financing education.

4, A major problem in the sclution of today's issues in public
education is the functioning of the democratic process. For
in a democracy contrel of public education is in the hands
of the people. The effectiveness of a democracy depends on
the competency of the individueal and the group to ceope with
the problems of this world.

12pivision of General Extensionm. Today's Critical Needs and Uni-
versity Extension. Washington: American Association of Land Grant
Colleges and State Universities, 196l.

133hirley Smith Weeks. Issues in Public Education with Specific
References to Worchester County, Massachusetts. Ph.D. Thesis at the
University of Wisconsin, 19%64.
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In the last five vears, many states have exploved ways to better
coordinate the Cooperative Extension Sexvice and General Extension
Services toward a continuing educational extension ideal. This exten-
sion ideal is that the aim of the university is to provide a complate
and well rounded extemsion service from all disciplinmes of the uni-
versity. This extension service is te be related orgamically teo all
appropriste segments of the institution and is to be charged with
extending the resources of the total university to people in all walks
of life and in all parts of a state. )4 1In Florida to date mo formal
attempt by state government has been made to coordinate the Coopera-
tive Extension Service and the various general extension services of
the state university system. Whatever decisions are made throughout
the United States and in Florida about coordimated programs toward a
continuing educational extension ideal will affect Cooperative Exten-
sion programs and the needed competences of personnel employed. But
regardless of the direction of formal coordinated programs in view of
the continuing education ideal, authoritiss and researchers in the
field of Cooperative Extension work have expressed beliefs that the
Cooperative Extension Service personnel must improve their skills and
abilities to bring imto intergrated play the full ramge of the re-
sources of the land-grant college resident instructiomn, research and

statewide Cooperative Extension in all subject matter program

MLAmexﬁican Association of Land-Grant Colleges and State Univer-
gities. "Today's Critical Needs and University Extension. Statement
of the Position of Gemeral Education.'" Proceedings of the American
Association of Land-Grant Colleges and Universities. Washingtom:
Volume 1, 1961, pp. 160-161.
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areas.l3 Beliefs in a broad extension educational base from many
fields of subject matter to aséist in the solving of the problems of
people result in questiong of what and how to provide such a program.
Watkins, 16 the Extension Director of Florida, expresses the view that
a broader program will require coordination and team effort on the
part of e#tension workers and other professional educators to a much
greater extent than has been existing in extension,

17 states that the effective extension worker who has a

York-
broader and expanded extension program will be a specialist in organi-
zation, group dynamics, communication s8kills, and educatioral method-
ology. Such a person would serve as liaison between the people and
their problems and the educatiomal resources of the university which
might be brought to bear on these problems. The late Dr. Glenn Frank
as President of the University of Wiseconsin said:

The future of America is in the hands of two men --- the
investigator and the interpreter ---. We have an ample supply

of investigators, but there is a shortage of readable and
responsible interpreters, men who can effectively play mediator

Lgenter for Agricultural and Economic Adjustment, New Areas of
Land-Grant Extension Education, Ames: JIowa State University of
Science and Technology, 1962.

16 M, 0. Watkins, '"Needs and Problems in Program Development as
Viewed by an Extension Director,'" Research Planning Conference and
Program Development, Madison, Wisconsin, December 7, 1961.

Vg, t. York, Jr., "Cooperative Extension and the Emerging
Pattern of Extension Service," Workshop for Administrators of Uni-
versity Adult Education, University of Chicage, July 1, 1965.
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between specialist and laymang18

Leaders in the field of home economics have also expregsed be-
liefs about needed abilities for doing a broader extensiom program.
Turnerl? believes that the home economist in extension is less pre-
pared to help families when the problems involve establishing or using
more fully desirable community facilities. Albanese20 has predicted
the following major shifts in home economics extemsion in "Hoﬁe Eco-
nomics - 19807?" if extension home economics is to effectively pro-
vide programs to solve problems of clientele.

1. Extension of necessity must work with a greatly broadened
group of people. The clientele will include any group or
organization -- whether they be on the farm or in the city.
Population and mobility trends will continue to create
demands for more services of a constantly broadening and
diverse nature from extension,

2, Staff members must have or adquire through inservice
training an understanding of the basic principles of the
social sciences sop as to be able to understand and work
more effectively with people. The extension program of the
future must utilize a team approach, cooperating with com-
munity, state and national agencies and organizations also
working with families. The role of an extension home econo-
mist may well be that of an inservice traimer of personnel
for other agencies, as well as a member of a team working
directly with families. The inservice training may be from
any of the areas of home economics.

18, K. Bliss, et. al., The Spirit and Philoscphy of Extension
Work, Washington: Graduate School, United States Department of Agri-
culture and the Epsilon Sigma Phi, 1952, p. 335.

194elen D. Turner, "Extension Companion on a New Path," Journal
gg‘Hpme Economics, LIV (February, 1962}, p. 96-99.

20Naomi Albanese. 'Home Economics - 19807?" Speech, Home Eco-
nomics Division, Proceedings American Association of Land-Grant
Colleges and State Universities, Kansas City, Missouri, November 16,
1961.



3. The extension worker of the future will need to be as well
prepared in tha decision~making process for her work with
families as the extension worker of the past was trained in
homemaking skills. This training will mot only be available
in the social sciences, but home economics itself will also
need to provide the student experiemces in working directly
with families.

4, Facts, informatiom, how-to-do, and telling families "how"
will be much less stressed in the future. More attention
will be given to concepts and principles, which will assist
families and communities im the solution of problems.

5. The career extension women of the future, working in the
county and/or district, a group of counties, may possibly
select one of two roles. One role may be an "organizer",
the other a subject-matter “teacher." Each will have a
vital role to play in the program. The "organizer” will be
trained to develop with many resources in the state, county,
or district, a broad program of informal education. The
focus may well be on programs which will take on some of the
characteristice of the formal school, as depth of study on
one subject or problem which will involve for the partici-
pants or students, home work, study, perhaps a text, dis-
cussion, exchange of ideas, and perhaps a survey to get the
answers.

6. The research findings which have implications for the adult
education of the future, such as the way adults learn, what
they want, and the uniqueness of the adult as a student,
will greatly influence the extension program in the years
ahead.

7. The focus of the entire program of extension will be less on
assistance to families as to buying practices, using and
judging material things, and more on an analysis of family
values, objectives, goals, home and family management, and
the human relations of the family.

Work with special audiences in home economics extension empha-

sizes the importance of planning and cooperation with other educa-

tional groups to broaden programs. Zimmerman?l in Missouri expresses

this need in working with older citizens.

2lgatharyn Zimmerman, "Family Economics for Older Citizens,"
Journal of Home Economics, LIV (November, 1962), p. 780-781.




To work effectively in family ecomomics with senior adults,
we must know and understand the work and planz of other groups
and organizations concerned with aging. It is time consuming
but well worth while. To work effectively with organized
groups, we need to let them know about our educatiorval programs
in family economics before their programs ave planned for the
year.

Inservice Education

If extension educatiomal programs are to broaden and become more
effective, the educational needs of personnel will change. From
itimerant teacher to organizer, to educator, to highly trained tech-
nicians, social action catalyst or change agent, the extension worker
hag shifted roles over fifty years to meet the demands of the times.
The educational standards required in the day of pioneer extension
workers were thought to be amply met by a four-year course im a state
agricultural college or its equivalent. A half century later giving
method demonstrationg, training leaders, preparing exhibits, and
other informal methods were the keystones to accepted patterns of
Cooperative Extension teaching and the archetype of the successful
extension worker in home economics became the college woman with home-
mking skiyls and showmanship.

Inservice training for personnel started as soon as the Coopera-
tive Extension Service was founded in 1914. This early training
‘featured practical experience. The impetus of expanding programs
during World War I resulted in a Land-Grant College Association Com-
mittee being formed to work on plans for special courses in extension
education for credit. 1In. 1929 the University of Wisconsin began to

offer graduate courses in extension methods. By 1937 nine
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institutions were offering special three week courses designed spe-
cifically to the needs of extension workers to keep abreast of the
times in subject matter and in teaching procedures. In 1946, the Ex-
tension Committee on Organization and Policy appointed a Natiomal Com-
mittee on Training for Extemnsion Workera. This group promoted and
supported regional schools which lead to an especially designed field
of study called extension education. By 1950 the new professionalism
in extepsion education resulted inm an additionafxspecialization in
the academic staff of the land-grant institutfbn, a professor of ex-
tension education and also a staff role as the state leader of exten-
sion training. By 1960 states were reporting considerable training
activity. Over thirty states had one or more well-qualified staff
members assigned major respons{bility fér leadership in training.
Thirty-seven institutions provided extension perscnnel with leave
privileges for graduate study.22 Florida is one of these states but
only provided leave without pay. Many of the other states provided
leave with some pay adjustments.

A 1962 survey of extension training23 by the Federal Staff
Development and Training Personnel revealed that about one third of
the professional workers in the United States had a master's degree
and over five percené had a doctor's degree. In relation to this in

the Florida group of agents five of the agents or almost ten percent

22Mary Louise Collings, Chapter 37, "Personnel Training and
Development'" in The Cooperative Extension Service. Englewood Cliffs,
New Jersey: Prentice-Hall, Inc. 1966.

23Federal Extension Service. Extension Training of Personnel im
1962. Washington. (Mimeographed Report),
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had a master's degree and no agents had a doctor’'s degree.

A National Task Force on Cooperative Extengion Inservice Training
in a three year study (1957-1360) revealed a.number of weasknessges in
existing training programs. The task force came to the conclusion
that the most obvious needs to impreve extension inservice educstien
appeared to be:

1. A written trainimg policy clarifying extension admiunistra-
tion's intentions regarding training.

2. An organizational relationship to effect coordimatiom of
" training.

3. Continuous effort to redefime training purpecses in light
of the agency's program goals.

4. A better procedure for determining training needs.

5. Organization of training content to maximize its effective-
ness.

6. Greater effort to provide learning experience appropriate
to the outcomes or objectives.

7. Fuller use of the institutions total resources.

8. A more adequate system for evaluating training.2%

Inservice education in Florida has not emphasized specific
training for as long a period of time as the inservice education em-
phasis at the national level. The first permanent staff position
for training and ingervice education in Florida was established on

the State Extension Home Economicsg Staff in 1954.

24National Task Force om Cooperative Extension Imservice
Training. An Inservice Training Program for Cooperative Extension
Pergonnel. Federal Extension Service, 1961.
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TABLE I

INSERVICE EDUCATION IN FLORIDA<%D

Training Areas

1954 1955 1956 1957 1958 1959 1960 1961 1962 1963 1964

Program Development and

Adjustment ' X X X X X X X X X X X
Leadership Development X X X

Clothing and Textiles % X X X . X
Home improvement o X X
Family Life Education X X
Food.and Nutrition X X X X X X X X X X
Health and Safety X - X
Management £ X

'Youth Prégrams . X X

Table I, Inservice Education in Florida, gives the kinds of inservice
programs te which the person in the home economics training pesition
gave overall leadership and guidance on a statewide basis from 1954
through 1964. Training efforts are difficult to measure in Florida
because some training may be for one day, for a series of days or for
a week, The training listed in Table I is mainly for one day training
meetings except the training in subject matter areas for 1964 which

were one week training conferences. 1In Florida inservice education

23pata was Summarized from Annual Reports and Training Committee
Reports of the Home Economics Programs of the Florida Agricultural
Extensgion Service from 1954 through 1964.
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or training is defined and reported as any planned program by state
personnel for the purpose of providing County Extension Home Economics
Agents further knowledge, skill and understandinmg in the given area

of content to assist them in being better prepared to carry out their
job responsibilities.

Neo planned graduate credit courses or summer on campus COn-
ferences for personnel who work in home economics programs exist in
the state of Florida. Some graduate credit extemsion oriented
courses are held in the summer for mainly agricultursl programs and
may be attended by home economics personnel. Sincg 1965 inservice
education in Florida has been undergoing some changes because of
personnel changes and reorganization of responsibilities within the
Florida Extension Service. Indications are that the inservice educa-
tion program for Florida will have to be reorganized and more strongly
supported by administrative leaders and financial resources if persomn-
nel are to be able to adjust and broaden programs.

The philosophy and beliefs of extension and continuing education
toward broader educational programs point out the importance of in-
service education as a basis fér‘preparing personnel to be more effec-
tive extension workers. The purpose of inservice education is for
professional growth which will result in a stronger program of the
extension service. Programs of inservice education exist for the dual_
purpose of helping the members of an organizational staff become more

competent to deal with their professional roles and of improving the



quality of the educational program of the organization,26

Legan527 and McCormick?8 present views of extension competences

that emphasize the importance of organizer skills and abilities im

providing broader extension programsg. Colling529 the Federal Exten-

sion Leader for Training, points cut that persconnel need the kind of

training which encourages them to see the inter-relatiomships of

various fields and thus be able to coordinate their work with oihers

toward solutions of the common technmical problems of peocople.

31

Legans30 expressed the needs of inservice education for extension

workers in terms of concepts. These concepts are listed as abilities

at the high and complex levels of integrated professional behavior
that reflect in a well balanced form: (1) knowledge of technology,
(2) skill in dealing with people, and (3) proficiency with the edu-

cational processes in ways that get the job dome. Tyler3l states

26National Society for the Study of Education, Inservice Educa-

tion, Chicago: The University of Chicago Press, 1957, p. 3l1.

27J. Paul Legansg, Developing Professional Leadership im Exten-

sion Education, New York: Cornell University, CP-5M, 1963, p. 3.

28 Conference on Concepts in Extension Education,
Washington: Federal Extension Service, December, 1963.

29Mary Louise Collings, '"The Weed for Graduate Training for
Extension Workers,' Proceedings the Asscciation of State Uni-
versities and Land-Grant Celleges, Washington: HNovember, 1963.

303, Paul Legans, Devel@oing Profeésional Leadership in
Extension Education, Mew York: Cormell University, CP-5M, 1963.

31Ralph W. Tyler, "Concepts, Skills, and Values of Curriculum
Development,' Washington: Federal Extension Service, E R & T-133
{9-64) , December, 1963, (Mimeographed).
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that a member of a profesgsion is dealing with an occupation in which
specifics cannot be laid dowa because new problems arise and new
knowledge becomes available to deal with these problems. In a profes-
sion, Tyler advocates that concepts, skills and values can be devel-
oped in personnel which they can carry away with them. These con-
cepts, skills and values become a new mode of behavier which enables
personnel to perform their professional responsibilities satisfac~-
torily.

Tyler has been a consultant and worked with State Extension
Training Personnel in National Extension Training Conferences for
many years. 1In 1963 the Kational Conference was on Concepts in Exten-
sion Education. The underlying theme of the presentation and work
with discussion groups by Tyler as this conference was that the
needed concepts for extension education had to be breoader than
present curriculum terms of extension philosophy, extension methods,
subject matter program areas - which are the traditional extemsion
fieldsﬁof study. Overall concepts tend to be interdisciplinary and
have meanings broader tham present curriculum terms. 1In developing
concepts Tyler stresses four fundamental questions for consideration
that have been adaptgd for extension from principles basic to cur-
‘riculum development. These are:

1. What educational purposes should the Extension Service seek
to attain?

2. What educational experiences can the Extension Service
provide that are likely to attain these purposes?

3. How can these educational experiences be effectively
organized by extemsion personnel?

4, How can Extension personnel determine whether these



purposes are being attained.3?2

After concepts have been developed Tyler33 emphasizes that the
objectives of and the kind of inservice education for zl1 agten=
sion personnel need to be based on concepts developed for the identi-
fied competences that are desired for persomnel and the degree to
which personnel now possesses these capabilities. Following the 1963
conference when concepts for extension inservice education were
studied intensively a committee was assigned to develop the concepts
essential for extension education and the competences needed by
personnel in all areas of progfam development. The progress of this
committee was discussed by the writer with the Federal Staff Develop-
ment Persomnel in Washington, D.C. in November, 1965. The committee
is making some progress and is attempting to develop concepts and
competences for personnel teo use in planning undergraduate extension
education programs. After this is accomplished, this committee or
another committee will consider concepts and competences for inserv-
ice education pragrams. It is the belief of the writer that the con-
cepts and cqmpetences for inservice education are vitally needed.
Research in‘nearly all occupational and professional fields, stress
the importance of on the job practical experience and continued edu-

cation to supplement formal academic preparation.

32Ralph W. Tyler. Basic Prinmciples of Curriculum and Instruc-
tion. Syllabus for Education 305, Chicago: University of Chicago
Press, 1950.

33Ralph W. Tyler, "Concepts, Skills, and Values and Cur-
riculum Develgcpment,”" Wasghington: Federal Extension Service,
ER & T-133 (9-64), December, 1963, (Mimeographed), p. 6.
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Competence is a term used by Craig34 to express the abilities
needed by professionals:

Competence is not made up of a bundle of isclated skills,
facts and appreciations tied together with a shespskin like -
a set of golf clubs in a bag, anyone of which may be pulled
cut and used on demand. Instead, facts, skills and apprecia-
tiong, all together make up a responsible selective judgment,
the various facets of which are fused, and complementary.

No phase of selective judgment can be used without involving
the whole of selective judgment - it is a capacity foxr wise
regponse and action.

Other descriptive terms to explain the kind of ingervice educa-
tion needed by extension education are comcepts and generalizations.
Osbern33 in basic definitions defines concept as an idea of what a
thing should be. It is the mental picture one has of én idea, an

object or a procedure. She defines generalization as statements

supported by facts, beliefs, and/or experiences which can be applied
in a number of situations.

Early extension philosophy establish the purpose of exteneion
training or educaticn in the areas of agriculture, home economics and
closely related areas. A broader extension pregram toward an exten-
sion ideal of continuing educatiom for people throughout life to
solve their problems from any subject matter field results in a need
for continuous inservice education for personmel. This results in

the application of the philosophy of education of Tyler36 that

3% Thomas W. Craig, "A Concept of General Education,” Schecl and
Society, LXXII (1950), p. 357.

35Barbara Osborn, "Concepts and Generalizations,” New York:
J. C. Penney Company, Inc., 1965, p. &.

3bEugene R. Smith and Ralph W. Tyler, et. al., Appraising and
Recording Student Progress, New York: 1942, p. 1l1.
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education is a process which se2eks to change the behavioral watterns
of human beings. To change program content the personnel who direct
the content must change in behavior. Alexanderd’ advocates this phi-
losophy for educators by stating that if teachers are to educate
learners in the skills of continuing learning, they themselves must

practice the skills of continued learmning.
Summary

General findings from reviewing the literature indicate that no
investigators have studied the competences of a program organizer for
home economist in extension. Yet in the literature the three areas
reviewed revealed support for the belief of the writer that the com-
petences ag a program organizer is ome of the groups of competences
needed by a home economist in extension to broaden extension programs.

Extension philosophy and program trends from 1914 to the present
stress the importance of an educational program to help people help
themselves. The major shift in emphasis in program trends has been
from a skill, practice and show in agriculture and home economics and
community leadership to a problem solving approach using all available
disciplines and educational methods especially im relatiom to complex
interwoven problems such as poverty, unemployment and illiteracy.
Federal and state extension leaders and home economics leaders have

attempted through various scope reports and statements of direction

37william M. Alexander, "Changing Curriculum Content,” Report
of the Conference on Curriculum Content, Chicago: October, 1963,



to update and redirect the content of educaticnal programs to help
pecple solve their problems in the society of today and tomorrow that
is sver changing with resulting effects on the individual, family,
home and community.

The program guidelines and directions from extension philosophy
and program trends focus on the place of a broader extension educa-
tional program in relation to all educaticnal programs in the United
States. This is especially due to current trends in federal and
state legislation toward continuing education. The term, continuing
education, may be defined as adult education, extension services or
off campus studieg, but the intended méaning is a kind of education
for all citizens to assist people to live in their environment most
effectively throughout life., Many questions remain unanswered in re-
lation to the organizing, financing and administering of the various
educational agencies especially cooperative extensioﬁ and general ex-
tension that seek to provide informal educational programs to clien-
tele. But whatever decisions are made on these issugs, leaders in
the field of Cooperative Extension believe that extension personnel
must improve their abilities to use all available resources to help
people to solve individual, family and community problems. Many of
these leaders recognize that to provide the program clientele need
will mean changes in training of personnel and fields of specializa-
tion, educational methods and work with other educational groups,
agencies and resources.

A need for a broader extension educational program and the con-

tinuing educational goals in society emphasizes that inservice

36



37

educatién is one means of attempting teo expand and have wore effective
educational programs. For, te change & program, the perﬁ@pnel who
conduct the program must have an opportunity to develop the compe-
tences needed to provide an expanded preogram. Training or inservice
education in extension through the years has attempted to provide
personnel trainimg needed for practical skills of doing informal edu-
cational teaching in agriculture and home economics and closely re-
lated areas. With the forming of national training committees
leaders im extension research and staff development are seeking to
develop an overall framework for preservice and imservice educatien
based on the broad concepts and competences needed by personnel to
effectively provide a broader and expanded program for clientele.

The reviewing of extension philosophy, past and future educa-
tional programs and inservice education and the educational beliefs
of the writer is a part of a greater dialogue, It is an expression
of national concern, particularly in the past ten years, for greatly
expanded programs of continuing education in all fields of learning.
Obviously a great need exists for substantially enlarged programs of
extension or continuing educatiom to enable all people to keep abreast

of the knowledge to be productive members of society.
Beliefs of the Writer

The reviewing and summarizing of related literature supported and
helped the writer express statements of her educational beliefs about
extension philosophy and programs, continuing education and broader

educational programs, and inservice education. These educationsal
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beliefs are also developed from the writer's trainimg and experisnces
in the academic fields of home economics and adult education and em-
ployment with the Cooperative Extension Service for twelve years.

The basic philosophy that the purpose of the Extension Service
is to help people to help themselves by providing ap informal educa-
tional program in agriculture and home economics and closely related
areas needs to be expanded. The expansion needed involves a philose-
phy that apn extension educational program is to provide means whereby
§e@ple can be more successful in helping themselves through a problem
solving approach that uses available rescurces from all disciplines
and fields of knowledge. This philosophy would not limit an extension
home economics program to using resources from the disciplines of
agriculture and home economics.

The writer believes that extension home economics program de-
velopment in relation to this philosophy would result in a program to
help clientele more successfully cope with and solve complex inter-
woven socio-economic problems such as peverty, unemployment and
illiteracy. These problems of society are a result of societal
forces such as urbanization and mobilization of family living, of
growth and changes in population, and of technological developments
that affect families. These societal forces and their interaction
have resulted in problems that have caused a concern of society for
‘the kind of educational program needed for individuals and families
to help themselves. A program to help solve these problems of society
would need the resources of the land-grant university resident in-

struction, research and statewide cooperative extension in all
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available disciplines and educaticnal methods.

The Cooperative Extension Service is only ome of many agencies
that aré concerned with providing am educational program to assist
with solving complex problems of society today. All of these agencies
need to find better ways of working together and coordinating efforts
toward an extension ideal of continuing education for all citizens
to assist them to operate in the environment in which they live
throughout life. It is a belief of the writer that one of the most
significant contributions and potentials of the Cooperative Extension
Service is to strive for leadership in providing skills and abilities
in organizing and coordinating the many resources needed by clientele.
The program provided by this leadership would be an educational pro-
gram with extension personnel serving as liaison between the people
and the educational resources which could provide assistance in the
solution of problems. There is a great need to blend and ceordinate
educational agencies and organizations to provide the continuing edu-
cational services needed by all citizens.

To provide a broader and expanded educational program that in-
cludes resources from many agencies will require of extension home
economics personnel different program organizer skills and abilities.
Personnel will need to become a specialist im organization, group
dynamics, communication skills and educational methodologya For the
presently employed perscnnel and new personnel to develop skills and
abilities for competences as a program organizer continuing inservice
education will be imperative. It is the belief of the writer that

for program expansion the skills and abilities of the perscnnel who



are to provide the expanded program mugt change through inservice edu-
cation. The content of this inservice education would need to be
based on the concepts underlying the competences for providing an
expanded extension home economics educational program. In general

the writer believes tHat the presently employed home economists in
extension have not had the preservice and inservice education needed
te develop competences as a program organizer.

The writer believes one group of the skills and abilities needed
to broaden the educational program cculd be the competences as a
program organizer and that statements of these competences could be
formulated for extension program developﬁent. Further the writer
believes that these competences could be identified by extensien
leaders, evaluated for a given group of home eccnomists in extemsion
and concepts identified and stated for the competences to be used in
planning inservice education.

The beliefs of the writer concerning extension home ecomnomics,
continuing education énd ingervice educatiom could be gsummarized as
follows:

1. Extension home economics programs need tc be broadened and
expanded to provide clientele with means for coping with and solving
complex problems of living in present day society.

2. One of the groups of skills and abilities needed to broaden
extension home economics programs is the competences as a program
organizer.

3. The competences as a program organizer can be identified_and

evaluated for a home economist in extension.



4, The concepts of a program organizer that could be used in
inservice education can be identified.

5. Home economists in extenmsion have not had the preservice and
inservice education needed to develop competences as a program
organizer.

The beliefs of the writer interacting with the results of the
review of literature concerning the extengion service, cmntinuing
education and inservice education provided the basis for the desgign
of this study and the construction of the instruments used for the

collection of data.



CHAPTER 11X

IDENTIFICATION OF COMPETENCES OF HOME ECONOMIST

IN EXTENSION AS A PROGRAM ORGANIZER
Development of Competences Statements

The specific competences of a home economist in extension as a
program organizer are not readily observable traits. Therefore, in
order to provide statements of the competences of a home economist
in extension as a program organizer that selected extension leaders
could rate for identification purposes, the competences statements
had to be formulated. A reviewing of extension research and studies
from 1957 through 19621 revealed that competences for abilities as a
program organizer had not been statéd as one of the groups of
abilities needed by home economists in extension. The studies re-
ported during this five year period in program development and inserv-
ice eduéation could be grouped as studies of: (1) analysis of
training needs based on present program content, (2) proposed.program
content in relation to the National Extension Scope report, (3) areas
of formal academic training before employment, and (4) graduate work

after employment im extemsion work.

: 1 Reviews of Extensicn Research, 1957-1962, Washington:
Extension Service Circulars 518, 521, 532, 534, 541 and 544,

42
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Sughrue2 in a2 study of the training needs of Kansas Home Eco-
nomics Agents concluded that agents needed help in working with ad-
visory committees and other agencies if programs were to reach larger
groups of clientele and have more depth in program content. The only
study located that gaﬁe an indication that competences as a prograﬁ
organizer was a group of specific capabilities needed for a home
economist in Extension was by Ussery.3 Her analysis of the educa-
tional needs of county personnel in Tennessee followed a pattern also
undertaken in studies in Ohio and Arkansas. The objective in all
three state studies was to identify the pérception personnel had of
professional regponsibilities to carry out the extemsion job. 1In
these states, county extension workers were asked to rate their per-
ception of their professional role in four areas stated for a home
economist as:

1. FA professional home economist available to provide informa-

tion to adults and youth in the county.

2. A professional home economist providing service to the people

of the county.

3. A professional educator developing educational programs with

people to affect behavior changes in the people of the county.

4. A professional organizer or educational activities for the

people of the county.

2Kathryn Sughrue, "Kansas Home Agents' Training Needs,' (Un-
published Master's Report, Colorado State University, 1963).

3Margaret Ann Ussery, "An Analysis of the Educational Needs of
County Extension Agents in Tennessee," (Unpublished Ph.D. Disserta-
tion, University of Wisconsin, 1963). p. 158-171.
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In summarizing all three studies Ussery4 found the perception of
personnel of their professional respensibility to be lowest for the
responsibility defined as being a professional organizer of educa-
tional activities for the people of a given county er geographic
area. From these research findings, it appears that agents have some
gecurity in the profgssional roles of providing information, service
and developing pregrams with people. The agents had less under-
standing of the role and skiils of a program organizer to bring the
total resources of the various agencies of the locality te the prob-
lems of people.

The program development process in extension involves the total
job responsibilities of determining the program and carrying out the
program for a given group of clientele. Home economists in extension
initiate and conduct problem solving procedures with clientele to
determine the situation, problems and objectives of the program; plan
the content to assist in solving the identified problems; and imple-~
ment and evaluate the program,. Since the specific abilities and
skills of managing, arranging, coordinating and expanding are vital
to the competences of a home economist in extension as a program
organizer, the statements for selected ektension leaders to use in
rating these competences were formulated in relation to the total job
in extension program development. For these program organizer com-
petehces are supportive of a home economist effectiveness in the four

functions of extension program development - identifying, planming,

41bid.
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implementing and evaluating an extension educational program.'
Development of the Instrument

To formulate the statements of competences for a home economist
in extension as a program organizer for preparing a rating instrument
to identify competences with selected federal and state extension
leaders, the writer:

1. Reviewed literature on the educational functien of extension

in continuing education.

2., Reviewed extension research and materials in program
development and inservice educatiom.

3. Reviewed extension job descriptions and standards of
performance schedules.

Additional considerations in refining the statements were the

relation of the competences to:

1. The total Cooperative Extension Program in agriculture, home
economics and related areas in a geographic region and the
cooperative extension personnel responsible for work in the
program.

2., The generally established policies for extension program
development.

3. The fact that extension is one of the many sources of

educational assistance to clientele for sclving problems.
Pretesting the Ingstrument

The instrument for rating the identified competences of a home
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economist in extension as a program organizer was prepared for pre-
testing with representative personnel who were members of the Oklahoma
Extension Service., Ten district supervisors, the aésistant director
for programs, the home economics preogram leader and the training
specialist were asked to participate in the pretesting of the instru-
ment. These thirteen Oklahoma extension personnel were sent by mail

a letter, an explanation sheet and the instrument and were requested
to fill out the instrument as if they were one of the selected person-
nel for the study and to make any comments and suggestions they felt
would improve the instrument. From the eleven instruments returned,
revisions were made in format and wording, and one additional com-~

petence statement was added to the rating instrument.
Selection of State and Federal Extension Personnel

Criteria for selecting the state and federal extension perscnnel
to be used to rate the identified competences of a home economist in
extension as a program organizer were develbped by the researcher on
the basis of personnel who were considered leaders in extension pro-
gram development and inservice education in the United States. The
criteria apd the personnel selected were discussed and reviewed with
the federal leader for extension research and training in Washington,
D.C., Dr. Mary Louise Collings, fraining and Staff Development
Specialist,

Critéria used in reviewing states for selecting personnel were:

1. The state had a home economics person at the district

supervisory level.



The state had a home economics person at the state program
level.

The state had a training person at the state level.

The state had some continuity in state leadership with
regpect to the home economics program.

The state was suggested to be included in this study
through recognition for leadership in home economics
extension programs in the United States.

The state according to known informatiom at the time of
selection would not be having personnél changes in the
positions designated to be used in this study.

The state had personnel serving in positions as director,
home economics leader, supervisor and training leader who
were actively involved in policy making and implementation
regarding inservice education for home economists in exten-
sion.

The states selected represented the extension regioms of

the United States.

The ten states selected were: Florida, Indiana, Iowa, Missouri,

New York, North Carolina, Oregon, South Dakota, Virginia and Wis-

consin.

were:

Criteria used in selecting Federal Extension Service personnel

1.

2.

The administrative position for programs would be included.
All home economics division program positions would be

included.

&7
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3. All extension research and training positions would be
included.
Fifty~-three state personnel and eleven federal personnel were
selected making a total of sixty-four personnel being selectad to

respond to the rating instrument.
Collection of Data

In order to clear the procedures for contacting the personnel to
participate in the study, the Florida Extension Director wrote the
state directors asking them to participate and te distribute in-
gstruments to their persomnel concerned, He also made clearance with
the federal director for the federal personnel to participate.

Each person participating received a letter, an explanation
sheet about the purposes of the study and the rating instrument in
which three kinds of information was requested. Section One was
general information for describing the sample. These items included
position held in extension at the present time, number of years in
extension and number of years in present positien. Section Two was
the rating scale. On this scale each respondent was requested to
rate his beliefs regarding each competence statement. The respondent
was asked to rate in view of what he considered important as desirable
competences for home economists. The rating scale for each com-

petence was: most important, important, could be important, not

important, nc comment. In Section Three the respondent was requested

te write in additional competemces and make any suggestions and com-

ments concerning the competences as related to the improvement of



extension programs. A copy of the letters and the instrument mailed

to the selected extension personnel are in Appendix A.
Analysis of Data

The compilation of the data in the study was done by the re-
searcher by hand tabulation and descriptive statistics were used in
analyzing the findings. The accuracy of the hand tabulations was
checked twice by the researcher and a competent secretary checked
the figures once by hand tabulation and once by machine calculation.
Compilations were made for each of the three sections of the rating
instrument. The results were summarized and presented for the state
respondents, the federal respondents and the combined group of state

and federal respondents.

Section One - Description of Sample

%9

The sample for this part of the study consisted of the sixty-four

selected leaders in extensien from ten states and the Federal Exten-

sion Service.

TABLE II

STATE AND FEDERAL EXTENSION PERSONNEL MAILED RATING INSTRUMENTS

Useable Returns

State Number Sent Number Percent
Florida 6 6 100
Indiana ‘ 5 4 80
Iowa 5 ‘ 5 160

Missouri 6 5 83



TABLE II (Continued)

Useable Returns

State : Number Sent Number Percent
New York 5 4 80
North Carolina 5 5 100
Oregon 5 5 _ 199
South Dakota 5 4 80
Virginia 5 . 5 100
Wisconsin 6 6 A 100
TOTAL State 53 49 92

Federal 11 9 82
TOTAL

Federal and State 64 58 921

Sixty-four instruments were mailed and fifty-nine (92%) were reiurned,
One instrument was returned from a vacant position leaving fifty-
eight (91%) of the instruments useable for tabulation. Table II gives
by state and federal personnel the number of personnel mailed rating
instruments and the number of useable instruments that were returned.
All states and types of positions were represented in the returas.

In the selected group were fifty-three state personnel and eleven
federal personnel. Table III represents the data for the type of
extension positions of the respondents. All fifty-eight respondents
had been employed in extension six or more years. Three (6%) had baen
employed from six to ten years; Nineteen respondents (32%) had been

employed from eleven to twenty years and thirty-two respondents (56%)
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had been employed twenty-one or more years. The extensive years of
service of the respondents in that over fifty percent had twenty-one
or more years of service indicates several relevant factors about these
respondents. These are that more‘than half of»the total group of
respondents would probably have received undergraduate training from
twenty to thirty years ago and that the respondents will be reaching

retirement age within a five to ten year peériod of time.

TABLE III

TYPES OF EXTENSION POSITIONS REPRESENTED BY

STATE (49) AND FEDERAL (9) RESPONDENTS

| STATE RESPONDENTS TOTAL SAMPLE

POSITION | NUMBER =~ PERCENT | NUMBER  PERCENT
Director ' 10 20 10 17
Home Economics Leader 9 19 9 16
Supervisor ‘ ' 18 37 18 '31'
Training Specialist 12 24 i2 21
TOTAL L 49 _100 49 84
- FEDERAL RESPONDENTS TOTAL SAMPLE

POSITION : I NUMBER PERCENT NUMBER PERéENT
Program Administration 1, 11 i 2
Home Economics Programs B 3 33 3 ”xS

Research and Training Programs 5 56 5““”_ 8

TOTAL 9 100 9 16
TOTAL SAMPLE | | 58 100

Over one=-third of the total group of respondents had been in their

present extension position from one to five years; slightly over one-
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fourth of the respondents had been in their present position from six to
ten years; almost one-fourth had been in their present position from
eleven to twenty years; and only two respondents had been in their pre-
sent position twentye-one or more years. Over fifty percent qf the
respondents had been in their present position éen years or less. Yet

it is interesting to point out that over fifty perceant of the respondents

have been in extension twenty-one years or more.

TABLE IV

NUMBER OF YEARS IN EXTENSION AND NUMBER OF YEARS IN PRESENT EXTENSION
POSITION FOR (49) STATE AND (9) FEDERAL RESPONDENTS

TOTAL NUMBER OF RESPONDENTS 58

NUMBER OF v IN PRESERT
__}EARS IN EXTENSICON POSITION
# % # %

State 0 0 17 35

1=-5 Federal 0 0 5 56
Total 0 0 22 38

‘ State 3 6 15 31

6=10 Federal 0 0 1 11
Total 3 5 16 28

State 7 14 10 20

11-15 Federal 2 22 1 11
Total 9 15 11 19

State 8 16 3 6

16=20 Federal 2 22 0 0
Total 10 17 3 5

State 13 27 0 0

21-25 Federal 0 0 0 0
‘ Total 14 ‘ 24 8] 0

State 14 29 1 2

2630+ Federal 4 435 1 11
Total ‘ 18 31 2 3

: State 4 8 3 6
No Response Federal 11 11 1 11
Total 15 8 4 7
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Data in Table IV represents the findings for the total group of
respondents for number of years in extension and number of years in
present extension position according to types of positiom held at the
present time. The frequency count by state and federal respondents )
showed little difference in these two items for the two groups. This
is probably true because of the difference in the number of the two
groups and because both state and federal positions are career positioms
in extension. A career position in extension means that a persom
usually stays in the same state or federal position once the position is
accepted. The findings in the present position item indicated that
quite a few of the sample had changed positions in extension because
none of the sample had been in extension less than five years but
twenty=-two (38%) of the total group of respondents had been in their
present positioﬁ five years or less., This trend probably means that
over 6neathird of the state and federal personnel who were in this
sample have been employed in their present position from another posi-
tion in extension within the past five year.

An analysis of the findings in Table V of the number of respondents
in extension ten years or more and in their present position five years
or less by type positions indicated that, of the group in extension ten
years or more, approximately one-third had been in their present posi-
tion five years or less. State positions of director, home economics
leader and all federal positions had a higher percentage; almost fifty
percent of each group, had been in their present position five years or
less. These positions probably had a higher percentagé of personnel in
their present position five years or less because of promotion and re-

tirement policies within extension and the need for personnel with
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doctorate degrees to fill these positiens. Indications from this sampie
are that the personnel in the positions of director, home ecunomics

leader and federal positions tend to bz in their positiom five years or
less; whereas, persomnel in positions of supervisor and training leader

tend to be in their position more than five years,

TABLE V

NUMBER OF RESPONDENTS 1IN EXTENSiON TEN YEARS OR MORE AND IN PRESENT
POSITION FIVE YEARS OR LESS BY TYPE POSITION FOR THE RESPONDENTS

TYPE POSITION (State) Totzl  In Extension Ten Years or More
and in Present Position
Five Years or lLess

Number Number Percent
Directors 10 4 40
Home Economics Leaders 9 4 44
Supervisors 18 ' 5 28
Training Specialists N 12 4 - 33
Federal Positions 9 5 56
TOTAL 58 22 36

Section Two - Ratings of Gompetences

The ratings of the competences of a home economist in extemsien as
a program organizer from Section Two of the rating instrument were
summarized and the findings are presented in Table VI. Five types of
responses were made by the respondents. Interpretatioms of the responses

are that most important inferred that the respondents believed the

competence most essential and that the extent to which the competence
wag present was directly related to the success of the program. Im-

portant to mean that the respondents believed the competence was
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desirable and needed to improve the program. Could be iwmportant to mean

that the respondents did not believe the competence had been fully azcept-
ed in program development but that it could contribute to the effective-~
ness of the program development. No comment indicated that the respond-
ent believed that the competence might be considered or had not thought
about the competence.

The majority of the state respondents (ranging from 100-62%),
federal respondents kranging from 100=76%) and the combined group of
respondents (ranging from 100-627) rated each of the statements as

most important or important thus supporting the statements as being

needed competences for home economist in extension as a program organizer.

The next largest percentage of ratings were in the could be important
category, yet none of tﬁese fatihgs were above thirty-three percent of
the total respomses for any one of the statements of competences. No
statement received a rating for less than important by more than one
fourth of the respondents.

The analysis of findings in Table VI reflected a very close rela-
tionship in the percentage of the state and federal groups making
similar responses. In view of the number of respondents in each group,
the differences was quite low. The greatest differences were the
differences for Function D, Evaluating the Program. A larger percentage
of the federal respondents consistently rated all the evaluation state=

ments of competences as being most important; whereas, the state re-

spondents tended to rate the statements as important. This could be
accounted for by the fact that federal personnel specialize in the area

of program evaluation more than do state personnel.



TABLE VI

SUMMARY OF RATINGS OF THE COMPETENGES OF HOME ECON"MIST IN EXTENSION
AS A PROGRAM ORGANIZER FOR. STATE (49) AND FEDERAL {9) RESPONDENTS

Statements of Competences ' Ratings of Beliefs Regarding Each Competence
A. Function: Identifying the program Most Could be Not No
v Important | Importanty Important| Important| Comment
CE% R A # % # 0 % # %
(1) Know and relate local, State 35 71 12 25 2 4 g o0 0 0
state, national situation Federal 7 80 2 20 6 0 ¢ 0 0 O
Total 42 73 14 24 2 3 g 0 0 0
(2) 1Involive and assist State 38 78 9 18 2 4 ¢ 0 0 0
clientele in identifying Federal 7 80 2 20 0 © 6 ¢ 0 ¢
problems and goals Total 45 78 11 19 2 3 0 0 O 0
(3) Cooperate and coordinate State 24 50 19 28 2 4 3 & 12
with persornnel Federal 5 56 3 33 1 11 ¢ 0 0 0o
' , _Total 29 50 22 38 3 5 3 5 2 2
(4) Consicer relationship of State 15 31 | 25 51 9 18 ¢ 0O ¢ o
program to other educational Federal 3 334 6 67 0 0 0 O ¢ O
programs .Total 18 32 | 31 53 9 15 0 0 0 ¢
(5) Base identifying process State 27 55 22 45 ¢ 0 0 O 0 0
on problem solving approach Federal 8 89 1 11 0 ¢ 0 o 6 0
' Total 1 35 60 23 40 0 0 0 O 0 0
(6} Use materials and State 15 30 28 57 5 11 1 2 o 0
resources in program Federal 1 12 & 44 4 44 0 O 0 O
development ] ' Total 16 28 32 55 9 15 1 2 g O
(7) Understand, use group State 21 43 22 45 6 12 ¢ 0 0 0
dynamics in workirg with Federal 5 56 1 11 3 33 6 0 e 0
clientele - ‘ Total 26 45 23 40 9 15 O 0 g 0
B, TFunctions Planning the Program
(1) 1Interpret situations, State 32 65 15 31 Z 4 o 0 ¢ 0
problems, goals to more speecific Federal 8 89 i 11 0 ¢ 9 0 9 &
¢biectives Total 4G 69 16 28 2 3 0 0 9 0

9%



TABLE VI = (Continued)

Most { Could be Not Ne
Important| Important | Important | Important| Comment
C# % # % C# % # % # %
(2) Seek resources, materials, State 39 80 9 18 1 2 0 0 0 0
people, methods to assist for Federal 8 89 1 11 0 0 0 0 0 o©
solving problems Total 47 81 10 17 1 2 0 0 0 0
(3) Be responsible content State 17 35 19 39 & 16 3 6 2 4
from extensiorn _ Federal 2 22§ 4 45 1 11 0 o0 2 22
' Total 19 33 23 40 9 15 3 5 4 7
{4) Seek to provide needed - State 11 23 29 59 & 8 & 8 1 2
resources not provided by Federal 4 44 4 44 1 12 0 © 0 @
extension Total 15 26 33 56 5 9 4 7 1 2
(5) Interpret clientele needs State 27 56 18 36 4 8 0 o 0 0
to_resource persennel Federal 5 56 4 44 0 0 ¢ 0 0o 0
o .Total 32 55 22 38 4 7 0 O ¢ 0
(6) Provide agencies information State 12 25 29 59 8 16 0 0 0 0
to help agencies work with Federal 2 22 6 67 1 il 0 O o 0
clientele Total 14 24 33 60 9 16 0 O 0 ¢
(7) Determine, coordinate ‘ ‘State 18 37 18 37 8 16 4 8 1 2
program with extension Federal & 45 3 33 2 22 0 0 0 O
. personnel _.Total 22 38§ 21 36 10 " 17 & 7 1 2
(8) Prepare a program plan State 24 50 22 44 3 6 0 0 0 0
of work (long range and . Federal 5 56 4 45 g 0 g o 0O ¢
annual) .Total 29 50 26 43 3 5 0 0 0 0
(9) Recognize relationship State 27 56 21 42 1 2 0 0 0 0
of clientele needs, content Federal 6 67 3 33 0 © g 0 0 o0
and learning theory Total 33 57 24 &1 1 2 @ 9 0 O
Co Function: Implementing the program
1) "Make detail arrangements,. State 15 31 24 4% 10 20 g ¢ c 0
plans for segments of pregram Federal 3 33 4 45 2 22 Q 0 g 0
B Total 18 31 28 48 ¢} 12 21 0O 0 g 0

L8



TABLE VI (Continued)}

Most ‘ Could be Neot Ne
Important | Important! Tmportant ! Important] Comment
. #F O % B A . # % C# % # %
(2) Make adjustments in State 23 4 22 45 4 8 0 0 0 0
program as needed Federal 6 67 3 33 8 0 0 O 0 o
S ] .Total 29 50 25 43 4 7 0 0 0 0
(3) Coordinate schedules with State 12 25 30 61 7 14 0 O 0 O
clientele, extension personnel Federal 5 56 4 44 0 0 4] 0 0 0
concerned ' Total 17 29 34 59 7 12 0 0 0 0
(4) Speical corrdination of State 16 33 26 53 714 0 o0 0 0o
arrangements with other Federal 4 44 4 44 1 12 0 0 0 o
educational agencies Total 20 34 30 52 8 14 0 0 0 0
(5) Allocate resources with State 32 56 13 27 3 5 ¢ 0 i 2
priority to the determined Federal 6 67 1 11 1 11 6 0 1 11
program Total 38 66 14 24 & 7 0 0 2 3
D. Function: Evaluating the program
(1) Establish, organize State 32 65 17 35 0 0 0 ¢ 6 0
evaluative criteria in relas- Federal 7 78 2 22 9 0 c o g 0
tion to objiectives Total 39 67 19 33 0 0 0 O 0 0
(2) 1Involve clientele, State 18 36°] 26 54 5 10 ¢ 0 e ¢
personnel in evaluating Federal 6 67 2 22 1 11 ¢ ¢ G 0
for program improvement _Total 24 41 28 48 i 6 11 0 0 0 0
{3) Share evaluation State 7 14 23 48 i8 36 i 2 ¢ ¢
findings with other Federal 2 22 4 45 1 11 2 22 0 0
educational agencies .Total 9 15 27 47 19 33 3 5 0 O
(4) Arrange special State 10 20 28 57 11 23 g0 ¢ 6 0
evaluative assistance Federal 4 44 5 56 0 0 o 0 g @
needed ) Total 14 24 | 33 57 11 19 0 0 0 0
{5) Use evaluation to State 30 61 19 3% g 0 6 ¢ o ¢
adjust, leave out, change, Federal S 56 & 44 0 0 0 0 0 0
expand program Total 35 60 23 40 0 0 0 9 0 Q




TABLE VI (Continued)

Most Could be Not No
Important| Important] Important! Important] Comment

L% - #F % % R A # %

(6) Use evaluation to State 10 21 31 63 7 14 1 2 0 0
assist with making Federal 4 44 4 44 1 12 0 0 g 0
requested reports Total 14 24 35 60 8 14 1 2 0 O

39
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In Function A, Identifying the Program, eighty percent or more of

the total group of respondents rated most important or important the

statements (Number 1, 2, 3 and 5) that emphasized knowing the local
situation, involving clientele in identifying problems and geals,
cooperating and coordinating with other extension persomnel and basing
the identifying process on the problem solving process. In contrast the

statements (Number 4, 6 and 7) rated as most important by almost one

fourth of the total group of fespondents stressed relationships to‘other
educational programs, use of materials and resources in program develop-
ment and understanding and using group dynamics in working with clientele.
One major differenge in responses fqr stafe and federal respondents was
statement five, "basing the identifying process on the problem solving
process," Eight of the nine in the federal group rated it as most

important; whereas, only half of the state group rated it most important.

This difference probably exist because federal personnel all represent
specific program development responsibilities. In contrast, the state
respondents represent responsibilities for administration, supervision
and training as well as program development areas of work.

For Function B, Planning the Program, seventy percemnt or more of

the total group of respondents rated as most important and important

statements (Number 1, 2, 5, 8 and 9). These statements concerned
specific responsibilities of interpreting the situation, problems and
goals into specific goals; seeking resources; interpreting extension
objectives and goals; preparing a plan of work and recognizing the re-

lationship of clientele needs to content and learhing theory. The

statements (Number 3, 4, 6 and 7) rated as most important by slmost

one=fourth of the total group of respondents featured being responsible



for the content from extension, seeking to provide needed resources not
provided by extension, préviding agencies information, and determining
and coordinating the program with extension persommel, The main dif-
ference in these two groupings of statements is that the statements not
rated by almost one-fourth of the total group of respondents as most
important emphasize relationships; coordination and use of rescurces

with other educators. The statements rated most important or important

by seventy percent of the total group of respondents were primarily
specific job responsibilities incorporated in doing an extensiom plan
of work,

A contrast with the responses in Function B and Function A is that
for eight.of the nine statements in Function B a ratherllarge number of

respondents indicated the competences could gg important. Evidently

the respondents did not identify these competences as being fully
accepted in program development.

The highest percentage of the total group of respondents, eighty-
five percent or more, rated the statements in Function C, Implementing

the Program as most important or important. One exception was that

statement number one concerning making detail arrangements and plans

was not rated as most important or important by one-fourth of the total

group, The high percentage of most important and important ratings

indicated that respondents felt the action part of doing the program
was most vital probably because they are more secure in these areas of
work. The three statements (Number 1, 3 and 4) that concerned detail
arrangements and plans, cooréinating schedules with clientele and
extension personnel, and coordinating arrangements with other education-

al agencies were rated as most important by almost one=fourth of the




total group of the respondents., These statements stress similar kinds
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of abilities as the statements in Functions A and B that were rated as

most important by almost one-fourth of the total group of respondents.

The lowest percentage of the total group of respondents, sixtye-
five bercent or more, rated the Function D, Evaluating the Program,

statements as most important and important. Four of the six statements

{Wumber 2, 3, 4 andﬂﬁ) were rated as most important by almost one-

fourth of the total g;qup of respondents., Yet a fairly large number

indicated they could be important. The fact that all of the respondents

rated only two statements (Number 1 and 5) most important and important

indicates that the respondénts are not completely sure of the place of
the competences in program development.
The statements in Table VII that the total group of respomndents do

not believe most important tendéd to be areas that are especially vital

to program organizer abilities., All of the statements were focused on
program organizer competences but some were specifically aimed at
emphasizing program organizer competences or could be listed as high
priority for the competences. These were statements related to ree-
lationships, to work with other educational programs, use of resources,
coordination with other professional workers,ito making detail arrsnge
ments and plans, and to sharing of evaluation findings. These state-
ments refer to specific skills of arranging, coordinating and expanding
an educational program within extension program development. Key words:
or common threads in these competences statements were relatiomships te
other programs; use of resources; involvement of clientele; work with

other agencies and coordination with other professional workers.



TABLE VII

COMPETENCES RATED AS MOST IMPORTANT BY ALMOST
_ONE-FOURTH OF THE 58 RESPONDENTS

o o Most n Could be Not No
A, Function: JIdentifying the pregram Important | Important | Important | Important | Comment
(4% Consider relationship of pro-  Number 18 31 9 0 0
gram to other educational programs Percent 32 53 15 0 4]
{6) Use materials and resources Number 16 32 9 1 0
in_program development Percent 28 55 15 2 0
(7) Understand, use group dynamics Number 26 23 9 0 0
in _working with clientele Percent 45 40 15 0 0
B, Function: Planning the program
(3) Be responsible content from  Number 19 23 9 3 4
extension ' Percent 33 40 15 5 7
(4) Seek to provide needed re- Number 15 33 "~ 5 4 1
sources not provided by extemsion Percent 26 56 S 7 2
(6) Provide agencies information Number 14 35 9 0 0
to_help agencies work with clientele Percent 24 60 16 0 0
{7) Determine coordinate program Number 22 21 10 4 1
with extension personnel Percent 38 36 17 7 2
C. Function: Implementing the program
(1) Make detail arrangements, Number 18 28 12 0 0
plans for segments of program Percent 31 48 21 ) Q
{3) Coordinate schedules with _ :
clientele, extension personmnel Nusmber 17 34 7 t] ]
concerned Percent 29 59 12 0 0
{4) Special coordination of '
arrangements with other educational Number 20 36 8 g 0
agencies Percent 34 52 14 0 0

€9



TABLE VII (Continued)

- Most Could be Not _No
D, Function: Evaluating the program Important { Important | Important { Important | Comment
(2) Involve clientele, personnel Number 24 28 6 0 0
in evaluating for program ime Percent 41 48 11 - 0 0
provement
(3) Share evaluation findings Number 9 27 19 3 0
with other educational agencies Percent 15 47 33 5 0
(4) Arrange special evaluative Number 14 33 11 0 0
assistance needed . Percent 24 57 19 0 0
(6)  Use evaluation to assist with Number 14 35 8 1 0
- making requested reports - Percent 24 60 14 2 0

29
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There were no definite patterns in the percenmtage of the total

group of respondents who rated the statements as important or could be

important. Im general less than one-fourth of the group rated the state-

ments as could Qg,importanto Hence, it appears that since approximately

fifty percent of the total groﬁp of respondents rated the competences

as important that lack of understanding and appreciation of the meaning
of the competences statements that specifically emphasized program or-
ganizer abilities may be one of the reasons the respondents did not rate

these competences statements as most important. The competences state-

ments that fifty percent of the total group of respondents rated as

most important were in areas more familiar to extension personnel as

responsibilities that were definitely extension jobs and did not involve
relationships, resources and coordination with other educational agencies
or personnel. These competences statements were also areas in which the
respondents employed twenty or more years would have received inservice
training. |

Tsbulations were made of the ratings for each of the state posi-
tions. The limited number of respondents in each position may account
for no definite pattern in the results. But, in general, there was a
marked consistency in the rating§ regardless of position. Supervisors
tended to be more consistent in ratings; whereas, other positions had

a wider range of beliefs from most important to not importamt. This is

probably true because the job descriptions of supervisors have stated
the responsibility for developing and balancing the four functions of
extension program development ; identifying, planning, implementing and
evaluatiag an educationai program.  Whereas, job descriptions for per-

sonnel in other positions may tend to emphasize ome of the functions
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more than the others. Fox exemple; training persommel temd to emphasize
evaluation because evaluation is a special assignment in most of the job
descriptions for training positioms.

A consistency tabulation was made of responses to the competences
statements by states. For each of the statements there was a wide
variation of responses by states and by pesitions withimn the states.
Three states tended to show more agreement by persomnel in all positionms.
These results might be accounted for by various types of administration
for extension home ecoenomics programs work.

The Fatings for the thirty-three respondents who had been in ex-
tension twenty years or more and the twenty respondents who had been
in extension less than twenty years were compared in Table VIII. The
ratings of these two groups were investigated to see if there were any
marked differences iﬁiﬁhé fating responses of the two groups because
of the number of yearsv‘it\a“exfgnsiono The findings show thagMapproximateo
ly three-fourths of bggyigggupgﬂconsistently rated the competences 3s

most important or important. ‘There'is a slight trend that the group im

extension twenty years or more had more definite beliefs about the

competence statements being most important. But from the analysis eof
the data, it appears thgt‘thé number of years in extension does not
make a marked difference in the beliefs of the respondents about the

competences of a program organizer. One difference is evident in the

degree of most important and important for item number three in Function
&, Identifying the Program. Two thirds of the respondents in extemsion
twenty years or more believed that item three, cooperating with all

extension personnel was most important; whereas, only one third of the

respondents in extension less that twenty years considered it most

'



TABLE VIII

RESPONDENTS (333} IN EXTENSION 20 YEARS OR MORE AND
RESPONDENTS. ( 20) IN EXTENSION LESS THAN 20 YEARST

Statements of Competences Rating of Beliefs R __gardiqg Each Competence
. : Host Could be Not i No

A, Function: JIdentifying the program Important | Impertant| Important | Important | Comment
] . . A C# % I A R 4 # %
(1) Know and relate local, 20 plus 24 73 8 24 1 3 0 ¢ 0 0
state, national situation Less 20 i4 70 5 25 1 5 0 o o 0
(2) 1Involve and assist clientele 20 plus 26 79 5 15 2 6 0 0 0 0
in_identifying problems and goals Less 20 14 70 6 30 0 O G 0O c O
(3)  Cooperate coordinate 20 plus 121 64 11 33 0 0 0 0 1 3
with personnel Less 20 6 30 | 11 55 3 15 g O 0 0
(4) Consider relationship of .

program to other educational 20 plus 9 27 | 16 49 8 24 0 9 0 0
programs Less 20 & 20 14 70 2 10 0 O C 0O
(5) Base identifying process on 20 plus 23 70 10 30 0 © 0 0 0 O
problem solving approach Less 20 10 50 10 50 ¢ 0 ¢ 0 0O O
(6) Use materials and resources 20 plus 9 27 20 61 4 12 0 9 0 0
in_program development N Less 20 3 15 112 60 4 20 1 5 0 0
(7) Understand, use group 20 plus 16 49 12 42 3 9 0 ¢ 0 0
dypamics in working with clientele Less 20 8 40 7 35 5 25 0 0 2 Q-
B. Function: Planning the program
(1) 1Interpret situations, problems 20 plus 23 70 9 27 1 3 0 ¢ 0 0
goals to more specific objectives Less 20 12 65 6 30 1 5 g 0 o O
(2) Seek resources, materials, - ..

people, metheds for solving 20 plus 29 88 3 9 1 3 0 o 0 9
problems Less 20 16 80 4 20 0 © 0 0O 0 O
(3) Be responsible content from 20 plus 12 36 12 36 5 16 0 0 4 12
extension Less 20 5 25 11 55 4 20 9 9 0 0




TABLE VIII {(Continued)

Most ' Could be Kot Neo
Important] Important: Important | Important j Comment
' ' : A . # O % C# O % % Y A
(4) Seek to provide needed re- 20 plus 10 3 20 6 2 6 0 0 1 3
sources not provided by extension Less 20 3 15 13 65 4 20 0O 0 0O 0
{5) 1Interpret objectives, clientele 20 plus 17. 52 11 33 3 15 o O 9 0
needs . to resource personnel Less 20 10 50 10 50 0 O 0 0O 0 0
{(6) Provide agencies information . 20 plus 7 21 23 70 3 9 0 © 0 0
to help agencies work with clientele Less 20 1 5 14 70 5 25 0 0 0 Q
(7} Determine, coordinate pro- 20 plus 15 46 12 36 5 15 ¢ 0 i 3
gram with extension persomnel Less 20 6 30 7 35 6 30 1 5 QO 0
(8) Prepare a program plan of work 20 plus 17 52 146 42 2 6 9 0 0O 0
(long range and annual) Less 20 6 30 13 65 1 5 0 O 0 0
(9) Recognize relationship of .
clientele needs, content and 20 ples 1 64 16 30 2 6 0 ¢© 6 O
learning theory e . Less 20 11 55 9 45 0 O 0 0 8 0
C. Function: Implementing the program
(1) Make detail arrangements, 20 plus 10 31 17 52 5 15 1 3 0 0
plans for segments of program Less 20 5 25 12 60 3 15 0O O 0 0
(2) Make adjustments in program 20 plus 15 45 | 16 49 2 6 6 0 0 0
as_ needed’ ' N Less 20 9 45 9 45 2 190 0 O Q 0
(3} Coordinate schedules with
clientele, extension personnel 20 plus 10 30 21 64 2 6 ¢ 0 0 @
concerned - Less.20 6 30 9 45 5 25 0 0 0
(4) Special coordination arrange- .
ments with other educational 20 plus 16 30 18 55 5 15 ¢ 0 0 0o
agencies Less 20 6 30 12 60 2 10 0 0 0 0
5) -Allocate resources, with 20 plus 19 58 11 33 2 6 0 O 1 3
priority to the determined program Less 20 14 70 3 13 2 10 0 O I 5
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TABLE VIII {Continued}

Most Could be Net Neo

B. Functien: Evaluating the program Important | Important |Important] Important | Comment
. . C# O % # % # % # % # %
(1) Establish, organize evaluative 20 plus 24 73 9 27 0 0 0 O 0 0
eriteria in relation to objectives . Less 20 10 50 10 50 0 o 0 0 o 9
(2) Invelve clientele, personnel

in_evaluating for program improve- 20 plus 16 48.% 16 48.5; 1 3 0 0 g 0
ment Less 20 6 30 13 63 1 5 0 0 o 0
(3) Share evaluation findings with 20 plus 6 18 i6 49 11 33 0 0 0 ©
other educational agencies - Less 20 i 5 12 60 5 25 o 0 0 0
{4) Arrange special evaluative - 20 plus 8 24 17 52 8 24 -0 0 0 0
“assistance needed Less 20 & 20 13 65 3 15 g 0 ¢ 0
{5) Use evaluation to adjust, . ‘ '

leagve eut, change, expand the 20 plus 21 64 12 36 0 0o 8 ¢© 8 0
program ] Less 20 -11 55 9 45 c 0 g 0 g &
(6} Use evazluation te assist 20 plus 7 21 26 61 5 15 1 03 g 0
.with requested reports Less 20 5 25 12 60 3 13 g 0 2 0

69
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important. This tremnd may indlcate that the respondents in extension
twenty years or more have had more experience and success in working

with other extension workers.
Section Three - Additionsl Competences and Suggestions

All regpondents, both state and federal, made responses in Section
Threé; additional competences and suggestiengc Criteria formulated for
consi&ering the additional competences and suggestions were based on
the number of responses concerning the same competences or suggestion,
the type position thst emphasized the competence or suggestion, the
‘trend of;a state group~in responses on programming and the judgment of
the researcher ﬁhat the competence or suggestion was not already covered
in given statements. The criteria were:

1. The competence or suggestion was made comsistently by more than
ten percent of the group or by at least six respondents. This
criterion was used because this percentage of responses would
tend to emphésize an area that might not be included in present
competences. At least six responses would ;end to eliminate
areas that were special interests of the vérious respondents.

2. The competence or suggestion was emphasized by supervisors or
was not emphasized by them. Supervisors have described in their
job descriptions overall responsibility for extension program
development. Hence, the emphasis or lack of emphasis by super-
visors on a competence or suggestion were weighed more heavily
than other type posiiions in deciding i{f additional suggestions

would be included.
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3. 1In decisions that were conflicting or debatable, state responses
were considered over federal responses. State responses were
considered more serivusly than federal responses since there
were more state respondents than federal respondents and be-
cause state respondents work more closely with the local pro-
gram dévelopment process than do federal respondents.

4, The trend of a state group was considered more important than
individual responses in that state. Often one or more of the
respondents from a state might have a special cnmpétence to
support. Hence, the state trend was considered more important
for a broad Qiew of the responses.

5. Responses from states that emphasize local programming decisions
were considered more than responses from states that emphasize
state oriented program decisions. All of the statements of
competences used related to local programming decisions.

6. The additional competence or suggestion was in the judgment of
the researcher based on the analysis of data already adequetely
covered in the given statements of competences. In the opinion
of the researcher mamy of the suggestioms or additioms were not
statements of difference but explanations and restatements of
competences already stated.

The majority of the additional competences suggested were related
to clarification of the competence of a program organizer im carrying
out the competences. These were:

Competence in establishing situation
Competence in keeping groups informed
Competence in balancing or managing the four functions

Competence in being creative for needs
Competence in understanding resources
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Competence in teaching
Competence in bazic understanding of program development
Competence in areas of responsibilicy
?hese‘competences were not added to the listing of statements because
ten percent of the resp@mdents did not suggest them.

The responses in the suggestions mainly emphasized and supported the
beliefs of the respondents that the competences as a program organizer
were needed for extension personmel. Ten percent of the respondents
felt that the terms all and content needed clarifying in the statements.,
These terms were further c¢larified in preparing the statements of come-
§etences for use in the evalwation instrument. Only two respondents
questioned the meaning of program organizer competences.

The suggestions made consistently by more than tem percent of the
group or by at least six résponses were summarized as follows:

| 1. 4All of the competences are most important and failure inm any
of these abilities could seriously hamper the overall exten-
sion program process.

2. An overall coordimating and balancing of the program functions

are needed through goed management .
3. The ability to invelve people and work with and through people

in a2 leaderships role is implied in all of these competences.
Summary

The statements of competences of a home economist in extension as
a program organizer were formulated by the researcher from a review of
literature in extemsion and developed in relation to the respomsibilitcy
of extension program development to identify, plan, implement and

evaluate an educational program. Specific abilities stressed im the



statements were skills of relationships with other agencies and educa-
tors, use of resources, cooperation and coordination of work, arrange=
ment and mangement of work respomsibilities. The statements of come~
petences for the preparation of the rating instrument were comstructed
from a review and study by the writer of the educational function of ex-
teﬁsion in continuing education, of program development and inservicé
educational materials of extension and of job descriptions and standards
of performance schedules for all extension empleoyees.

Representative Cooperative Extension Service persomnel in the state
of Cklahoma assisted with pretesting the rating instrument., These per-
sonnel were considered representative of the state and federal leaders
in extension selected to respond to the rating instrument. Criteria
developed and reviewed by the federal training and staff development
specialist were used in selecting the leaders in extension. Factors in
the criteria for state and federal leaders were place of home economics
personnel in supervision, in programs and training and in administration,
Sixty=-four instruments were mailed teo the selected state and federal
leaders and ninety-one percent of the returned instruments were useable
for tabulation. The sample of selected leaders included forty-nine
personnel from ten states and nine personnel from the federal office.
Over half of the total group of leaders in extension had been employed
in extension twenty or more years and two thirds of the total group of
leaders had been in their present position ten vears or less.

Twenty-seven competences statements were rated by the leaders in
extension. The majority of the respondents rated all of the statements

as most important or important thus supporting the statements as being

essential competences for a home economist in extension as a program



74

organizer. Other ratings, in all cases less than one third, were in the

categories of could be important, not important and no comment. All

statements of competences were azimed at program organizer abilities but

some statements stressed these gbilities more than others. Key words

in these statements were relationships, resources, involvement, coopera-
tion, coordination, arrangements and sharing of respomsibilities. There

were fourteen of these statements that were not rated as most important

by fifty percent of the federal and state respondents.

The responses given by the state and federal personnel were similar
regardless of position of the leaders. The responses of supervisors were
more nearly uniform, Additional competences and suggestions from the
respondents helped to clarify and support the statements of competences.
Consideration ofkadditional suggestions and competences was based on a
criteria formulated by the researcher. This criterias showed that no
mz jor changes were needed in the statements of competences.

The data from the rating instruments supported the statements of

competences of a home economist in extension as a program organizer as

being most important or important. The statements of competences rated

as most important by almost one=fourth of the total group of respondents

were in competence areas that this investigator considered essential
for program organizer competences. Hence these results seem to
suggest thé need for inservice education to further develop these com=
petences. Findings from the additional competences and suggestions in
(Section Three) show that most of the respondents agreed with the
selection of tﬁe competences of a home economist in extension as a

program organizer.



CHAPTER 1V

EVALUATION OF COMPETENCES OF HOME ECONOMIST

IN EXTENSION AS A PROGRAM ORGANIZER
Development of The Evaluation Instrument

The statements of competences of a2 home economist in extension as
a program organizer that were identified by the selected leaders in ex-

tension through a rating instrument as being most important or important

were used in the development.of the evaluation instrument. The purpose
of the evaluation instrument was to provide a means whereby home econo=
mists in extension, and their respective district supervisors, could
appraise the degree to which they believed agents possessed the com=
petences of a program organizer. The main difference in the evaluation
instrument and the rating instrument was that the respondents were asked
to evaluate the degree to which they believed home economists in ex=
tension now had the abilities and skills of a program organizer as
stated in the competences of a program organize; statements.

To assist in developing the evaluation scale the researcher re«
viewed existing extension home economics agent job descriptions and per-
formance reviews as a basis for preparing the scale for evaluating the
performance for each competence statement. A review was made of per-
formance evaluative materials used by Texas, Virginia, Indiana, Ohio,

Oklahoma and Florida. All of these states had similar scales in that
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job performances are evaluated on areas of accomplishment in planning
and programming, in evidence of educational work, relationships and
public relations, effice management and professional improvement. These
perf@rmances often are the end result of many skills and abiliries which
are included in the competences as a program organizer_o
All of the extension performance evaluation instruments reviewed
used some type of graphic scale from absent oxr not acceptable to very
outstanding performance; with a numerical score for each section of the
graph or scale. As a result of the review and study of existing ex-
tension performance evaluation instruments, the researcher developed
the following instructions and rating scale for respondents to evaluate
the competences of home econqmists in extension as a program organizer.,
In the evaluation section, the respondent was asked; "Please check your
beliefs regarding each competence in view of what you consider to be
your present performance and your ﬁeeds for inservice education to im-
prove your performance in providing an educational program for exten-
sion clientele.
Place a check by the number:
1. If you believe that your performance is absent or neot
acceptable,
2. If you believe that your performance is below a
desired standard.
3. 1f you believe that your performance is acceptable
but could be improved.
4, 1If you believe your performance is average and
acceptable but not ocutstanding.

5. 1f you believe your performance is above average.
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6, If you believe your performance is ocutstanding.

7. 1If you believe your performance is wvery outstanding.
One and two represented a low level of performance, three and four an
average level of performance and five to seven a high level of per-

formance.
Pretesting the Instrument

The instrument for evaluating‘the competences of a home economist
in extension as a program organizer was prepared for pretesting with
respresentative county home economists in extension in the state of
Oklahoma. The Director of Extension in Oklahoma, the State Home Demon-
stration Agent énd the two district supervisors of one extension district
reviewed the instrument and selected the twelve representative county
home economists in extension to receive the instrument for pretesting.
The State Home Demonstration Agent mailed a letter to these agents
notifying them ﬁhey would be receiving the instrument and letter of
instruction directly from the researcher. This letter is in Appendix B.

Twelve Cklahoma county home economists in extension were sent by
mall a letter, an explanation sheet and a copy of the imstrument. The
twelve instruments were returned., The responses were tabulated and the
findings indicated that the instrument was understandable by agents and
would provide one means of appraising the beliefs of the agents regarding
their performance for each competence statement. No major changes in

format or wording were suggeSted by the respondents.
Selection of Florida Personnel and Procedure

The researcher in correspondence with the Florida Extension
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Director received permissionm for all County Extension Home Economics
Agents to participate in the evsluation study. The two district super-
%isors of each of these agents were also asked to participate im the
study. The evaluation instrument, lette; of explénation and letter from
the Extension Director to all county participants were reviewed with the
six district supervisors before being mailed to county personnel.

The evaluvation instrument that whs mailed to the Florida county
personnel requested three kinds of information. Section Ome included
general information concerning the preservice training of the partici-
pant and the work of the participant in extension. Section Two was the
evaluation for the competences of a home economist in extemsion as a
program organizer. This section contained the statements of competence
and the evaluation scale regarding each cempetence. Section Three
requested that the participant write in any suggestions and comments
concerning the competences as related to the improvement of extension

programs.
Collection of Data

Létters and the instrument in Appendix B were mailed to the county
extension home economics personnel. Three weeks later a letter was
mailed to participants whp had not returned the instrument. Fifty-twe
instruments were mailed and fifty-two (100 percent) were returred.

All of the instruments received Qere uéeable for tébulationo Four
county extension home economics positions were vacant at the time the
study was made and evalﬁétibhiinétruments were not mailed to these
counties,

At the same time Gounty'ExtéASion Home Economics Agents in Florida



were asked to respond to the instrument, their two respective district
extension supervisors were asked to make a combined evaluwation for each
agent in section two, the evaluation of competences. This meant that
the two sqpervisors of each agent have one evaluation score for the per-
formance of an agent on each of the statements of competences. A meet-
ing was held with the six supervisors at which time the study to date
was reviewed and explained and the supervisors received copies of the

instruments for their respective districts.
Analysis of Data

The tabulations of data in this part of the study was dome by the
researcher by hand tabulation and the use of descriptive statistics to
analyze the findings. Tﬁe accuracy of the hand tabulations was checked
twice by the researcher and a c0mpeteht secretary checked the figures
once by hand tabulation and once by machine calculation. Compilations
were made for each of the three sections of the evaluation instrument.
The results for section two, the evaluation scale, were summarized and
presented for the agents, supervisors and as a composite of the agents

and supervisors average scores.
Section One - General Information

The data in Table IX of the number of;years in extension and number
of years in present position revealed that ninety percent of the re-
spondents had been employed in extension twenty years or less with forty-
one percent of this group being in extension ten years or less. Of the
respondents, only one had been in»hgr present position more that twenty

t

years and seventy-five percent' had been in their present position taen
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years or less. County Extension Home Economics Agents in Florida had
not changed positicns freom Assistant County Extension Home Economics
Agent or to County Extension Home Economics Agent in another cecunty but
had remained in the same County Extensio; Home Economics Agent position
since employment. The higher percentage seventy-five percent of the
respondents being in preseﬁt position ten years or less would be mainly
due to promotion from assistant to agent in the same county. The find-
ings in these data also indicated that the égents had not left thelr
extension employment for other employment or to returm to school for

further graduate education.

TABLE IX

NUMBER OF YEARS IN EXTENSION AND NUMBER OF YEARS 1IN
PRESENT POSITION BY (52) COUNTY RESPONDENTS

Number of o S . No
Years 1=10 11-20 21-30 Response Total
In Extension Number 21 25 6 0 52
Percent 41 49 10 0 100
In Present Number 39 12 1 0 52
Position Percent 75 23 2 0 100
TABLE X
NUMBER OF EXTENSION WORKERS IN
A COUNTY FOR 52 COUNTIES
Number of Workers Per County
) Two Three PFour Five Six Seven Eight Nine Tent
Number of
Counties 12 14 5 5 5 4 4 1 2
Percent - 23 27 10 10 10 7 7 2 4

Information on the number of extension workers in a county was
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sumnarized in Table X. Sixty percent of the counties had four or less
county extension persomnel employed in the county. Forty percent of the
counties had five or more county extension personnel employed in the
county. The range of the county personnel was from two to fourteem per
county. The counties with the largest staffs were im urbam areas with
cities such as Miami, Tampa, Jacksenville and Orlando. The number of
extension workers per county could influencé the need and emphasis of
program organizer competences within a county extension staff and of the

staff in working with the personnel of other agencies and resources.

TABLE X1

PERCENT OF COUNTIES URBAN, RURAL NONFARM AND FARM
BY EXTENSION DISTRICTS FOR 52 COURTIES

Percent of County

16 to 25 {26 to 50 {51 to 75 { 75 to 100 | Total
# % # % # % # % # %
URBAN 1
Distriet 1 12 23 {4 7 3 6 0 0 {19 37
District II 2 4 3 6 5 10 6 12 1l16 30
District III 1 2 {4 7 8 14 4 7 {17 33
Total 15 29 Ji11 22 {16 30 {10 19 52 100
RURAL
_ NONFARM
District I 7 13 9 17 3 6 0 0 {19 37
District II 7 13 {7 13 2 4 0 0 16 30
District III 10 20 e 12 1 2 0 0 7 33
Total 246 46 122 42 6 12 0 0 {52 100
FARM
District I 7 13 6 12 6 12 0 0 119 37
District II 112 23 4 7 0 0 0 0 [16 30
District III 14 28 2 4 0 0 1 2 17 33
Total 33 64 {12 23 6 12 1 2 {52 100

The state of Florida is divided into three geographic areas for

pregram supervisions, These areas are known as extension districts.
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The analysis of data for Table X1 revealed that Extension Districts 1T
and 11l were almost completely urban and rural nonfarm. Extension
District I showed more farm percentage but less than twenty-five perceat
of that district. This district contained counties in Nerth Florida.
Many of the counties in Districts IT, the west coast of Florida, and
District iII, the east coast of Florida indicated less than three pre-
cent of the county as farm area. Urban and rural nonfarm areas usually
have d@ concentration of population with problems of people that carn
more successfully be coped with and solved by an extemsion program that
involves and uses the resources of many other agencies. Therefore, the
concentration of pobulation in two of the Florida Extension Districts
tends to emphasize the need for the competences of a program organizer
for county personnel,

Forty-one percent of Florida Extension Home Ecomnomics Agents
graduated from a land-grant institution. The fact that less than
half of the agents graduated from a state landegrant institution in=
dicates that half of the total group of agents would probably not have
had an opportunity to take specific extensién methods courses in their
undergraduate programs. According to federal research and trainimng
undergraduate curriculum studies very few institutions other tham land-
grant institutions have courses in extension methods. A review of the
preservice training records of the Florida agents in this study revealed
that the agents who had not attended a land-grant institution\had not
taken specific courses in extemsion methods.

The analysis of data in Table XII shows that almost three-fourths
of the respondents graduated from a higher educational institution in a

state other than Florida. This finding tends to indicate that the
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personnel receiving an undergraduate educaticon in a state other than
Florida probably had to have considerable orientation to the Florida
situation relating to extension work when employed by the state. These
out of state persomnel would likely not be familiar with Florida climate,
resources, ethnic groups, business, politics, industry and public

services.

TABLE XII

EDUCATIONAL BACKGROUND INFORMATION OF ('52) COUNTY
EXTENSION HOME ECONOMICS AGENTS IN. FLORIDA

Number Percent
TYPE OF INSTITUTION ATTENDED
State Land=Grant 21 41
State or Private Liberal Arts 22 42
Teachers College 5 10
Other 4 7
Total 52 100
STATE IN WHICH INSTITUTION WAS LOCATED
Florida 15 29
Other Southern States 28 54
Other 9 17
Total 52 100
YEAR BACHELOR'S DEGREE RECEIVED
Up to 1945 32 61
1946<55 12 23
1955-1965 8 16
Total 52 100
UNDERGRADUATE MAJOR
Home Economics Education 35 67
Home Management and Family Economics 5 10
Food and Nutrition 3 10
Clothing and Textiles 4 7
Child Development and Family Relations 3 6
Total 52 100

Over half of the respondents received a bachelor's degree prior to

1945 when extension home economics programs were emphasizing home
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production and home improvement. Less than one~fourth of the group of
respondents received a bachelor's degree during the ten year period
from 1956 to 1965,

Two-thirds of the group of respondents graduated with an under-
graduate major in the area of home economics education. Majors of the
other one=third of the group were home management and family economics,
food and nutrition, clothing and textiles, and child develeopment and
family relations. These areas of undergraduate study indiciated that
the Florida agents had received training mainly in genéral home economics
areas and in educational methods. But the majority of the agents lack
extensive training in home mangement, family economics, consumer educa-
tion and family life education, guidance and counseling. These are the
fields being emphasized in present day poverty programs designed to
help families cope with and solve complex home, family, educational and
socio-economic problems. Today's emphasis on these broader areas of
problem solving have indicated a need fq; undergraduate or graduate
tréining of gxtension workers in areas of sociology, psychology, communi-
cations, group dynamics or interdisciplinary programs in general and
liberal education rather than in specialization within home economics.

In summary it can be said fhat the general information data about
the Florida personnel has a direct relationship to the competences as a
program organizer because:

1. Florida County Extension Home Economics Agents work with other
extension personnel in a county to provide an extension ed-
ucational program.

2. Florida County Extension Home Economics Agents work in pre=

dominately urban and rural nonfarm counties.
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3, The majority of the Florida County Extensfion Home Economics
Agents received formal education in states other than Florida.

4, Over half of the Florida County Extension Home Economics Agents
received training in general home economics education rather
than in specialized fields,

5. Florida County Extension Home Economics Agents received formal
educational training before there was much of amy emphasis om

program-organizer capabilities.
Section Two - Evaluation of Competences

Data for the evaluation of the competences of a home economist in
extension as a program-o;ganizer for the fiftyafwo Florida County Ex-
tension Agents is summarized as responses by agents, respomses by the
six district supervisors for thg»respective fifty-two agent positions and
as the tabulated average score of ea;h agent and her respective super-
visors. The average score for each agent position was obtained by
combining the individual evaluation score repbrted by the agent and the
one evaluation score reported by supervisors and dividing by two.

The average evaluation score for each agent position for each
statement of competence was obtained in an effort to correct the hale
effect and the tendency to underrate competences by the agents and
extension supervisors. For example, an agent could have consistently
evaluated herself low on a particular group of competences statements
and her respective supervisors could have consistently evaluated her
high on this same group of competences. Iﬁ this case an average of the
low score of a two performance and‘the high score of a six performance

might be a more reliable indication of the actual performance of the
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agent on the particular statements of competences. In this instance the
performance score on the particular statement would be an average of
four.

In most instances in this study there was not a wide variation in
the evaluation scores of the agents and the supervisors. But for a few
cases, the researcher belleved that the average score was the better in-
dicator of the level of ability qf the agents on the statements of
competences. This belief is based on the researcher’s review of the
extension performance evaluation materials from six statesol The
Florida materials in particular use the average score of an agent and
supervisor, on an evaluation item as a better indicator of the actual
performance of an agent, Since th;s part of the study was conducted
with Florida personnel it is believed that this aversge score should
probably be used for the interpretation of this part of the findings.

The analysis of data in Table XIII for all functions of home
economists in extension in identifying, planning, implementing and
evaluating the program showed‘a slight tendency for supervisors to rate
agents higher than agents rated themselves. Approximately oneohaif of
the agents rated themselves ss average or slightly above in their per-
formance on all of the competence statements. Supervisors tended to
rate above average. Agents and their supervisors evaluated the per-
formance of the agent position higher in the statements of competences

in Function B, Planning the Program, and Function C;, Implementing the

Preogram. These agents and supervisors evaluated the performance of the

IJOE N. Busby. "Extension Job Descriptions, Standards of Performe
ance and Performance Review Schedules or State Extension Services.”

Gainesville, Florida: 1962. (Typed Copy from Training Materials for
Florida Personnel).



TABLE XIIIX

SUMMARY OF EVALUATIONS OF THE COMPETENGES OF HOME ECONOMIST
IN EXTENSION AS A PROGRAM ORGANIZER BY COUNTY PERSONNEL
" AND SUPERVISORS IN FLORIDA FOR 52 COUNTIES

Statements of Competences Evaluation Regérding Each Competence

Evaluation By

LOW AVERAGE HIGH

A, Function: Identifying the program 1_j 2 3 4 5 6. 7
) . o # %Ry # %) # Ry # Ky #F R E O OK] OB
(1) Know and relate local, *County ¢ 07y 1 2|11 21;18 3419 37 1 2| 2 4
state, national situation .Supervisor 0 0y 1 27310 19;11 21116 3i4j1i4 27| 0 O
, ~ Average 0 03 O O} 5 10§15 29,20 38112 23§ ¢ ©
{2} 1Involve and assist County 1 2] 2 4113 25123 4110 19f 2 41 1 2
clientele in identifying Supervisor 6 0y 3 6413 25;13 25114 27} 8 15y 1 2
problems and goals Average 9 03y 0 oO0}J12 233118 35115 294 7 131 O O
(3) Cooperate coordinate County 0 0}y 0 O0f 2 4313 25127 527 8 15} 2 4
with persomnel Supervisor 0 0} 1 2 7 14} 9 17}22 42110 19; 3 &
Average 0 0] 0 o0l 6 ©0]13 25|24 46113 25| 2 4

(4) Consider relationship County 0 0 0 o0} 2 &;19 37121 40} 7 137 3 &
of program to other educa= Supervisor 0 0y 1 27y 5 10;j16 3117 32}10 19; 3 6
tional programs . Average 0 03 0 O} 1 2116 31117 32118 35] 0 O
{(5) Base identifying pro- County 0O 61 2  4}17 33718 34|13 251 2 4] 0 @
cess on problem solving Supervisor ¢ 0} 2 &) 14 27717 32)12 23| 6 12 1 2
approach Average 0O O 0 Op 11 211 20 38) 17 33 4 8 0 (4]
{6} Use materials and County ¢ 0}y 0 O} 6 1118 34|19 37} 5 101 & 8
resources im program Supervisor 0 O 1 2 9 17] 10 19} 18 35} 12 23 2 &
developmeat Average 0 0y O 0j 3 6111 21126 50110 191 2 &
(7) Understand, use group County 0 O 3 6|16 317121 40| 8 15 2 4| 2 &
dynamics in working with Supervisor ¢ O] & 8} 13 25} 12 23714 27} 8 15} 1 2
clientels Average 0 0} 0 0 9 171 24 461 13- 257 6 12 9 Q

* County Extension Home Economics Agent
Supervisor of The. County Extension Home Economics Agent

Average of the County. Extension Home Economics Agent and respective Supervisor Score for Each Agent

L8



TABLE XIII (Continued)

Low AVERAGE HIGH

B. Function: Planning the nrogram i : 4 5 ..
. : ' o # iVt %y # Ry #F %y # B F LI #F %
(1) 1Interpret situations, County 0 012 4711 21{23 44113 2513 6} 0 O
problems, goals to more Supervisor 0 © 11 2110 19728 54} 7 1376 12} 0 O
specific objectives Average O 0 30 0} 3 6427 52121 40 1 21 0 G
- {2} Seek resources, County 1 210 0} 2 4117 32126 507 5 101 1 2
materials, people, methods Supervisor 0 o031 2y 9 1715 29113 25112 23} 2 4
for solving problems Average 0 0 1 2 1 2114 27124 46112 231 0 O
(3) Be responsible content County 1 20 O] 3 6)17 33} 22 42| 7 13| 2 4
from extension Supervisor 6 0|0 O} 7 13719 37113 254112 23 1 2
Average 0 ©0 10 O0of 1 2114 27122 42115 291 0 0
(&) Seek to provide needed County 0 0410 Of 2 4115 29126 501 7 131 2 4
resources not provided by Supervisor 0 0311 211 21710 19§ 9 1720 39 1 2
extension ' Average 6 010 Of 3 6] 9 17] 22 42116 311 2 4
(5) Interpret objectives County 0 00 O} 7 13717 33123 44y 3 6] 2 &4
clientele needs to resource Supervisor 0 02 4 8 15}23 45! 11 211 8 15} 0 O
personnel ) ' Average 0 0}0 oOf 2 4119 36|25 481 6 121 0 ©
(6) Provide agencies County 0 01 2 6 11413 25} 22 43} 6 11} 4 8
information to help agencies Supervisor 6 0311 2 8 15(10 19311 2119 37§ 3 &
work with clientele Average ¢ 030 0] 3 6] 8 151 23 44116 31] 2 &
(7) Determine coordinate - County 0 O0}J0 O0f 5 10]23 44119 361 &4 81 1 2
program with extension per- Supervisor 6 010 0110 19}16 31{15 29; 9 17 2 4
sonnel Average g 010 O 1 220 38}19 37112 23: 0 O
(8) Prepare a program plan County 0O 012 4710 19119 36§15 29 5 10 1 2
of work (long range and Supervisor 0 02 4§11 21119 37;1Ft 211 8 15 i 2
annual) . Average 0 0! 0 ©OF 353 106119 371 21 401 7 13; 0 0
(9) Recognize relatiomnship County 0O 010 O} 8 15} 27 52112 231 &4 8; 1 2
of clientele needs, content Supervisor ¢ o111 21 8 15} 22 43} 13 25} &8 1i5; 0 0
~and learning theory Average 0 010 O0F 4 8123 46417 33F 8 151 0 0

8



TABLE XIII {Continued)

LOW

AVERAGE HIGH

C. Function: Implementing the program N & 5 6
o o - # %1 # %l # %y # %l # L} # L] #F %
(1) Make detail arrange- County 0 0; 0 0 7 13113 25123 447 6 12] 3 6
ments, plans for segments Supervisor 9 0 1L 2} 8 15113 25122 42y 7 14 1 2
of program Average 0 071 0 Oy 2 4114 27126 50110 191 O O
(2) Make adjustments in County 0 0y 0 0] 1 2718 35122 42| 8 151 3 6
program as needed Supervisor ¢ 0y 1 2y 7 13}21 40117 331 6 121 ¢ ©
Average 0O 0y 0O Of O 011316 31128 54 7 13; 1 2
(3) Coordinate schedules County 0 o] 1 2{ 3 6|16 31123 &) 6 11{ 3 6
with clientele, extension Supervisor 0 0: 0 0} 9 17p14 271246 4} 5 107 0 O
personnel concerned Average 0 0 0 0 1 2113 251 31 60 7 13 0 ¢
(4) Special coordination County 0 0] 06 O} &4 8|20 38246 461 2 &) 2 &
of arrangements with other Supervisor 0O O0; 0O O} 8 15)11& 27114 27115 297 1 2
educational agencies Average 0O 8¢ 0 O 1 2113 254530 58 7 13 i 2
(5) Allocate resources County 1 2y 1 2} 8 16420 38p14 27 7 131 1 2
with priority to the Supervisor 6 Ofj 1 2§12 233720 38} 13 253 & 12¢ O O
determined program Average 0 0] 0 0] &4 8121 40122 421 5 161 0 ©

D. Function: Evaluating the program

(1) Establish, organize County 0O O0f 2 &4j20 38|20 38! 8 16f{ 2 &{ 0O O
evaluative criteria in Supervisor 0 0y 8 15122 42116 31 5 10y 1 2t & O
relation to objectives Average 0O 0! O 0;18 35125 48} 9 17: O @1 0 @
(2} 1Involve clientele County 0 0} 3 6113 25122 42} 9 17i 3 61 2 &
personnel in evaluating fo Supervisor 0 O} 8 15! 18 35} 22 42} 2 4} 2 &4 O O
program improvement Average QO O0:!f O 0116 31125 481 9 7% 2 4§ 0O ©
(3) Share evaluation find- County 0 01 3 6}15 29{16 30f13 25f{ 3 6] 2 4
ings with other educational Supervisor ¢ 0} 6 12116 31{16 31} 7 13; 7 131 0 ¢
~agencies ' Average 0 0y 0 0r12 2312% 40114 271 5 101 0 O
(4) Arrange special County ¢ O] & 8118 34,16 277 9 17¢{ 5 10y 2 &
evaluative assistance Supervisor O O0{ 8 15123 44117 33, 3 6 r21 0 0
neaded Average O 0y 1 2114 27327 52% 9 17 i 21 0 0




TABLE XIII (Continued)

oW

AVERAGE HIGH

. 2 3 4 . 16,
# %y #F K O K| F W # KRy F Ky #F OB
(5) Use evaluation to County 1 2} 1 2} 12 23121 40§ 10 19 5 16} 2 &4
adjust, leave out, change, Supervisor 0 Oy 9 17} 18 35{18 35, 7 13} 0 @} 0 G
expand program L Average O 0y 0 0O} 14 27 {26 50 10 19 2 41 0 O
(6) Use evaluation to . County 0 0} 2 4113 25(19 37/ 10 19 6 11} 2 &
assist with making Supervisor 0 0} 8 15] 18 3418 34 6 13} 2 & 0 O
requested-reports Average O Oy 0 O} 12 23326 - 50f 12 23 2 441 0 O

46
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agent lowest in Function A, ¥dentifying the Program, and Function D,
Evaluating the program. The largest number of responses by the agents
and superﬁisors in the low level category for any statement was nime or
seventeen percent of the respondents and most of these rating were in
function D, Evaluating the Program.

Within each of the function there were some statements that were
evaluated at an average level by almost oneaﬁhird of the agents and
supervisors. When you consider fhe individual agent and supervisor
scores and also the average score for each agent position, the average
level ratimgs indicate that the respondents believe performance is
acceptable but could be improved and is acceptable but not outstanding.

Interpretation of data indicated that the respondents (average score
used) believed they rated highest in the competences of Functiom C,
Implementing the Program, which is the action=doing part of their ex-
tension responsibilities., All of these statements were evaluated at a
level of five or above (high performance) by fifty percent or more of
the respondents. The cémpetences rated at an average level and a low
level of performance by both groups of respondents (average score used)
appear in Table XIV. These statements of competences were similar to

the competences rated as most important by almost one=fourth of extension

leaders in Table VII. In both cases, the statements emphasized the
abilities of involving and working with clientele, relationships of
clientele and other edusatofs, arranging and sharing informatiom and
resources. These statements of competences were also in areas in

which the personnel had little or no preservice or inservice education.
Inservice education in Florida had emphasized the planning and imple-

menting of the specific content of programs. The identifying and



TABLE XIV

STATEMENTS OF COMPETENCES EVALUATEﬁ AT AN AVERAGE LEVEL BY FIFTY

PERCENT COF THE RESPONDENTS (AGENTS AND SUPERVISORS)

Statements of Competences . v-AQerége Score Used

) oW AVERAGE HIGH
A. Function: Identifying the program 1 2 3 4 5 6 7
(2) Involve and assist Clientele  Number 0 0 12 18 15 7 0
in_identifying problems and goals Percent 0 G 23 35 29 13 0
(5} Base identifying process on Number 0 0 11 20 17 & 0
problem solving approach Percent 0 0 21 38 33 8 Q
(7) Understand, use group : Number G 6 ‘9 24 13 & i}
dynamics in working with clientele Percent 0 Q 17 46 25 12 £
B. Function: Planning the program
(1) Interpret situations, problems, Number 0 0 3 27 21 1 0
goals to more specific objectives Percent 0 0 6 52 40 2 ]
(9} Recognize relationship of
clientele needs, content and Number ] 0 & - 23 17 8 ¥
learning theory. Percent 0 0 8 44, - 33 15 0
D. Functiom: Evzluating the program'
(1} Establish, organize evaluate Number 0 0 18 25 9 g - 0
eriterisa in relation to objectives Percent 0 Y 35 48 17 0’ Q
(2) Involve clientele persconnel in Number 0 0 16 25 a 2 0
evaluating for program improvement Percent 2 0 31 48 17 & g
{3) Share evaluation findings Number 0 -0 12 21 14 5 o
with other educational agencles Percent ] 0 23 4 27 15y O
{4) Arrange special evaluation Number 0 1 14 27 g i {
assistance needed Percent 0 2 27 32 17 2 0



TARLE XIV {(Continued)

oW

AVERAGE " HIGH
T 1 2 3 4- §-  § 6 7
(5) Use evaluation to adjust, Number 0 0 14 26 10 2 0
leave out, change, expand program Percent 0 0 27 50 19 4 0
(6) Use evaluation to assist with' Number 0 0 12 26 12 2 0
making requested reports Percent 0 0 23 30 23 4 0

L =]
L3



evaluating of programs and the related program organizer competences
with capabilities for organization, coordination, management, use of
resources and working relationships with other educators had not been
emphasized,
In summary the data obtained on the evaluation instrument have a
relationship to the competences as a program organizer because:
1. The Florida agents and thelr respective supervisors tended
to consistently evaluate the performance of the agents at an
average or slightly above level on all of the competences.
2. The Florida agents and supervisors evaluated the performance
of the agents highest for the competences in Function B,
Planning the Program and Function C, Implementing the Program.
3. The Florida agents and supervisors evaluated the performance
of agents low in Function A, Identifying the Program and the
lowest evaluations were for Function D, Evaluating the Program.
4. The competénces evaluated at an average level of performance
by almost one~third of the Florida agents and superviscrs were
very similar to the competence that almost ome fourth ofwghe

leaders in extension did not rate as most important.

Section Three = Suggestions

Approximately one-fourth of the Florida County Extension Home
Economics Agents made responses in Section Three,rsuggestionsa This
section asked that the respondent write in any suggestions and comments
concerning the competences as related to the improvement of extension
programs. These responses were summarized and grouped as follows:

1. Inservice education is needed to help develop these competences.
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2. County Chairmen need to provide for better coordination of the
total county program.

3. Competences are weak in the areas of reportimg, evaluation and
methods.

4. A plaunned program requires skills in management of time and
energy in relation to emergencies.

5. Competences are needed im skills and methods of working with

advisory groups.
Summary

A review of the data indicated that approximately forty,percept of
the Florida County Extension Home Economics;Agents had been employed in
extension ten years or less and fifty percent in extension elevem to
twenty years. In their present positions seventwaive percent of the
respondents had bgen empleoyed from one to ten years. Each county im
which the agents worked had a range of from two to fourteen persommel per
county. Seventy-five percent of the counties im which agents worked
could be considered a combination of an urban and rural aomfarm
population.

Educational data showed that less than one-half of the Florida
County Extensi@n'ﬂome Economics Agents graduated from a state land-grant
college; over fifty percent of the agemts graduated from a higher educa-
tional institution outside of Florida; over fifty percémt of the agents
graduated prior to 1946 and over fifty percent were education majors im
the field of home economics,

The findings from the analysis of the data fgom the evaluation in-

struments supported the belief of the researcher that the statements of
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competences of a home economist in extension as a program organizer
could be evaluated by a group of home economists in extension and their
supervisors,

The statements of eompetencés evaluated at the average performance
level by almost one-third of the agents and supervisors were in areas
involving working relatiﬁnships with clientele, other extension wofkers
and educators from other agencles. These statements of competences were
all related directly to the program organizer skills and zbilities of
arranging, coordinating, organizing, sharing and working ﬁith othe;
educators to use resources in improving an educatiomal program. The
competence in Function C, Implementing the Program were rated highest
by both agents'and supervisorz, The lowest ratings for both groups of
respondents were the statements of competences in Function P, Evaluating

the Program.



CHAPTER V

CONCEPTS FOR COMPETENCES OF HOME ECONOMIST

IN EXTENSION AS A PROGRAM ORGANIZER
Introduction

The identifying and stating of the concepts that were inherent
in the competences of a home economist in extension as a program
organizer that could be used for planning ingervice education was
the third objective of the study. The competences as a program
organizer are one of the groups of skills and abilities needed by a
home economist in extension. Pregram organizer competences are the
skills and abilities of arranging, coordinating, working with other
educators and using available resources in (1) identifying, (2) plan-
ning, (3) implementing and (4) evaluating the home economics program
in extension. The coﬁcepts for the competences as a program organizer
represent the kind of key ideas that an inservice educational program
would seek to provide for home economists in extension.

The support for the writer's stating of the concepts in this
chapter were revealed through (1) the review of literature, (2) the
results of the rating of competences by the leaders in extension and
{3) the evaluation of the competences of a program organizer for
Florida agents. From the analysis and interpretation of findings in

Chapters II, III and IV, the key ideas for four concepts were stated

97
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for the competences of a home economist in extension as z program or-
ganizer. The writer believes that these concepts could be used in plan-
ning inservice education for the purpose of improving the competences

of a home economist in extension as a program organizer. The competences
as a program organizer should contribute to the providing of a broader
and expanded home economics extension educational program of clientele.

The basic premise in identifying and stating concepts for the

competences as a program organizer for inservice education is the de-
finition by Tyler1 that education is a process which seeks to change the
behavioral patterns of human beings. The major comcept basis to this
educational premise is that for inservice education there is a comnscious
effort to help the professional person build concepts and understand
concepts that are useful in guiding his own thinking about the process
of education and learning. The four concepts with the findings that

support the concepts are given in the following part of this chapter.

Concepts

(1) Continuing education to broaden an extension educational
program is an essential concept for strengthening the competences of a
home economist in extension as a program qrganizern This concept en-
compasses the understanding and the participating of extension personmel
and their clientele in planned educational experiences which will promote
learning throughout life. Extension personnel need to develop for them=
selves knowledge, skills and attitudes in relation to this concept if

they are to develop competences to broaden educational programs for

1Eugene R. Smith, Ralph W. Tyler, et. al., Appraising and Research-
ing Student Progress. New York. 1942, p. ll.

1
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helping clientele in continuing education., Extension personnel camnot
broaden an educational program with this dimension unless they develop
thi§ concept of the importance of continuing education for themselves
and the clientele for whom they are responsible in extension program
development. A continuing educational program for change and adjustment
to problems in a given situation is a continuous process. Extension
personnel need to develop a philosophy of the importance of continuing
education for themselves as well as clientele if they are tec perform
adequately the specific competences of a prbgram organizer for a home
economist in extension.

Support of this concept for continued education are:

l. Extension philosophy and program trends have indicated that
educational programs need to adjust, expand and shift in
relation to the situation of society and the problems of
clientele in this society. This means extemsion needs to
provide an educational program that uses many university
resources in disciplines and interdisciplines of fields of
knowledge to help solve the socio;éc0nomic problems of elientelé
today. The need for efforts to provide a more comprehensive
and broader educational program is expressed in the statements
of extension scope reports, views by leaders and researchers
in extension and in continuing education.

2, The study of inservice education for Cooperative Extension
Service personnel revealed that some training had been pro-
vided through the years. But this training had emphasized
specific curriculums in agriculture, home economics and ex-

tension methods. The findings of the study of inservice
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education for Florida County Extension Home Economics Agents
showed that the majority of agents received bachelor's degrees
in fields of home economics education prior to 1946 and less
than ten percent had received a master's degree since that
time. The inservice education of these Florida agents had been
in areas of specific extension home economics program re-
sponsibility, mainly home economics subject matter fields.

3. Findings from extension tenure data indicated that the
ma jority of the extension personnel in this study at federal,
state and county levels had been employed approximately twenty
years and had been employed in their present position for
approximately ten years. In general this tenure shows a trend
that these personnel probably have not received additional
training in the disciplines such as psychology, sociology,
management and adult education that are considered most
important for the development of a concept concerning cone
tinuing education.

(2) The idea of relationships and interrelationships within an

extension program and among other educational programs is a concept that

is vital to the development of the competences as a program organizer.
This concept is essential to the use of community resources to conduct
educational programs in a given geographic area. Relationships involve
the purposes of agencies in understanding and using educational methods
in working with people. 1In the past these educational methods have
tended to emphasize a particular agencies purposes only. Relationships
as in this concept emphasize the complexity of meshing individual

agency, and group of agencies purposes without eliminating the uniqueness
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of individual agency and group of agencies purposes. An aspect of this
concept is communications within the extension service and among educa-
tional agencies. This communication aspect could be a concept in itself.
But the intent of having a concept of relationships is to show the
interrelatedness of all aspects of an educational program.

The major support of this relationship concept is provided from the
analysis of the ratings of the competences as a program organizer by the
selected leaders in extension and the evaluation of the covnpetences for
Florida agents and supervisors. These are:

1. The competences as a program organizer that almost one=fourth
of the selected leaders in extension did not rate as most
important were: specific aspects of relationships of the ex-
tension program to other educational programs; use of available
resources; use of group dynamics methodology in working with
people; use of resources not provided by extension personnel;
the providing and sharing of information with other agencies;
the coordinating of programs with other extemsion personnel;
the making of detailed arrangements; and the involving of
clientele and the sharing of evaluation findings.

2. Indications of weaknesses in competences as a program organizer
for the statements about the relationships and coordination of
educational efforts was further supported by the findings from
the evaluation of the competences of a program organizer. The
Florida County Extension_ﬁome Economics Agents and supervisors
felt that Florida agents were most competent in functions of
implementing a program and that agents were least competemnt

in identifying, planning and evaluating a program. Apparently
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the Florida personnel were so involved in the mechanics and
actiéns skills of the program that they did not feel they
possessed abilities in the less tangible areas of identifying,
planning and evaluating which involve coordination and rela-
tionships with many resources. The implementation function

can usually be done without working with people and/or agencies.

(3) The place of evaluation in program development is a comcept

that is_specifically needed by home economists in Florida to strengthen
and improve competences as program organizers. This is not a concept

of evaluation in terms of facts, figures and statistics. It is a more
abstract concept of evaluating as objectively as possible on a continuous
basis results of the extension program in human motivation, decision
making, problem solving and communications. Each of the four program
development functions should receive almost equal emphasis for an
effective educational program.

The evaluation concept is supported by the analysis of findings
from the ratings of the selected leaders in extension and the evaluation
of both groups of the Florida respondents. These are:

1. Almost one=fourth of the selected leaders in extension rated

four of the six competences in Function D, Evaluating the

Program, as most important.

2, Fifty percent of both groups of the Florida respondents did not
evaluate at above an average level any of the six statements of

competences in Function D, Evaluating the Program.

(4) A concept of the program development process and professional

leadership role is indicated from the analysis of findings in this study.

This concept encompasses a philosophy of the entire job of an extension
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educator. Knowledge, skills and understandings included in this concept
relate specifica!ly to educator skills and abilities to organize, co=
ordinate, manage, balance and take action in relation to the interre-
latedness of the situation, resources, people and objectives of an
educational program.

Support of this concept are:

1. Almost one-fourth of the leaders in extension rated approximate-

ly one<half of the statements of competences as most important.

2., Fourteen of the statements of competences (approximately one
half of the statements) were evaluated at an average level by
the Florida County Extension Home Economics Agents and their
respective supervisors.

3. The findings that over fifty percent of the Florida County
Extension Home Economics Agents had probably not received
undergraduate training in extension methods and had graduated
before 1946 indicate Florida agents need training in program

development and professional leadership.

Summary

The researcher from the analysis of findings in the review of
literature, ratings of leaders in extension and evaluation of Florida
personnel identified and stated four concepts as being needed for
developing the competences of a home economist in extension as a proe-
gram organizer. These concepts were: (1) continuing education to
broaden an educational program, (2) relationships and interrelationships
within an extension program and among other educational programs, (3)

the place of evaluation in program development and (4) program
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development process and professional leadership role.

In the analysis and development of this chapter, the researcher
was aware that other extension educators might interpret and list the
concepts differently. Rather than the four breoad areas of concepts in
continuing education, relationships, evaluation and program development
terms such as concepts of management, communications, human relations,
social sciences, professional education, guidance and counseling, adult
education, decision making and scientific methods could be used. But
the researcher believes that the findings in this study point out the
need for broader concepts into which the above subconcepts that relate
to various educational disciplines could be used in specific inservice
education for home economists in extension. The need for continuing
inservice education, rigorous and basic, to supplement, reinforce and
relate academic work to the given situation is indicated in order to

develop the concepts stated in this chapter.



CHAPTER VI
SUMMARY AND IMPLICATIONS
Summary

The need for a broader and more comprehensive extension educa-
tional program was brought about by social, economic and technological
changes in society. The concerns of society for a broader educa-
tional program were expressed by leaders in extension, by educators
and the public through local, state and federal governments in terms
of continuing education. This continuing education.approach empha-
sized the use and coordination of all available resources to help
people solve problems. These problems were expressed as inadequate
standards of living in our society becaﬁae of poverty, unemployment
and the lack of educational abilities for people to live effectively
in their environment.

To improve and broaden educational programs, administrators in
the Cooperative Extension Service recognized that many different
skills and abilities are needed by home economists in extension for
the successful carrying out of the total job of extension program
development. These extension administrative leaders supported the
need for inservice education as one means of helping personnel
develop the needed competences to broaden educational programs. Ex-

tension training studies showed that most of the presently employed
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extension personnel had graduated from college with a bachelor of
science degree in agriculture or home economics from ten to twenty
years ago. These findings showed that these personnel were prepared
for rather narrow traditional type extension programs that provide
mainly specific skills of farm and home production. The study of the
academic training and inservice training of the Florida County Ex-
tension Home Economics Agents indicated that most of the Florida
agents had not received the kind of training needed for the com-
petences to broaden educational programs.

The review of literature indicated that, to meet the growing
demands for a broader extension program, personnel had increasing
need for the specific abilities as a program organizer and therefore
needed to develop competences in this area. This study was concerned
with one aspect of the overall area of the competences in extension
program development needed by personnel to provide a broader extension
program, namely competences as a program organizer. The competences
as a program organizer are supportive of the responsibilities of a
home economist in extension in program development. The specific
skills and abilities of home economists in extension for using re-
sources, arranging, coordinating, involving and working with others
were defined as important aspects of the competences as a program
organizer. Through the development of the specific skills and abili-
ties of the competences as a program organizer the home economist in
extension could be an effective liaison between clientele and their
problems and the educational resources which might be brought to bear

on these problems.
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Competences as a program organizer was chosen from the total job
of extension program development as the area to be studied because
the entire field of competences for home economists was too large an
area to cover in the study and because competences as a program
organizer was an area of interest to the writer due to employment in
extension programs in the state of Florida. The investigation of
available resources revealed that research and studies in the area of
program development were limited and more limited in relation to
competences as a program organizer. The few studies about the com-
petences as a program organizer for a home economist in extension
supported the belief of the writer that the training of personnel in
formal academic work and inservice education had not emphasized these
competences.

The objectives of the study were:

l. To identify the competences for a home economist in exten-
sion as a program organizer that were considered essential by selected
federal and state leaders within extension.

2. To develop an instrument to evaluate the competences of
selected home economist in extension as a program organizer.

3. To identify and to state the conceﬁts needed for developing
the competences of a home economist in extension as a program organ-
izer that could be used for planning inservice education.

A reviewing of the literature in the areas of extension educa-
tion, inservice education and behavioral sciences revealed a back-
ground of supporting educational beliefs for the writer's belief that

the competences as a program organizer was one of the important
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groups of competences needed by home economist in extensiomn. Exten-
sion philosophy and program trends showed that the major shift inm
emphasis in program trends has been from skills and practices in
agriculture and home economics to a need for a problem solving
approach that used all available educational disciplines to help
cope with and solve such complex problems as poverty, unemployment
and illiteracy. Various federal and state extension scope state-
ments had attempted to spell out some broader agriculture and home
economics responsibilities in extension. These efforts at a broader
program emphasis were specifically strengthened by current trends in
federal and state governments to provide continuing education as one
means to help solve the socio-economic problems of poverty and un-
employment.

Continuing education is a concentrated effort intended to mean
a kind of education to assist people to live in their environment more
effectively throughout life regardless of what educational discipline
or resources would be needed in solving problems. Many questions are
unanswered in the nation and in individual states as to how such a
continuing education approach can be organized, conducted and financed.
But whatever decisions are made on continuing education throughout
the United States, leaders in the Cooperative Extension Service be-
lieve that extension personnel must improve their abilities to use
all available resources to help clientele solve individual, family
and community problems. These extension leaders recognized that to
provide the educational program to solve various interrelated problems

of clientele would necessitate changes in the training of extension
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personnel in fields of specialization, educational methode and working
relationships with other educational groups, agencies and resources.
The review of the academic and inservice training of extension person-
nel in the nation and in Florida showed that most personnel were from
fields of specialization in agriculture and home economics. A third
of the extension field workers in the nation had completed academic
work at the master's degree level and in Florida only ten percent of
the field personnel included in this study had completed academic
work at the master's degree level. A summary of information on in-
service education for home economists in Florida from 1954 to 1964
revealed that these agents had not received inservice training in
fields other than traditional extension home economics program areas
and extension methods. Training was predominately in program imple-
mentation for the various home economics subject matter areas.

The reviewing of materials in the supporting educational beliefs
chapter provided background information that was used to prepare the
rating instrument and the evaluation instrument for the competences
of a home economist in extension as a program organizer. The pro-
gram development process in extension involves the total job re-
spongibilities of determining the program and carrying cut the pro-
gram for a given group of clientele. The statements for the com-
petences of a home economist in extension as a program organizer for
the specific abilities and skills of managing, arranging, coordinating,
expanding and involving were formulated in relation to the total job
in extension program development. The job functions in the program

development process for which statements of the competences zs a
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program organizer were developed were: (l) identifying the program,
(2) planning the program, (3) implementing the program and (4) evalu-
ating the program.

Statements within each of these functions were formulated for
the competences as a program organizer. From these statements a
rating instrument was prepared for selected state and federal leaders
to rate their beliefs about the competences. The pretesting of the
rating instrument was conducted with representative Oklahoma Extenszion
Service persconnel. Instruments were mailed to selected extension
leaders in the ten states of Florida, Indiana, Iowa, Missouri, New
York, North Carolina, Oregon, South Dakota, Virginia and Wisconsin
and at the federal level in Washington, D.C. Sixty-four personnel
were selected to respond to the rating instrument and fifty-eight of
the instruments returned were useable for tabulation. The respondents
rated their beliefs about the statements of competences as most im-

portant, important, could be important, not important and no comment.

The first objective of the study was to identify the competences
for a home economist in extension as a program organizers that were
considered essential by the selected state and federal leaders with
extension. The analysis of the data from the rating instrument showed
that the selected leaders believed the statements of competences of a

home economist in extension as a program organizer were most important

or important. The statements of competences rated as most important

by almost one-fourth of the fifty-eight respondents were in skills
and abilities relating to relationships, coordination, arrangements,

sharing and use of resources that were especially vital for program
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organizer competences. The additional competences and suggestions
section further emphasized the beliefs of the respondents regarding
the importance of and need for the competences of a home economist in
extension as a program organizer.

The results of the rating instrument used in the first objec-
tive of the study lead to the conclusioms:

1. That a review of literature revealed the need for the
development of the statements for the competences of a home economist
in extension as a program organizer.

2. That one way to formulate the statements of the competences
of a home economist in extension as a program organizer could be in
relation to the program development process in extension.

3. That the identified competences of a home economist in ex-
tension as a program organizer could be one of the kinds of abilities
needed to broaden the educational program home economists in exten-
sion provide to clientele.

4. That the selected state and federal extension leaders could
identify through the rating instrument that was developed their
beliefs about the competences of a home economist in extension as
a program organizer.

5. That the competences statements rated as most important by

almost one-fourth of the respondents were in areas directly related
to the program organizer abilities of arranging, organizing, co-
ordinating, sharing and working with other educators in using
available resources.

To develop the evaluation instrument the statements of
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competences of a home economist in extension as a program organizer

that were identified in the rating instrument as most important or

important by the selected extension personnel were used. An evalua-
tion scale with degrees from one to seven was used for each state-
ment. One and two represented a low level of performance, three and
four an average level of performance and five to seven a high level
of performance. Pretesting of the evaluation instrument was con-
ducted with representative Oklahoma Extension Service personnel.
Fifty-two Florida County Extension Home Economics Agents were mailed
the instruments and fifty-two useable instruments were returned. All
Florida District Supervisors participated in the evaluation by evalu-
ating their respective agents. An average evaluation score was com-
puted for the performance on each statement of competence by combining
the individual agent and the respective supervisor scores.

The analysis of the data from the evaluation instruments in-
dicated that the statements could be one means of evaluating the com-
petences of a program organizer by county personnel and their super-
visors. Tabulations reflect the fact that seventy-five percent of the
county respondents had been employed in their present position from
one to ten years. The range of extension workers per county was from
two through fourteen. These counties were more than seventy-five
percent a combination of an urban and rural nonfarm population which
means that only one-fourth of the state had a rural population. Of
the agent respondents, only twenty-nine percent had attended a higher
educational institution in Florida. Of the entire group of agents,

forty-one percent had attended a state land-grant institution.
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Thirty-two of the respondents received a bachelor's degree prior to
1946. Sixty-seven percent of the group had majored in undergraduate
work in home economics education. These findings indicated that the
majority of the Florida County Extension Home Economics Agents work
in nonfarm areaé, and had not received formal training in approxi-
mately twenty years.

The statements of competences evaluated by almost one-third of
the agents and supervisors at the average performance level were in
areas involving working relationships with clientele, other exten-
gion workers, and educators with other agencies. The Function C,
Implementing the Program was rated highest by both groups of re-
spondents. The lowest ratings by both groups of respondents were
for the statements of competences in Function D, Evaluating the
Program.

The second objective was to develop an instrument to evaluate
the competences of selected home economists in extension as a pro-
gram organizer. Results of the evaluation instrument used in the
second objective of the study lead to conclusions:

1. That the evaluation instrument that was developed could be
one means of measuring the degree or level of performance on the
competences statements according to the beliefs of county personnel
and supervisors in Florida.

2. That the Florida personnel in the study had more weaknesses
in the competences listed in Function D, Evaluating the Program.

3. That the Florida personnel in the study felt more competent

in the competences listed in Function C, Implementing the Program.
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4. That the competences statements evaluated by almost one-
third of both groups of the respondents at the average level on the
performance scale were all competences related to weaknesses in pro-
gram organizer skills and abilities.

The identifying and the stating of concepts that were inherent
in the competences of a home economist in extension as a program
organizer for use in planning inservice education was the third ob-
jective of the study. Results of the analysis of the findings in
the reviews of literature and inservice education, the ratings of
state and federal leaders and the evaluation of Florida personnel
lead to the conclusion that one type of classification of broad
concepts as a base for extension inservice education to strengthen
the competences of a program organizer could be listed as follows:
(1) continuing education to broaden an extension educational pro-
gram, (2) relationships and interrelationships within an extension
program and among other educational programs, (3) the place of
evaluation in program development and (4) program development process

and professional leadership role.

Implications for Additional Research

The study was exploratory in nature and concerned with the
identification of the concepts for the competences of a program
organizer needed by a home economist in extension to broaden and im-
prove educational programs for clientele. Therefore, findings provide
some implications that further research is needed in this area. Some

implications considered by the writer as being most logical and
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pertinent for the immediste future were:

1.

The development of an extension inservice educational program
for the concepts stated in this study and an evaluation of
the program based on the improvement of the competences of
home economists in extension as program organizers.,

A study of the competences as a program organizer with
Florida home economists in extensioen who have graduated
within the past five years or who have received recent

academic training to compare the ratings of these agents

with the ratings of agents who have been employed more than

five years and have not received recent academic training.
Further study with home economists in extension in other
states to compare the ratings of one state with another
and to validate the evaluation instrument for the com-

petences of a program organizer,
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. UNIVERSITY OF FLORIDA
\ INSTITUTE OF FOOD AND AGRICULTURAL SCIENCES

COLLEGE OF AGRICULTURE AGRICULTURAL EXPERIMENT STATIONS AGRICULTURNAL EXTENSION SERVICE SCHOOL OF FORESTRY

| FLORIDA AGRICULTURAL EXTENSION SERVICE
aeey 0. Galnesvile, Florlda 32603

June 1, 1965

Dr. Raymond C., Scott

Asslstant Administrator - Programs
Federal Extenslon Service, USDA
Washington, D. C. 20250

Dear Rayt

Miss Ann Thompson of our State Home Economlcs staff Is studylng toward
an advanced degree at Oklahoma State Unlverstty. For her dissertation .
she needs the assistance of you and some of your personnel.

Enclosed are coples of a letter from Mlss Thompson and an instrument for
your personnel who have been salected to respond to the Instrument, |
hope you and the personnc! named wlil participate in the study. Return
the Instruments directly to Miss Thompson In Cklahoma by June 15, 1965.

i know Miss Thompson will appreclate your assistance. 1, too, thank
you for assisting with the study.

Sincerely yours,
e . -y "
Vi ol Jelienn

M. 0., WATKINS
Director

sm
¢c: Miss Ann Thompson

Enclosures (2)
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224 Horth West, Apt. 21
Scholars Inn
Stillwater, Oklahowma
June 1, 1965

Dear

I am an Extension worker from Plorida studying at Oklahoma State

" University for an advanced degree. The research I am conducting under
the direction of Dr. June Cozine 1s entitled "“Identification, Evaluation
and Development of Concepts for Competences of Home Economists in Exten-
sion As A Program Organizer."

Your assistance is needed with part of this study. Ten states with
personnel representing five positions in each of the states and repre-
seutatives of the Federal Extension Service have been gelected to rate
the competences of home economists in extension as a program organizer
on the attached instrument.

The statements of competences of home economists in extension as a
program organizer listed in the instrument were formulated from:

1. A review of the literature on the educational function of
extension in continuing education.

2. A review of extenslon research and materials in program
development and inservice education.

3. A review of extension job descriptions, standards of -
performance and performance schedules.

Please return the instrument to me by June 15, 1965. After the
instruments are analyzed, findings will be used to evaluate the present
level of competences of home ecomomics extension personnel in Florida.
Findings from the evaluation will bLe used for developing concepts to use
in planning inservice education. It is hoped that the study will provide
some information needed to assist in improving extension educational pro-
grams for clientele.

Thank you for participating.

Sincerely yours,

Ann Thompson



June i, 1965

RATING INSTRUMENT

THE COMPETENCES OF HCME ECONOMISTS IN EXTENSION
AS A PROGRAM ORGANIZER

(Explanation)

For the purpose of this study competences as a program organizer are defined
as one of the capabilities needed by home economists in extension. Program oxrgan-
izer abilities are supportive of home economists functions in extension program
development. )

The program development process in extension involves determining the program
and carrying out the program. Home economists in extension initiate and comnduct
problem solving procedures with clientele to determime the situation, problems
and objectives of the program; plan the content to assist in solving the identi-
fied problems; and implement and evaluate the program. Job functions in the pro-
gram development process are:

A. Identifying the program
B.  Planning the program

C. Iwpléementing the program
D. Evaluating the program

The competences as a program organizer imply concepts, skills and values
involved in identifying, planning, implementing, and evaluating an extension pro-
gram. . The skills of arranging, coordinating and expanding an informal education
program are important aspects of the competences as a program organizer.

Three kinds of information are requested from you in the instrument. These
are:

Section I General Imformation
Section II  Rating of Competences
Section III Additional Competences and Suggestions

Please return the instrument in the enclosed envelope to Ann Thompson, 224
North West, Apartment 21, Scholars Inn, Stillwater, Oklahoma by June 15, 1965.
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Section T - GENERAL INFORMATION
Fill in the general information blanks concerning your work in extension.

State

(Name of State) K - {Your Title)
or

Federal

(Your Position)

Number of years im your present

Number of years in Extension
’ position

Section II - RATING OF THE COMPETENCES OF HOME ECONOMISTS IN EXTENSION AS A
PROGRAM ORGANIZER .

In the rating of beliefs regarding each competence please rate in view of
what you consider to be important as desirable competences for home economists
in extension as a program organizer. Place a check (\~~) in only one column
for each of the statements of competences. The competences are grouped by the
four job functions: A. Identifying the program, B. Planning the program,

C. Implementing the program, and D. Evaluating the program.

Statements cf Competences Rating of Beliefs Reparding Each Competence

1

4

5

A. Home Economists in extension Most Could be Not No

in identifying the program: Important | Important|{ Important| Important | Comment

(1) Know the local situa-

: tion and relate it to
the area, state and
nationai situation,

(2) Involve and assist cli-
entele in collecting
facts, analyzing the
situation and identify-
ing the problems and
goals or overall ob-

" jectives for the pro=-
gram,

(3) Cooperate with all ex-
tension personnel in
coordinating the total
extension program.

(4) Consider the relation-
ship of the extension
program to other edu-~
cational programs
available to clientele,




B.

Statements of Competences

-2 -

126

Rating 2{ Deliefs Regardiq& fach Competence

Most
Important

Important

Could be
Important

Not
Important

No
Comment

(5) Base the program identi-
fying process on the
problem solving
approach to program
development,

(6) Use available exten-
sion materials and
resources in program
development.

{(7) Understand and use
group dynamics meth-
odology in working
with clientele in
identifying the pro-
gram.

Home Economists in extension
in planning the program:

(1) Interpret the situa-
tions, problems and
goals or overall ob-
jectives identifying
the program into more
specific objectives.

(2) Seek the best possible
resources, materials,
people, educational
methods and techniques
to assist in solving
the problems as stated
in the objectives.

(3) Assume major responsi-
bility for the content
for which they or other
extension personnel are
trained,

(4) Seek to provide needed
resources that are not
provided by extension
personnel.

(5) Interpret extension ob-
jectives and the needs
of clientele to re-
source personnel,
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Statements of Competences

Rating of Beliefs Regarding Each Competence

Most
Important

Important

Could be
Important

Not
Important

No
Comment:

6)

Provide other agencies
information available
from extension that
will help these agen-
cies work with cli-
entele,

@y

Determine the program
in coordination with
all extension personnel

responsible for work in

the given geographic
area.

(8)

Prepare a program plan
of work {long range and
annual) according to
extension policies and
program development
procedures.

&)

Recognize the impor-
tance and the re-
jationship of cli-
entele needs, content
and learning theory
in developing an ef-
fective program.

Home Economists in extension
in implementing the program:

1)

‘Make detail arrange-

ments and plans for
various segments of
the program,

2)

Make adjustments in
the program as needed.

€)

Coordinate final spe-
cific schedules with
clientele and other ex-
tension personnel con-
cerned.

“)

Give special coordina-
tion attention to
arrangements for pro-
gram cegments carried
out in coopeéeration with
other educational
agencies, '
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Statements of Competences

b
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Rating of Beliefs Regarding Each Competence

Most
Important

Could be
Important | Imporiant

Not
Important

No
Comment

)

Allocate time, energy
and yresources to im-
plement the program
with consideration for
emergencies; but give
priority to the deter-
mined program.

Home Economics in extension
in_evaluating the program:

(1)

Establish and organize
evaluative criteria in
relation to objectives.

(2)

Involve clientele and
extension pexrsonnel "in
evaluating for the pur-
pose of total extension
program improvement,

(3)

Share evaluation find-
ings that are applica-
ble with other educa-
tional agencies.,

%)

Arrange for special
evaluative assistance
when needed.

&)

Use evaluation to ad-
just, leave out, change
and expand the program
as stated in both the
long range and annual
program plan of work,

)

Use. evaluation as a tool
to assist with making
monthly and annyal re-
ports and other
requested reports.,

Section III - ADDITIONAL COMPETENCES AND SUGGESTIONS

Write in additional competences as a program organizer that you believe are

needed in any of the four job functions.

cerning the competences as related to the improvement of extension programs.

Additional Competences

Suggestions and Comments

Also make suggestions and comments con-
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COOQPERATIVE EXTENSION SERVICE

OKLAHOMA STATE UNIVERSITY

EXTENSION

DIVISION OF AGRICULTURE

BOX 1008 .
STILLWATER - - July 1k, ‘1965

To: County Extension Personnel

Dear Co-Worker‘:

Miss Ann Thompson, Extension Home Economist, Florida,
is studying toward a doctor's degree in Home Economics -
Education at Oklahoma State University.  She would like to
pre-test the instrument for her research study with some
county home economists in Oklahoma.

Dr. Evans has granted permission for this instrument
to be mailed to you, also your District Home Demonstration
Agent and your District Supervisor know that you are being
contacted. ' We hope you will find it convenient to pa.rtici-
pate in the pre-test program. o

Miss Thompson will provide instructions and approprie.te
information to guide you in this undertaking.v

Your cooperation in completing the pre-test on the time
~scheduled will be appreciated by Miss Thompson and by Oklahoma
Extension Service. '

Most sincerely »

Grace L. Spivey
State Home Demonstration Agent
GLS: jem

Work in Agriculture, Home Economics ond Reloted Fialds USDA - OSY ond County C issioners C
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F.OURIDA AGRICULTURAL EXTENSION SERVICE
LINIVERSITY OF FLORIDA
INSTITUTE OF FOOD AND AGRICULTURAL SCIENCES

COLLEGE OF AGRICULTURE AGRICULTUAAL EXTENSION SERVICE  AGRICULTURAL EXPERIMENT STATIONS SCHOOL OF FORESTRY

FLORIDA AGRICULTURAL EXTENSION SERVICE
sieLy Yo Gainesville, Floxida 32603
August 26, 1965

Dear County Extension Home Eccnomics Agents:

As you know, Miss Ann Thompson returned to work with the Florida
Agricultural Extemsion Service August 16. To complete her thesis for
an advanced degree at Oklahoma State University, she needs your help.

Enclosed are copies of a letter and an instrument for you from
Aon. I hope you will participate in the study and return the instrument
by the requested date.

'The evaluation findings will only be used for the purpose of the
study's objectives im developing concepts for planning in-service
education,

Your cooperation in this request will be appreciated by Miss Thompson.
It will also be valuable to the Florida Agricultural Extension Service
in determining training reeds,

Sincerely yours,

B ) . p
Vear (C, L f'_./g.,‘.f Lol
M. 0. WATKINS

Director

ama
Enclosures
cc: Dr, Betty Jean Brannan
All District Agents
All District Extension Home Economics Agents
Dr. J. N. Busby
Mc. F. E. Myers
Dr, Emily King
Dr. Alto Straughn



Florida State University
Tal lahassee, Florida
September 1, 1965

Dear County Extension Home Economics Agents:

1'm back, but not finished with my thesis. | need your help in doing

part of my study. The research | am conducting under the direction

of .Dr. June Cozine at Oklahoma State University is entitled '"identification,
Evaluation and Development of Concepts for Competences of Home Economists

in Extension As A Program Organizer." ’

Your assistance is needed as one of the means of evaluating the competences

of home economists in extension as a program organizer that are given in

the attached instrument. The statements of competences of home economists

in extension as a program organizer listed in the instrument were formulated
- from: v

1. A review of iiterature on the educational function of
extension in continuing education.

2. A review of extension research and materials in program
development and in-service education.

3. A review of extension job descriptions, standards of
performance schedules.

Selected state and federal extension personnel have rated the statements
of competences as being important for home economists. in extension.

Please return the instrument to me by September 10, 1965.

Findings from the evaluations made in the study will be used for developing
concepts to use in planning in-service education. It is hoped that the
study will provide information needed to improve extension educational
programs for clientele. »

Thank you for participating.

Sincerely yours,

&ML D%VSW’
ANN THOMPSON

cc: Dr. Marshall 0. Watkins
Dr. Betty Jean Brannan
All District Agents
All District Extension Home Economics Agents
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September 1, 1965

EVALUATION INSTRUMENT

THE COMPETENCES OF HOME ECONOMISTS N EXTENSION
AS A PROGRAM ORGANIZER

(Explanation)

For the purpose of this study competences as a program organizer.
are defined as one of the capabilities needed by home economists in extension.
Program organizer. abilities are supportive of home economists. functions in
extension program development.

The program development process in extension inveolves determining the
program and carrying out the program. Home economists in extension initiate
and conduct problem solving procedures with clientele to determine the
situation, problems, and objectives of the program; plan the content to assist
in solving the identified problems; and implement and evaluate the program
Job functions in the program development process are:

tdentifying the program
Planning the program
impiementing the program
Evaluating the program

DO

The competences as a program organizer imply concepts, skills and
values involved in identifying, planning, implementing,and evaluating an
extension program. The skills of managing, arranging, coordinating and
expanding an informal education program are important aspects of the
competences as a program organizer. :

, Three kinds of information are requested from you in the instrument.
These are:

Section | General Information
Section |1 Evaluation of Competences
~Section {}l Suggestions

Please return the completed instrument to Ann Thompson, State Office
of Extension Home Economics Programs, Home Economics Building, Florida
‘State University, Tallahassee, Florida 32306, by September 10, 1965 .
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Section | - GENERAL INFORMATION

Fill in the general lnformat:on blanks concerning your work in extension.

County

Number of years in Extension Number of years in your present
- " position -

Number of Extension workers in your county o
’ ‘ o (Both Men and Women)

Percent of your county considered:
Urban
Rural non-farm
Farm '

Name of the higher education institution you attended

State

Year you received your Bachelor's degree

What was. your major area of home economics study in college?

{(Example: edu-

cation or a subject matter area as clothing, etc.)

Section Il - EVALUATION OF THE COMPETENCES OF HOME ECONOMISTS IN EXTENSION AS
A PROGRAM ORGANIZER

In the evaluation section please check your beliefs regarding each compe-
tence in view of what you consider to be your present performance and your
needs for in-service education to improve your performance in providing an edu-
cational program for Extension clientele. :

In the section place a check (V) i

1 if you believe that your performance is absent or not. acceptable.

2 if you believe that your performance is below é desired standard

3 if you believe that your performance is acceptable but could be
improved : :

L if you believe your performance is average and acceptabie but not

outstanding

¢



the program, B. Planning the program,

5
6

7

if youbelieve your performance is above average

if you believe your performance is outstanding

if you believe your performance-is very outstanding

" The competences are grouped by the four job functions: A. {dentifying

Evaluating the program.

A.

Statements of Competences

As a home economist in
extension in identifying
the program 1I: :

C. !mpliementing the program, and D.

Evaluation Regarding Each Competence

135

(1)

Know the local situa-
tion and relate it to

. the ‘area, state and

national situation.

(2)

Involve and assist cli-
entele in collecting
facts, analyzing the

‘situation and identify-

ing the problems and
goals or overall ob-
jectives for the pro-
gram.

(3)

‘Cooperate with exten-
sion personnel con-
cerned in coordinating
the total extension
program. '

(&)

Consider the relation-
ship of the extension
program to other edu-
cational programs
available to clientele.

(5)

Base the program identi-
fying process on the
problem solving

approach to program
development.

(6)

Use available exten-
sion materials and
resources in program
development.




B.

Statements of Competences

Evaluation Regarding Each Lompetence

o

93

{7)

lnderstand and use
group dynamics meth~
odoiogy in working
with clientele in
identifying the pro-
gram.

As a home economist in
extension in planning
the program |:

(1)

interpret the situa-
tions, problems and
goals or -overall ob-
jectives identifying
the program into more
specific objectives.

(2)

Seek the best possible
resources, materials,
people, educational
methods and techniques
to assist in solving
the problems as stated
in the objectives.

(3)

Assume major responsi-
bility for the teaching
or educational content
for which | or other
extension personnel are
trained.

(&)

Seek to provide needed
resources that are not
provided by extension

__personnel.

(5)

Interpret extension ob=
jectives and the needs
of elientele to re-
source personnel.

(6)

Provide other agencies
information available
from extension that
will help these agen-
cies work with cli~
entele.




Statements of Competences Evaluation Regarding Each Competence

{7) Determine the program
in coordination with
extension personne!l
responsible for work in
the given geographig
area.

(8) Prepare a program plan
" of work {long range and
annual) according to-
extension policies and
program development
procedures.

(9) Recognize the impor-
tance and the re=-
lationship of cli~
entele needs, content
and learning theory
in developing an ef-
fective program.

As a home economist in
extension in implementing
the program |:

(1) Make detail arrange-
ments and plans for
various segments of
the program.

(2) Make adjustments in
the program as needed.

(3) cCoordinate final spe-
cific schedules with
clientele and other ex-
tension personnel con-
cerned.

(4) Give special coordina-
tion attention to
arrangements for pro=
gram segments carried
out in cooperation with
other educational
agencies,




$tatements of Competences

-5 -

Evaluation Regarding Each Competence
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(5)

Allocate time, energy
and resource to im-
plement the program
with consideration for
emergencies; but give
priority to the deter-
mined program.

D. As a home economist in
extension in evaluating
the program |:

(1)

Establish and organize
evaluative criteria in
relation to objectives.

(2)

Involve clientele and
extension personnel in
evaluating for the pur~
pose of total extension
program improvement.

(3)

Share evaluation find-
ings that are applica~
ble with other educa-
tional agencies.-

()

Arrange for special
evaluative assistance
when needed.

(5)

Use evaluation to ad-
just, leave out, change
and expand the program
as stated in both the
long range and annual
program plan of work.

(6)

- Use evaluation as a tool

to assist with making
monthly and annual re-

" ports and other

requested reports.

Section 11l - SUGGESTIONS

Write in any-suggestions and comments concerning the competences as related
to the improvement of extension programs.
space is needed.

Continue on back of page if more



September 20, 1965

Dear

My records show that § have not received an evaluation
instrument from you. In case you have misplaced the one
sent originally, enclosed is a copy of the instrument and
letters from Dr. Watkins and me about it.

! will appreciate your returnihg the completed instrument

to me as soon as you can, as | cannot get started on the

thesis writing until | get the instruments all in.

Thanks a lot.
Sincerely yours, o

4:/42,,@/ /%7/_? —

ANN E., THOMPSON '
Assistant Home Economist, Programs

AET:ars
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